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Is the external challenge a good or a bad?

1. Introduction 
Premier Inn, which is owned by Whitbread, is the largest hotel brand in the United Kingdom, with over 83,500 rooms spread across more than 840 hotels, as well as a rising presence in Germany with 51 hotels and 9,000 rooms. This extensive housing network provides great accommodation at reasonable costs in prime locations, supported by a workforce of over 40,000 personnel who serve over five million guests per month. Whitbread had a successful fiscal year in 2022/23, characterised by strong performance in the United Kingdom and rapid expansion in Germany (Whitbread, 2023).  This achievement was based on strategic investments made during periods of uncertainty, which resulted in a strong financial sheet and significant growth opportunities. The company's strategy has continuously produced favourable returns for shareholders while remaining committed to being a "Force for Good." However, Premier Inn has faced issues with employee retention and motivation, both of which are crucial to the company's operational effectiveness. To address the significant number of vacancies, the corporation budgeted around £23 million for salary hikes and one-time bonuses in response to major staff shortages aggravated by the COVID-19 epidemic and Brexit's impact on EU workforce availability. (Muvja and Peters, 2021). These shortages were especially severe in tourist areas in London, compounding the operational difficulties. Addressing these issues is critical for Premier Inn since employee motivation and retention are critical for service quality and business growth. Understanding and improving motivating elements is critical for developing a positive and dedicated staff base. This approach reflects a larger trend in the hospitality business, in which employee satisfaction and motivation are increasingly recognised as critical components for long-term success. The purpose of this research is to emphasise answers to the current external difficulties such as  affecting the hotel and the industry and how these challenges re-shape employee recruiting and retention.


2. Literature
The hospitality sector confronts particular issues in staff recruitment and retention, with external concerns like as the COVID-19 pandemic, Brexit, and technology improvements having a substantial impact. Firstly, the COVID-19 outbreak has caused significant disruption in the hotel industry. Key findings reveal that job security has suffered significantly, with many employees risking layoffs or reduced hours. The pandemic also hastened the adoption of technology in operations, forcing the development of new skill sets among personnel. Furthermore, studies have shown that mental health support and flexible working arrangements are critical elements in keeping employees during and after a pandemic (Barnes, 2022).  Also, the UK hotel sector has faced significant obstacles as a result of Brexit, particularly in terms of staff composition and recruitment methods. Because many EU nationals worked in the hospitality industry, the termination of free movement between the UK and EU countries has resulted in a staff shortage (CIPD, 2021).  Some techniques used by hospitality businesses to adjust to these changes, are focusing on local labour markets and improving training programmes to attract and retain employees. Additionally, for employee recruitment and retention, the integration of AI and other digital technologies in the hotel industry has proven both a barrier and an opportunity. While technology can improve productivity and consumer satisfaction, it also raises concerns about job loss. 
2.1. Brexit Impacts 
The implementation of Brexit has forced a rethinking of labour tactics. Understanding the impact of Brexit on employees is crucial, since it has huge ramifications for the workforce both professionally and psychologically. Organisations have been asked to consider how developments such as the EU Settlement Scheme and changes to immigration regulations may affect their employees and their families. Changes in compliance with right to work laws, as well as the emergence of digital or robotic alternatives, are all aspects that organisations must address in their strategic planning (Deloitte, n.d.). Furthermore, following Brexit, recruiting personnel and the approach to talent acquisition have become increasingly important. The difficulty is to stay  at the employer of choice in a more competitive market when traditional sources of talent may have shifted as a result of changing immigration regulations. Organisations must examine who the important roles and people are for their day-to-day operations and ensuring they have a retention strategy in place to manage individuals who may leave due to Brexit-related changes (Ridgway, 2019).  Also, in this era of transition, the flexibility and competitiveness of pay and benefits structures in both the UK and the EU are critical. Given the changing economic and legal landscape, organisations must change their compensation schemes to remain appealing to current and potential employees. However, Brexit also makes achieving diversity and inclusion goals within businesses more difficult. Therefore,  Brexit-related changes may have an impact on workforce diversity, particularly in businesses such as hospitality, which historically rely on a varied pool of talent from many geographic regions. Another crucial issue is providing assistance to employees, particularly those seeking Settled Status in the UK. Maintaining a stable and motivated staff requires technical and administrative help for employees navigating the current legal landscape (Shipton et al., 2021). Finally, as a result of the Brexit plan, the necessity to potentially shift sections of the firm is a big factor. Such transfers can have an impact on employee turnover because not all employees are willing or able to relocate, resulting in higher turnover rates. To summarise, Brexit has presented various problems that have an immediate and indirect impact on staff turnover in the hospitality industry. Changes in immigration regulations, the need for new talent acquisition tactics, compensation and benefit adjustments, the influence on diversity and inclusion efforts, and future corporate relocations are among them. The way organisations respond to these problems will have a substantial impact on their ability to manage employee turnover in the post-Brexit future (Cameron and Marson, 2018). 

2.2. Covid-19 impacts
The COVID-19 pandemic had a considerable impact on the UK hospitality business, with varying degrees of severity across different segments. Bars and clubs were the hardest impacted, while campgrounds fared quite well. Consumer expenditure on hospitality resumed in May 2021, but remained below 70% of pre-pandemic levels, indicating a gradual recovery. This was reflected in the industry's turnover, which was still a quarter lower in May 2021 than in 2019 (ONS, 2021). Despite improvements in consumer spending, corporate expenditure increased at a slower rate, with payments to suppliers from food and beverage industries staying roughly half of pre-pandemic levels. Also, the number of employment openings in the hospitality industry increased dramatically and surpassed pre-pandemic levels. However, as of June 2021, the sector's job count was 11% lower than in February 2020. This disparity underscores the difficulties in re-staffing following the epidemic, as many employees who were furloughed did not return to their prior roles. Throughout the epidemic, the hotel industry was forced to adjust to changing constraints, resulting in a significant proportion of firms closing temporarily. For example, during the spring 2020 lockdown, 81% of hospitality establishments were shuttered, which reduced to 54% in early 2021 (ONS, 2021). These closures and adjustments had a substantial impact on employment patterns in the sector, resulting in increased personnel turnover and retention issues. Similarly, the pandemic's enforced mobility limitations and social distancing measures have had a significant detrimental impact on the tourism and lodging industries. Significant employment losses were recorded by major hotel chains and airlines, underscoring the pandemic's devastating economic and labour ramifications for the hospitality industry. The hospitality industry, which relies on large crowds and travel, has been severely impacted by event cancellations and travel restrictions. This created a turbulent and fast changing work environment for industry personnel, outweighing the effects of earlier crises such as 9/11, SARS, and the 2008 financial crisis (Jung, Jung, and Yoon, 2021). The pandemic's impact went beyond commercial disruptions, causing the partial or permanent closure of several hotels and travel companies around the world. In response to these issues, governments and organisations took a variety of actions. For example, the Egyptian government passed legislation requiring tourist facilities and hotels to retain personnel, as well as fiscal incentives, training programmes, and tax breaks for tourism businesses (Mora and Kipngetich, 2021). These strategies attempted to reduce the sector's impact from the pandemic and assist staff retention during this unprecedented crisis.

2.3. SWOT analysis 
	Strengths
	Weaknesses

	· High market presence.
· Has a strong financial position
· Broad geographic reach
· CSR and ethical business practices
	· Difficulties in retaining and inspiring employees
· Heavy reliance on the UK market
· Vast network of hotels offers logistical and operational issues.

	Opportunities
	Threats

	· New prospects for market diversification and growth.
· Digital technology can increase efficiency and customer experience.
	· Changes in immigration regulations and workforce makeup have an impact on staffing.
· Faced with intense competition





2.4. PESTLE Analysis
Political aspects:
As a result of the UK's exit from the EU, immigration restrictions have changed, limiting the availability of a substantial portion of the workers in the hospitality sector, including hotels like Premier Inn. Also, the limits and lockdowns imposed by COVID-19 have had an influence on operations and personnel management (Hancock, 2022). 
Economic aspects: 
Rising living costs can have an impact on employee retention, as employees may seek higher-paying positions to compensate for increased expenses. At the same time, the pace of economic recovery following COVID-19 will influence consumer spending in the hospitality sector (Remes et al., 2021).
Social aspects: 
Issues such as the retirement tide have an impact on the availability of experienced workers. Moreover, following the pandemic, there may be a trend towards more health-conscious and safety-oriented travel and hospitality options (Behsudi, 2020).
Technological aspects:
AI and automation technological adoption can expedite operations but also raise concerns about job displacement. Similarly, increased reliance on digital technologies for consumer engagement and internal operations is referred to as digital transformation (IBM, 2021). 
Legal aspects:
Changes in employment regulations following Brexit may have an influence on hiring practises and employee rights. Health and safety requirements have been tightened in the months since the outbreak of the pandemic, affecting hotel operations (CIPD, 2021).
Environmental aspects: 
The increasing emphasis of sustainability in consumer decisions may have an impact on hotel operations and marketing. Additionally, climate change has an impact on tourism patterns and can have an impact on hotel operations (Han, 2021). 

3. Recommendations on how Premier Inn can answer to these impacts 
As a key participant in the UK hospitality sector, Premier Inn may employ a number of measures to counteract the effects of Brexit and the COVID-19 pandemic on staff recruitment and retention. To address the changes in workforce composition caused by Brexit, Premier Inn should focus on expanding its talent acquisition sources, emphasising local labour markets, and improving training programmes to attract and retain employees. This method would aid in managing the labour shortage caused by less EU labour (Gupta et al., 2023). Premier Inn can also invest in digital and automation technologies to improve operations and develop new positions, mitigating potential job losses and training the workforce for a technologically advanced future. Premier Inn must prioritise flexible working arrangements and mental health care for its employees in the aftermath of the COVID-19 outbreak. This will aid in the maintenance of employee well-being and job satisfaction, which is critical for retention during and after a pandemic (Sealy, Jenkins and Jalley, 2023).  In this shifting economic landscape, the company can also consider modifying its compensation and benefit arrangements in order to remain competitive and appealing to both current and new employees. Furthermore, Premier Inn must consider proactive communication and support for employees, particularly those who need assistance with legal changes such as Settled Status in the UK post-Brexit. Maintaining a steady and motivated workforce will require technical and administrative support. Finally, in order to adapt to the changing business environment, Premier Inn should be prepared for any relocations or restructuring in order to fit with its Brexit plan, causing as little disruption to its staff and operations as possible (Baum, 2019). 

4. Conclusion
In conclusion, as a leading player in the UK hospitality business, Premier Inn confronts considerable hurdles in personnel recruitment and retention as a result of external issues such as Brexit and the COVID-19 epidemic. Brexit has complicated labour dynamics, needing a deliberate response in terms of immigration policy changes, talent acquisition, remuneration structures, diversity and inclusion, and company restructuring. The COVID-19 epidemic exacerbated issues by upsetting industrial conventions, influencing consumer behaviour, and forcing worker management changes. Premier Inn's solution to these difficulties is important to the company's long-term success. Focusing on local labour markets, improving training programmes, embracing technological improvements, and prioritising employee well-being and flexible working arrangements are all part of this strategy. Furthermore, resolving legal changes and providing assistance to employees affected by Brexit is critical for keeping an engaged and stable workforce. Premier Inn can overcome these external issues while also strengthening its position in the hospitality business, assuring long-term growth and sustainability, by applying these measures. The company's approach will determine its capacity to adapt to the changing landscape of the hospitality business, which is characterised by changing customer preferences, technological improvements, and a dynamic regulatory environment.
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