External challenges that are affecting employee retention in the hotel industry
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[bookmark: _Toc119103734]Introduction and Background
Travelodge hotel is one of the largest hotels that are operating in the UK. This hotel is operating its business activities under private ownership and this has a huge value in the hotel market. This hotel is the biggest hotel in the UK that has been working independently. This hotel has a good history and, in the market, it has a good value since 1973 when it was founded. The hotel has been administrated within and outside the nation from the headquarter that is in Thame, England. In the year 2019, it has been measured that this hotel chain has more than 570 hotels that have been operating within and outside the UK (Nouira & Malainine, 2021). But most of the hotels are operating within the UK. Among them, 11 hotels are in Ireland and 5 hotels are in Spain. This organisation has more than 11,000 workers by combining full and part-time workers. This means the organisation has to deal with employee retention and employee turnover. 
Employee retention works within organisations for reducing the rate of employee turnovers or the number of people leaving hotel businesses. On the other hand, employee turnover means the number of people leaving a particular hotel business in the current year. Keeping the employee retention rate at a higher number is good for the hotel businesses as this will ensure that the hotel business need not involve in the recruitment process most often. This has also a positive impact in ensuring quality employees within the workplace who know the business well (Goswami & Pandey, 2019). In the present market, hotel businesses have been facing tremendous challenges that have been affecting employee retention. Among different challenges and issues that the hotel businesses are facing, the unhealthy working condition, lack of training programs for the employees and absence of good management are some of the common ones. These challenges of the hotel business have been affecting employee retention and it has been found that the rate of employee retention rate has been decreasing within the hotel businesses in the current days due to these issues that the businesses are facing (Ehrhart & Kuenzi, 2017). Keeping the employee retention rate at a standard level is necessary for hotel businesses and the businesses should be also careful about maintaining the necessary employee turnover rate so that the employees can be trained and skilled workers can be retained within the workplace. 
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Political factors: For Travelodge, the political factors do not impact employee retention directly. In this case, giving access to every legal business to all the general people has pushed the workers of the firm to try their new business which has an indirect impact on employee retention (Moore & Hanson, 2021). The organisational politics is not impacting the employee retention of Travelodge. Brexit has been working one of the major affecting factors of employee retention. In the UK, Brexit has been introducing new laws and regulations among the European Union nations so that the employee marketplace can be managed. Further, it has been also controlling the entry of employees from outside the nation after the pandemic which has directly impacted the employee market of the hotel industry (Durez, 2017). The employees have a greater opportunity to leave and switch the workplace and search for opportunities. Moreover, it has also provided an opportunity for the workers to work under higher salaries in different workplaces which also reduces the retention rate for hotel businesses including Travelodge.
Economical factor: The current economy of the UK is in growth form and therefore, the hotel businesses including Travelodge are enjoying good economic conditions in the marketplace (Mthembu, 2018). In this regard, the workers of Travelodge are also searching for new opportunities in the marketplace which has been affecting employee retention. Inflation has a direct impact on the employee retention rate in the hotel industry. If the hotels do not increase the salary of the employees according to the rate of inflation, then it will be difficult for the firm to keep the employees within the business. The employees will be also switching the hotel business if they do not get growth in salary and wages. Here, in this case, the business firms need to maintain the ratio of inflation (Bentrim & Henning, 2021). Currently, the UK is facing a 0.3-0.5% inflation rate. This means the hotel businesses need to increase the salary of the workers more than this so that the workers do not switch the business. 
Social factor: The social norms within the UK and the social activities of Travelodge are also supportive of different employees who have different social norms and therefore, this factor does not impact employee retention. 
Technological factor: Travelodge does not push its employees to equip different technical materials and only a few workers need to work on the technical activities (Phinithi, 2018). In this case, the advantage of different technical factors does not affect employee retention at Travelodge. 
Legal factors: Different legal factors such as employment legislation and other work environment laws are appropriately followed by Travelodge and therefore, in this case, this factor does not impact employee retention of the firm. 
Environmental factor: Travelodge always remains careful about sustainability and keeping the environment safe. Therefore, the employees who care for environmental safety and ensure sustainability need not leave the organisation. Covid has also greatly impacted the employee retention of hotel businesses including Travelodge. After the pandemic, a lot of people has left their job and many workers have died and suffered. In this case, the employee market of the UK hotel business has fallen into a shortage of employees (Shockley & Smith, 2017). Therefore, the existing employees in the hotel business have the access to switch and choose their suitable hotel business based on their skills and ability. Therefore, due to Covid, the rate of employee retention has decreased in the hotel business. For this reason, Travelodge has witnessed a decrease in employee retention in the current years. 
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	[bookmark: _Hlk119054851]Strengths
	Weaknesses

	Since the brand has been working from a very early age and Travelodge also provide different career growth to the workers in the existing market areas so the workers want to stay in the firm.
Travelodge has the ability to provide quality service to its employees such as the firm provides meals and project bonus to the workers (Kingcade, 2019). 
	This firm does not have a good market share compared to its strong brand value and therefore, the employees of Travelodge does not get the opportunity to work in different branches. 
Compared to other firms, it does not adopt technological advantages like in different branch the management still uses the traditional way to record the employee activities. 

	Opportunities
	Threats

	For capturing a higher market share, Travelodge can expand its business activities and this expansion will provide further career opportunities to the employees. 
It has the opportunity to implement the technical advantages available in the market that will keep the record of the employee activities properly. 
	The hospitality market of the UK has high competition for Travelodge. For example, the Hilton, the Premier Inn and many other hotel firms are also working actively. 
The change in different environmental and employee-related laws can push workers to change their workplace (Radhesham, 2018). 
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The employee retention rate has been decreasing in the hospitality sector of the UK for certain reasons. Currently, this sector has been enjoying a 70% employee retention rate which is moderate and therefore, the hotels are not working accordingly. In terms of Travelodge, the firm has an employee retention rate of 73.5% which is higher than the average employee retention rate but compared to the brand value the employee retention rate is not that high for this firm (Johnson, 2020). Some firms are ensuring higher employee retention rates in the marketplace. Moreover, the employee retention rate of Travelodge has decreased by 2.5% in the recent 2 years which is also a notable factor for the firm.  
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There are certain reasons that have worked for increasing or decreasing the employee retention rate of the hotel businesses of the UK including Travelodge. Here the business organisations that have been working in the hotel business are facing certain issues that are impacting the employee retention of the firms (Goldstein & Semedo, 2020). The lack of flexibility in the hotel business is one of the common reasons for decreasing the employee retention rate for hotel businesses. Furthermore, the lack of a good working environment is another reason for reducing the employee retention rate. In Travelodge, the workers are leaving their job due to the lack of growth and training. 
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The employee lifecycle has a good connection with the employee retention rate. In the attraction phase, if Travelodge can attract skilled workers and can provide enough opportunities then the retention rate will be increased. The recruitment phase should be more rigorous so that only competent employees can enter the hotel (Richardson, 2019). While onboarding the employees, it is necessary to make sure that they understand their work properly. In the retention phase, the workers must be trained so that they do not leave Travelodge in this case. Further, Travelodge should use different analyses so that the firm can separate the employees who are not fit for the business activities (Ashraf & Siddiqui, 2020). 
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For solving the issue of Brexit, the hotel business can not change the laws and regulations of Brexit but in this case, if the hotel businesses adopt the laws and regulations applied by Brexit and take some measures that will solve this issue then the employee retention rate can be controlled (Nguyen, 2020). For example, since Brexit is providing greater salary opportunities to the employees, here Travelodge can increase the salary to a certain portion so that the employees do not look for other hotel businesses. For solving the issues that have arisen due to Covid cannot be solved easily. In this case, Travelodge needs to hire fresh employees and need to train them accordingly so that the employees can learn to take the place of the employees who are unable to work due to Covid (Sofia & Stavros, 2017). To control the employee retention rate in an inflation situation, hotel firms need to improve the salaries of the employees according to the growth of inflation. 

[bookmark: _Toc119103743]Evaluation and Conclusion
It is necessary for hotel businesses to maintain a good employee retention rate so that the control of employee turnover can be maintained. Employee turnover can highly impact the profitability of the hotel business as skilled and trained employees can leave due to the high employee turnover rate. In this case, the economical factor of the Pestle can impact directly to increase or decrease of the employee retention ratio (Alnajim, 2017). For example, the increase in inflation rate in the economic environment can certainly increase employee turnover if the hotel business does not increase the salary accordingly. In this case, this factor has a direct impact on employee retention. Again, some strengths of the hotel business can also increase the employee retention rate within the workplace. For example, Travelodge has a strong position in providing all required services to the workers and in this case the workers are satisfied with the services provided by the hotel. The employee satisfaction of the firm can certainly increase the employee retention of the hotel. Furthermore, the threat point such as strong competition can be a cause of reducing the rate of retention of employees (Venkat, 2018). Here, the strong competition among different hotels can offer higher opportunities to the workers which can certainly draw the attention of the workers and therefore, the rate of retention will be reduced. 
Recommendations 
· One of the main things that Travelodge should ensure is enough flexibility in the workplace. If the workers can enjoy flexibility in the workplace, the workers will be satisfied enough and will not leave the workplace in search of higher salaries. 
· Further, Travelodge should ensure proper training and development programs. Many workers love to grow in the workplace through different training and development programs. Therefore, if the firm can arrange training and development programs, it will be easy for the firm to retain employees. 
· It is also necessary to provide competitive salaries to the employees of the hotel. Here, Travelodge should ensure this factor so that the workers of the firm do not go in search of new employment (Allen & Bryant, 2018). 
· A suitable work environment must be ensured by Travelodge so that the firm can provide a positive work environment to the workers and can maintain retention. 
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