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The market size of the UK hospitality sector is around £16.4bn in the year 2022. The market assessment report has predicted the increase of business growth in the hospitality sector will around 46% in the year 2023. In the UK hospitality sector, 2.4 million people are employed by different hospitality businesses like accommodation, restaurant s, cafes, food service, bars etc. However, the ‘staff shortages’ in the hospitality sector is the key business issues that has created after the Brexit formation and outbreak of the COVID-19 pandemic. Presently, the estimation of staff shortages has reached 3,94,000 vacancies (hospitality, 2020). In a survey, it has spotted that 38% of the hospitality businesses are experiencing staff shortages in the skilled division. The outbreak of COVID-19 pandemic has also influenced the hospitality businesses to go for the ‘job cuts’ for setting of the business losses. The estimated job cuts in the hospitality sector in the UK was around 6,60,000. The impact of the COVID-19 pandemic is huge in the terms of revenue and output. In the year 2020, the economic output of the hospitality sector in the UK was declined by 90% due to the Government induced shut-downs and travel restrictions across the world (Hospitalityandcateringnews, 2020). However, in the post-pandemic period, the rise in the inflation rate up to 11% in the UK is impactful to the consumer spending power. Furthermore, the Brexit formation in the UK has bring complexities in immigration process. The hospitality organisations are also encountering recruitment issues in hiring the EU workers due to the complexities in the immigration policy. 
Hilton Group is renowned American hospitality organisation that manages broad portfolio of hotel chains and resorts across the world. The popular brands operating under the Hilton Worldwide Holdings are Conrad, Canopy, Curio, Double Tree, Tempo, Hilton Garden Inn, Hampton etc. In the year 1919, Conrad Hilton has founded the Hilton hotels (Hilton, 2021). The headquarter of the Hilton is located at Virginia, United States. Hilton Hotels Corporation is known for its internationally recognised hospitality company that owns and manages the franchisees around 2,200 in different segments like hotel, resort and vacation ownership properties. Presently, Hilton Group has 7,000+ properties in 122+ countries across the globe. The total employees working with Hilton Group are 1,73,000 at 6,500 locations across the world (Hilton, 2020). Hilton Worldwide has achieved a revenue of $5.788B in the year 2021 with an increase of 34% in compare to the year 2020. The company has recorded an adjusted earnings per share around $4.46 in the year 2022 in comparison to 4.21$ in the year 2021 (IrishExaminer, 2021). The mission of the Hilton Group is to deliver ‘superior and exceptional’ guest experience to all the guests at any time across the world. In the post-pandemic period, Hilton Group has planned business expansion throughout the European hospitality market in the Full-Service and Lifestyle hospitality brands. The target of achieving 30% of the brand portfolio within the year 2023 can be observed from the strategic planning of Hilton Group. 
The report will analyse the “employee retention” in the Hilton group by focusing on the talent management strategy. The external influences like economic factors, political developments, technological improvement, sustainable practices and legal proceedings is impactful to the employee retention. Moreover, the application of strategic human resource management can overcome the high staff turnover rates by focusing on the training and development activities as well as employee onboarding process. 
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Macro Environment consist of the external business factors that cannot be controlled and eventually influence the business operation in the specific target market. PESTLE analysis is the strategic assessment tool that is sued to discover the impact of the external business factors to the business operations (Wright, 2018). In the terms of political factor, the Brexit formation has affected the hospitality operations due to the unclear immigration policy for the EU workers (Hutton, 2020). The ‘staffing’ issues in the hospitality sector is due to the immigration challenges after the Brexit formation. More specifically, 40% vacancies have been created after the Brexit formation in the hospitality sector. The skill shortages have influenced the hospitality operations by recording a decline around 1% in the occupancy rate in the UK (hospitality, 2020). However, the Government of the UK has initiated Eat Out to Help Out Scheme and reduction in VAT rate for encouraging the hospitality businesses. The economic factors are directly proportional to the hospitality business operations. The COVID-19 pandemic has reduced the economic output by 90% and more than 55% of the hospitality businesses have to cease the business temporarily (BBC, 2020). The spending related to the households in the UK has been declined by £1,462 in the year 2020 after the outbreak of the COVID-19 pandemic. Furthermore, the high rate of inflation up to 11% in the UK has reduced the consumer purchase power. From the perspective of socio-cultural factors, the on-going change in the taste and preferences is creating shorter product life cycle and eventually increases the business operational cost. As per the technological factors are concerned, the rapid development of the technology and proliferation of the internet has increased the usage of technology in the hospitality business operations. The COVID-19 pandemic is another reason for using the ‘contactless technology’ adopted by the hotels and resorts (Chen, 2020). However, the application of such technology requires skilled staffs. The shortages of skilled staffs in the hospitality sector are disrupting the innovation. The legal factors of any nation have a direct influence on the business operations. For example, the Data Protection Act 2018 has been implemented in the UK to control the sharing of personal information without the consent of the owner (Brownell, 2017). Hence, the training of the hotel staffs to maintain the Data protection aspect is needed. Lastly, the environmental factors have triggered the ‘sustainable business practices’ in the hotel operations. The sustainable business practices like reduction in carbon emission, using ethical sourcing practices and utilising the energy efficiency system requires skilled staffs and strategic operational process. 
SWOT analysis is the strategic management framework that is used to find out the key strengths, weaknesses, opportunities and threats (Lepak, 2017). From the organisational perspective of Hilton Group, the core strengths are strong brand reputation, positive organisational performance and wide hotel chain networks across the globe has created positive perception among the guests. However, the weakness is mainly the ‘shortages of the skilled staffs’ that is disrupting the hospitality service operations of Hilton group. The opportunities like business recovery in the post-pandemic period, rising demand of the tourists, rapid advancement in the technology and efficient business models like franchising and strategic alliances have created business growth for the hospitality businesses across the world. Lastly, the business threats like economic fluctuation, rise in the independent hotels, and Government-induced rules and regulations are the business threats that are affecting the hospitality business operations of Hilton Group. 
As per Delery (2019), Employee Retention reflects the ability of the organisation in retaining its productive and skilled employees by fostering positive work environment. Moreover, the organisational efforts like promoting employee engagement, encouraging towards work-life balance, giving appreciation to the employees, providing competitive pay scale and benefits can be observed (Chen, 2021). The ‘staff shortages’ in the hospitality sector is the key business issues that has created after the Brexit formation and outbreak of the COVID-19 pandemic. The employee turnover rate in the UK hospitality sector is around 30% in a year. However, it has been contemplated from the market assessment report that 43% employees in the hospitality sector used to leave their jobs within 90 days of joining (Law, 2020). In a report, it has been spotted that 63% of the hotel staffs are frequently changing their jobs due to the better pay and benefits (Baum, 2020). Moreover, the lack of work-life balance and inconsistent shifting patterns are also the reason that affect the employee retention. Presently, the estimation of staff shortages has reached 3,94,000 vacancies in the UK hospitality sector. In a survey, it has been observed that 38% of the hospitality businesses are experiencing staff shortages in the skilled division. The outbreak of COVID-19 pandemic has also influenced the hospitality businesses to go for the ‘job cuts’ for setting of the business losses. The estimated job cuts in the hospitality sector in the UK was around 6,60,000 (Collins, 2020). In a survey, it has been found that around 60% of the employees of hospitality organisation used to leave their jobs frequently due to the unsociable working hours, low pay and lack of long-term career prospects (Wright, 2018). 
Employee Retention in the hospitality industry can be controlled with the application of Talent management strategy. According to Baird (2020), talent management strategy is the adaptable system that nurture the human assets of the company by focusing on the recruitment, development and performance management initiatives. The five key elements of talent management strategy are strategic employee planning, employee retention, learning and development, and compensation (Wright, 2018). The talent management strategy include the multiple stages of the ‘Employee life cycle’ to overcome the productivity issue and also to reduce high employee turnover rates. The distinct stages like employee attraction, recruitment, on-boarding, development, retention, and separation of the employee life cycle model can be managed and controlled with the talent management strategy (Lengnick-Hall, 2018). The application of Talent Management strategy in the hospitality sector can retain the talented staffs and human resources by enhancing employee engagement and other motivational techniques like compensation and benefits. With the application of the talent management strategy, the requirements of the employees can be analysed and necessary measures can be undertaken to support employee retention (Lepak, 2017). Talent management strategy is a part of the strategic human resource management that support the employer in attracting and developing the workforce. Moreover, retaining the productive workforce for the long-term period is the objective of Talent management strategy (Delery, 2019). The talent management strategy helps to improve the organisational performance of the business and ensure the company can attain the competitive edge in the concerned industry. Lepak (2017), claimed that talent management strategy aligns the individual and team goals with the organisational strategies. The talent management strategy streamlines the employee appraisal process by offering certain broad goals and providing 360-degree reviews (Baird, 2020). Daley (2019), opined employee engagement practices in the workplace can create positive learning culture, reduces the staff turnover, and increases the organisational productivity. Moreover, the employee engagement practices through effective communication and career development aspect can support the employee retention of the organisation (Daley, 2019). 
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To conclude, the report has examined the ‘employee retention’ in the hospitality sector from the organisational perspective of Hilton hotel group. The ‘staff shortages’ in the hospitality sector is the key business issues that has created after the Brexit formation and outbreak of the COVID-19 pandemic. The ‘staffing’ issues in the hospitality sector is due to the unclear immigration policy after the Brexit formation. The COVID-19 pandemic has reduced the economic output and influenced the hospitality businesses to cease their business operations temporarily. Furthermore, the job cuts in the hospitality sector can be spotted due to the redundancy programme of the hospitality organisations. The hotel staffs are frequently changing and leaving their jobs due to the better pay and benefits. From the report, it has been observed that the lack of work-life balance and inconsistent shifting patterns are also the key causes that affect the employee retention in the hospitality sector. Hence, the application of Talent Management strategy in the hospitality sector has been suggested that can retain the talented staffs and productive human resources by focusing on the employee engagement practices and other motivational techniques like compensation and benefits. With the application of the talent management strategy, the requirements of the employees are shortlisted and accordingly necessary measures can be undertaken to support employee retention. The purpose of the talent management strategy is to retain the productive workforce for the long-term period. As a part of the process, talent management strategy streamlines the employee appraisal system by offering certain broad goals and providing 360-degree reviews on the performances of the employees. Therefore, the communication process between the employees and management can be established with the talent management strategy in the workplace. The expectations of the employees from the organisation can be analysed with the two-way communication process established under the talent management strategy. 
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