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[bookmark: _Toc139980035]Introduction and Background 
A renowned hotel company, The Hilton UK is recognised for its opulent rooms and first-rate service. With a long history that spans several decades, The Hilton UK has made a name for itself in the hospitality sector by providing services for both leisure and business travellers (Hilton, 2023). In order to satisfy the requirements of its discriminating customers, The Hilton UK manages a varied portfolio of hotels all throughout the nation. The company is a popular option for travellers looking for a unique experience since its name is connected with quality, comfort, and exceptional service.
Recent setbacks have significantly harmed corporate performance across the hospitality industry as a whole. Staff retention is a major source of concern. The Hilton UK is known for its high standards of service, so having a knowledgeable and experienced crew is crucial. However, a variety of problems have made keeping the hotel's staff a challenge (Hilton, 2023).
[bookmark: _Toc139980036]Current Issues
One of the primary challenges affecting retention in The Hilton UK is the issue of staff shortage. The hospitality industry is highly labour-intensive, and finding qualified and skilled individuals to fill crucial positions has become a significant obstacle. The demand for hospitality professionals often outpaces the supply, leading to a constant struggle to attract and retain top talent.
Lack of staff training opportunities is another aspect that may have an influence on retention. In a field where excellent customer service and ongoing improvement are given top attention, it is crucial to provide enough training and growth opportunities. When thorough training efforts are impeded by time and financial restrictions, a workforce that feels unchallenged and stagnant may result.
High turnover rates may also be a result of poor management techniques. Promoting employee happiness and engagement requires effective leadership and a good work environment. Employees are more prone to look for possibilities elsewhere when they feel underappreciated, unsupported, or exposed to inadequate management, which results in the loss of important talent (Sealy et al., 2023).
The Hilton UK must give top priority to retention methods that foster an encouraging and stimulating workplace in order to overcome these issues. This can entail putting in place aggressive salary and benefit plans, offering continual chances for training and development, and promoting a recognition and appreciation-based culture (Goh and Okumus, 2020).



[bookmark: _Toc139980037]Discussion/Literature 
Recent external obstacles that the hotel sector has encountered have had a big influence on hiring and retention practices. The hotel industry has been significantly impacted by Brexit, the United Kingdom's withdrawal from the European Union. Research indicates that fewer EU citizens are now qualified to work in the UK restaurant sector. Many EU workers have chosen to leave the UK because to worries about their rights and prospects (Sumption et al., 2022). For companies like The Hilton UK, hiring and retaining staff is increasingly difficult due to the industry's lack of skilled and experienced workers.
The Covid-19 epidemic has had a considerable influence on the hiring and retention practises in the hotel business. There were many layoffs and furloughs as a result of the pandemic's abrupt and severe interruption, which caused the loss of informed and talented people. As the industry progressively recovers, it will be important to rebuild the workforce and recruit new talent. However, because of persisting uncertainty, altering travel restrictions, and health concerns, it is now challenging to attract individuals to the hotel sector (Ghani et al., 2022).
Inflation is yet another external factor that has an impact on hotel industry recruiting and retention. The cost of living, which includes the price of housing, transportation, and necessities, rises as inflation rates do as well. In order to meet the growing expenses, employees can demand higher pay, which would put pressure on firms to offer competitive pay in order to attract and retain talent. If salary expectations are not satisfied, employee turnover rates may rise and hiring difficulties can occur.
Numerous studies have looked into the connection between these outside factors and employee turnover. They have demonstrated that lower productivity is generally accompanied by increased turnover rates. Businesses were better able to mitigate the effects of Brexit and keep skilled employees if they actively recruited applicants from a variety of sources, including unorthodox ones. Similarly to this, companies that prioritised employee well-being and offered flexible work schedules during the epidemic had greater employee retention rates (Bajrami et al., 2021).
Overall, the study to date emphasises how important external issues like Brexit, COVID-19, and inflation are for affecting hiring and retention in the hotel sector. In order to recruit and keep great personnel, businesses like The Hilton UK need to be aware of these difficulties and take proactive solutions. In order to overcome these obstacles and maintain a talented and motivated workforce, strategies that pay attention to employees' concerns, put their well-being first, and offer competitive remuneration packages will be essential.
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Political- 
Political problems have a big impact on the hiring and retention landscape. Government regulations governing immigration, employment, and the labour market may have an influence on the recruiting process and the pool of qualified applicants. It would be challenging for The Hilton UK to draw in and retain the best international talent in light of recent political developments, such as modifications to immigration laws as a result of Brexit. In order to appropriately handle these issues and modify its strategy as needed, the firm must keep track on political developments.
Economic-
The general health and stability of the hotel business are greatly influenced by economic issues. Economic variables like GDP growth, inflation rates, and consumer spending trends all have an impact on the demand for hospitality services, which in turn affects the requirement for employees. Budget restrictions for recruitment and training may result from economic downturns like the one brought on by the Covid-19 outbreak, making retention efforts all the more crucial. Organisations like The Hilton UK must keep a close eye on economic trends and modify their policies as necessary to successfully manage shifting economic conditions.
Social-
Social trends, cultural norms, and demographic changes are all sociological influences. The kind of talent that businesses need to draw in and keep might change as a result of shifts in cultural attitudes and lifestyles. For instance, The Hilton UK may need to modify its recruiting and retention efforts to account for shifting employee expectations given the growing emphasis on work-life balance and flexible work arrangements.
Technological- 
The hospitality sector is quickly changing as a result of technological improvements. The use of digital platforms, automation, and data analytics has shortened the hiring process and made it possible to acquire talent more specifically. Through online training tools and remote work possibilities, technology has an impact on how employees interact with the company. To improve recruiting and retention efforts, The Hilton UK must keep current on technology developments (Perera, 2017).
Legal- 
Legal considerations include labour laws, health and safety rules, and restrictions that are particular to a given industry. Attracting and keeping talent requires adherence to labour rules and regulations about employee rights, pay, and working conditions. Legal rules that are not followed can harm reputations and impede hiring attempts.
Environment-
Environmental aspects, including sustainability initiatives and corporate social responsibility, are playing a bigger role in staff recruitment and retention. The hotel sector is being pushed to embrace eco-friendly practices, lower carbon emissions, and support regional economies. Hilton UK's dedication to sustainability programmes may strengthen its employer brand and draw candidates who share its values (Rahman, 2021).
[bookmark: _Toc139980039]SWOT analysis 
A SWOT analysis is a useful technique for analysing an organisation's recruiting and retention strategies' internal strengths and weaknesses as well as for seeing potential external threats and opportunities. A SWOT analysis of The Hilton UK will reveal the organisation's strong points, areas that need work, prospective development directions, and external elements that could be problematic.
	Strengths:
	Weaknesses:

	Strong employer brand
Successful track record in the hospitality sector
Extensive hotel and resource network
Comprehensive training and development opportunities
Welcoming work environment
Emphasis on employee growth
Competitive pay and benefits
	Low levels of employee engagement
High staff turnover rates
Challenges attracting and retaining skilled individuals
Difficulty responding to rapidly changing business trends
Lack of diversity and inclusion policies (Teoli et al., 2019)

	Opportunities:
	Threats:

	Expanding presence in new markets or areas
Collaborating with educational institutions to create talent pipelines
Leveraging technological breakthroughs to streamline the hiring process
Initiatives focused on community participation or sustainability to enhance employer branding

	Intensifying talent war
Economic impact on travel and tourism industry
Evolving customer expectations and preferences
Changes in legislation and regulations affecting recruitment
Adoption of new technologies and potential reputation issues (Benzaghta et al., 2021)



The Hilton UK may acquire a thorough grasp of its internal strengths and weaknesses in hiring and retention strategies, as well as the external opportunities and dangers it confronts, by doing a SWOT analysis. This analysis is the basis for creating focused plans to build on strengths, rectify weaknesses, take advantage of opportunities, and neutralise threats. Hilton UK will be able to improve its talent management procedures, draw in and keep top people, and maintain its competitiveness in the fast-paced hospitality sector thanks to the insights gathered from the SWOT analysis.
[bookmark: _Toc139980040]Industry examples 
Business leaders including The Marriott, IHG, and Radisson have implemented various methods and initiatives to solve the current problems influencing worker recruiting and retention in the hotel business. These examples provide crucial details on possible tactical solutions for The Hilton UK.
For instance, The Marriott has created extensive programmes to improve employee happiness and retention because it understands the value of employee engagement. They have put in place programmes like "TakeCare," which prioritises employee wellbeing, and "Pathways," a professional development programme that presents progression prospects. The Marriott also places a strong emphasis on inclusion and diversity with the goal of fostering a work environment that values and respects people from all backgrounds (Selin, 2022).
Through initiatives like the IHG Academy, IHG places a high priority on training and talent development. This multinational approach works with academic institutions to provide rural communities with training and job opportunities, closing the skills gap and increasing industrial potential. IHG invests in candidates' training and development to provide them with the resources they need for success (Kapoor et al., 2023).
Radisson actively works to retain employees by promoting a positive work environment and a culture of appreciation and acknowledgment. With an emphasis on sustainability and CSR, its "Think Planet" effort seeks out employees who share these values. Additionally, Radisson places a great premium on comprehensive training and development programmes that help employees advance their careers at the organisation (Diamantis and Puhr, 2022).
These examples from many fields demonstrate how crucial it is to give employee engagement, talent development, and fostering a pleasant workplace culture first priority. The Hilton UK can take examples from these programmes and modify them for their own situation (Sheehan et al., 2018). The Hilton UK may improve its hiring and retention practices, raise employee happiness, and eventually gain a competitive edge in the hospitality sector by putting into practice successful ideas and initiatives.
[bookmark: _Toc139980041]Evaluation and Conclusion 
According to the literature review, factors unrelated to the sector, such as inflation, COVID-19, and Brexit, have had a substantial influence on recruiting and retention. These issues cause staff morale to drop, personnel turnover to grow, and talent competition to increase. Due to the rigorous nature of the work and the perception that it is a short-term career path, the industry is also experiencing problems attracting and retaining skilled people.
The PESTLE research identified a number of variables affecting hiring and retention in the hospitality sector. Changes in immigration laws and policies may have an effect on the global talent pool politically. Economic changes can have an impact on an industry's capacity to offer perks and remuneration that are competitive. Social developments and shifting demographics may have an effect on employee choices and expectations. Technological developments in automation and digitalisation have the potential to change employment roles and need worker upskilling. Legally, retaining employees and recruiting new ones may be difficult due to compliance with employment rules and regulations. In terms of the environment, sustainability practises and initiatives are becoming more crucial for luring and keeping staff.
A strong employer brand and extensive training programmes were cited as internal strengths and weaknesses of The Hilton UK's recruiting and retention practice as well as issues with high turnover rates and a dearth of career development options. Threats include fierce rivalry from other hotel firms, while external opportunities include partnerships with educational institutions to draw talent.
Companies like Marriott, IHG, and Radisson have demonstrated creative strategies to address recruiting and retention issues. They have put into practice tactics like accommodating flexible work schedules, enticing staff perks, comprehensive training and development programmes, fostering uplifting work environments, and utilising technology for effective hiring procedures. These programmes seek to cultivate a friendly and enjoyable workplace while luring and keeping exceptional employees.

Overall, the results highlight the necessity for the hospitality sector, including The Hilton UK, to adapt and innovate their recruitment and retention strategies in order to meet the challenges posed by external factors, seize opportunities, and utilise their internal strengths in order to create a supportive and enjoyable work environment that attracts and retains top talent.
[bookmark: _Toc139980042]The implications of these issues for The Hilton UK's human resources department
The recruiting and retention challenges will have a substantial influence on the success of Hilton UK's human resources department, as well as the company's overall performance and competitive advantage.
First off, the difficulties in finding and keeping talented workers may result in a talent gap inside the company. This shortfall may have an influence on both the level of guest service and overall consumer satisfaction. Without a qualified and driven team, The Hilton UK could find it difficult to uphold its standing as a leading hospitality brand, which would reduce client loyalty and perhaps cause market share loss.
High turnover rates might also raise the organisation's expenses for hiring new employees and providing them with training. It may be time-consuming and expensive to continually hire and educate new personnel to replace those who depart. Additionally, it alters team relationships and may have an impact on productivity (Burke and Hughes, 2018). The human resource division of Hilton UK must discover strategies to reduce turnover rates by addressing the root causes, such as enhancing employee engagement, providing competitive pay and benefits, and offering chances for career advancement.
The altering political, economic, and technological environments, as well as other issues with the PESTLE study, put pressure on The Hilton UK's human resource division to adapt and stay current with market trends. This might mean implementing new recruitment strategies to reach a range of talent pools, staying current with changes to the laws and regulations governing employment, and investing in technological solutions to hasten the hiring and retention processes.
Hilton UK may get a competitive edge in the market by successfully addressing these issues. The company may set itself out as a top employer and draw top talent by creating creative hiring and retention strategies (Burke and Hughes, 2018). The customer experience may be improved by a driven and engaged team, which promotes favourable word-of-mouth, repeat business, and higher profits.
[bookmark: _Toc139980043]Recommendations based on the findings 
On the basis of the findings of the literature review, PESTLE analysis, SWOT analysis, and examples from the industry, the following recommendations are made to improve hiring and retention at The Hilton UK:
Improve the EVP (employee value proposition): Create an engaging EVP that emphasises the special perks and chances that The Hilton UK workers may take advantage of. This might involve offering competitive pay scales, offering professional advancement opportunities, and creating a supportive workplace culture that prioritises work-life balance and employee well-being.
By employing focused hiring tactics that draw candidates with a variety of experiences, recruiting efficiency may be increased. This can entail visiting trade shows and employment fairs, engaging with academic institutions, and using Internet resources. Thorough evaluations and interviews should also be conducted to make sure that the applicant and the firm are a good fit.
Invest in Employee Development: To ensure that staff members have the skills and knowledge required for their positions, Hilton UK should place a high priority on thorough training and development programmes. This can include programmes for continuous learning and upskilling, cross-functional training opportunities, and leadership development efforts.
Promote a Positive Work Environment: Retaining employees requires fostering an environment that is inclusive and supportive of all employees. The Hilton UK should promote open communication, praise staff members for their accomplishments, and conduct frequent performance reviews. Productive workplace culture may be developed by encouraging a feeling of community and honouring employees' achievements.
Implement Retention Strategies: To address the problems outlined, Hilton UK should create focused retention activities. This may entail holding stay interviews to comprehend staff members' worries and goals, putting in place coaching and mentoring programmes for career growth, and providing clear routes for advancement inside the company.
Accept technology: Using technology-based solutions can make the hiring and keeping of employees easier. The Hilton UK ought to think about putting application tracking tools into place to effectively manage candidate pipelines, utilising data analytics for workforce planning, and introducing employee engagement platforms to improve feedback and communication channels.
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