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[bookmark: _legwsnqg38nc]Introduction
The proposal will be based on Barnsley House Hotel which has a rich heritage and is famous for its loveliest gardens laid by the renowned Rosemary Varey. In the present time, there are various challenges faced by organisations in terms of recruiting and managing employees. This includes challenges in implementing automatic intelligence, staff shortage, retirement tide and many more. For instance, implementing AI has a huge cost. Additionally, integrating AI with existing systems becomes challenging for small and medium-sized hotels. The retirement tide is another challenge faced by the hotel industry. For example, in 2022, the UK has lost more than 200,000 international workers (Ft, 2023). It has been found that the UK labour market in the hospitality industry has been hit hard due to the pandemic and Brexit. The vacancy rate of this industry is 7.9% which is the highest of any industry. 
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Figure 1: Employment in UK hospitality 
(Source: Gov, 2023)
Another biggest challenge of the UK hotel business is the high employee turnover and low retention rate which makes the HR Management of the hotels more unstable as demonstrated in figure 2 (Statista, 2023).
 [image: ]
Figure 2: High employee turnover in the UK hospitality industry
(Source: Statista, 2023).
In addition to that, most of the tourism employees work for small organisations and do not get the benefit from organised training programmes. Recruitment of employees is a challenging process for human resource managers due to recruitment and policy barriers (gov, 2023). There are compliance costs, policy costs, and regulatory costs that prevent providing training to the employees. The chosen hotel is a small hotel with 18 rooms each of them having a unique mixture of modern art, contemporary furniture with occasional antiques. In addition to that, it has a garden, an on-site salon and a bar illuminated from within (Barnsleyhouse, 2023). It also welcomes its guests with the vegetables grown in their gardens. It also covers small festivals or celebrations, and wedding functions at their mason. The Boot part has an additional six rooms to provide a delicious food and pub experience (Barnsleyhouse, 2023). 
It also has luxury facilities such as a swimming pool, cinema and many more for extraordinary customer experience. The organisation operates with approximately 10 employees. Hence, being a small organisation it may face a shortage of labour, poor management and implementation of digital technologies such as AI and others which may cause recruitment and retention challenges to the organisation. 

[bookmark: _vi887a6jaknq]Discussion
Summary of the work of other researchers 
According to Dwesini (2019), employee retention has been identified as one of the biggest challenges for the hospitality industry. It is because the industry is continuously dealing with various challenges such as shifting of the workforce and others which makes the retention of skilled employees difficult. From the perspective Nisar et al. (2021), it will require sustainable Human resource management strategies and tactics in order to address the employee issues and the concerns with their employment. This will not only help the hotels to develop a positive attitude and strong commitment to the longer staying of the employees. From the perspective of Ghani et al. (2022), it is expected that in the coming 10 years, te hospitality industry will have a vacancy of 72 million jobs. The HRM of organisations do not focus on their human resource practices which makes them lose their skilled and trained employees. As a result, it takes twice the cost as well as causes operational and financial ineffectiveness. From the perspective of Yu et al. (2021), employees working in this industry need to deal with customers as well as visitors which causes stress and impacts their mental health. 
However, they do not get growth opportunities equal to their contribution to the industry. According to Michael et al. (2022), the lack of growth opportunities is a vital reason for the high employee turnover globally especially in the hospitality industry. Researchers also highlight that the hospitality industry still follows the traditional approaches of recruitment to retain employees. This includes one way of communication as well as feedback. As a result, the employees are not able to share their long-term plans with their respective higher management. In the 21st century, these methods are no longer impactful to reduce the high rate of turnover. In the opinion of Odiaka and Chang, (2019), investment in the employees such as rejuvenating the recruitment and training practices, compensation structure and others are necessary for the the hospitality industry. It is a customer-oriented industry so they also need to satisfy their employees by implementing various recruitment and retention strategies to retain them for a longer time. 
Examples of current affairs affecting retention
There are various external affairs which are affecting the retention of the employees in the hospitality industry. According to Ntounis et al.  (2022), the COVID-19 pandemic has created a long-lasting impact on the hospitality sector in the UK. before the pandemic, this sector accounted for 7.1% of the total employment of the UK with 2.53 million jobs. During the pandemic, 2.12 million jobs were furloughed, and there were 90,000 employees by the end of 2021 compared to 2020. 
The situation become worse in 2022 with more than 166,000 million job vacancies in this sector. On the other hand, from the perspective of Dowell et al. (2023), Brexit is also an issue which added challenges in this sector. The Eastern European workers play a vital role in the UK hospitality sector, who returned to their places due to Brexit. This created a hollow place affecting the UK hospitality sector negatively. From the perspective of De Lyon et al. (2021), Brexit issues existed before the pandemic regarding the shortage of labour across the UK. it created many challenges in the supply chain of food and drinks as the UK hospitality sector was largely dependent on the large number of EU workers, and created difficulty in procurement and innovation. The trade body hospitality addressed this as a “serious crisis” as Brexit created 48% higher vacancies before Covid in the industry (BBC, 2023).
Inflation is also responsible for the higher employee turnover rate in UK hospitality. According to Jomo and Chowdhury (2020), employees are leaving due to the restructuring and retrenchments caused by inflation. As opined by Sorn et al. (2023), factors such as job satisfaction, work-life balance, company culture, communication, rewards and remuneration management, training and development are the factors that contribute to higher employee retention rates. However, due to inflation organisations are not able to maintain these factors properly which contributes in the higher turnover of employees in the hospitality industry. It is said that energy and wage inflation are the two biggest concerns of UK hospitality in the present time due to the increased inflation rate (Butler, 2022). The hotels and organisations need to pay more than 10% for certain in-demand roles however they are not able to pass the cost as they are driven by the tourist traffic. 

A huge retirement tide is another challenge which is affecting the UK hospitality sector.  According to Teo et al. (2020), there are growing number of over 50 age group of people who take jobs in the hospitality sector. For example, it has been found that more than 130,000 people who are above 50 age group working in this sector in order to boost their retirement income. In total, there are more than 554,400 over 50s working in hospitality which is equal to 25% of the current workforce of the entire hospitality sector (McAllister, 2022). This includes job roles such as general management, chef, front house management and others. However, from the perspective of Wang et al. (2020), people of greater age bring the best characteristics in the workplace. For example, they have strong work ethic, better punctuality, loyalty and greater experience than any other age group of people. Therefore, it can be said that there will be a positive change in their organisation, it will also create huge vacancies in the near future which will surge the current labour shortage in the UK hospitality industry.
Recommendations to mitigate these challenges 
Based on these challenges some recommendations can be provided to retain and recruit employees in order to mitigate the current challenges. From the perspective of Osei et al. (2020), organisations may increase their flexibility or higher staff contract basis or use third-party services. It will enable the organisation to fill the staff shortage quickly by ensuring employee satisfaction. On the other hand, according to Limna (2022), the business leaders in hotels and restaurants may asses, in which places they may deploy technology such as the usage of automated tools so that they need less workforce to maintain operational activities. Organisations can also integrate their old methods with advanced technologies such as automated work tools, and artificial intelligence in their operations. From the perspective of Harborth and Kumpers (2022), employers in the hospitality industry also might devise training programmes in order to upskill and train their present workforce to operate these technologies. Lack of growth opportunities was another great reason for leaving the employees. Weber et al. (2020), state that by helping employees to grow professionally as well as personally, creating partnerships with online universities and local educational institutions help to get employees.
In order to empower the staff of the hospitality management a five-step quality improvement model can be implemented. According to Qiu et al., (2019), this model includes e-learning modules which should be accessible to every employee. In addition to that, a continuous development team may support the employees and motivate them to participate in the development programmes. From the perspective of Godsey et al. (2020), maintaining a strong public image is one of the most important step to recruit and retain employees. For instance, the organisation may provide a good environment, perks and benefits to the employees as well as flexible approaches in order to boost the employee satisfaction rate. This will attract new talents towards the organisation as well as enable them to maintain and retain their old employees.
[bookmark: _zcjksuhf4jss]Evaluation and conclusion
From the literature review, it has been found that the UK hospitality sector is facing dynamic challenges in terms of recruiting and retaining employees. Brexit has initiated the labour shortage which has been influenced further by the pandemic and inflation rates of the UK. it is found that the UK hospitality sector was much dependent on European labourers who were not able to work in the UK post-Brexit. However, this mainly impacted the supply chain of food and drinks. Therefore, it can be said that, due to Brexit Bensely may face supply chain issues which adversely impact their inventory management. However, this will not impact the organisation much as most of the elements are grown in their own garden. Due pandemic and increasing labour shortage may bind employers to employ people above the 50 age group which might bring some positive change in the organisation in terms of loyalty, experience and others which might contribute to greater customer satisfaction and others. 
However, this will bring a temporary solution as these employees retire soon which will create a more vacant place in the organisation. Moreover, from the findings, it has also been seen that many of the authors suggested integrating technological advancements such as automated intelligence and others. In terms of Bensley Hotel it is a small organisation hence, is not able to make a huge investment. However, it can implement chatbots for general queries of customers, and regular tasks to reduce the need for human employees. This will also enable the organisation to provide greater customer satisfaction due to less chance of human errors. As a short-term plan, the organisation may also invest in marketing and brand management through sharing employee experience and customer experience using social media and other modes of communication. This will not only attract the employees as well as customers and enable the organisation to rise as a trusted employer and improve the revenue of the organisation. This will also help the employer to focus and formulate more strategies and invest in employee development ensuring their personal as well as professional growth. 
The organisation also can be recommended to make contractual employment and take the help of third-party organisations as well as improve their remuneration and employee growth strategies in order to retain their employees at a low cost.
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