Is  the external challenge a good or a bad? 
Analyse the impacts of external environment on employee recruitment and retention





BMIH5005 
Personnel Resourcing and Development
Dr Helen Lee 





Alina Pruteanu
2209886
[image: A person sleeping on a bed

Description automatically generated]

Executive Summary
This report analyzes recruitment and retention strategies of Premier Inn, a major UK hotel brand. Given the complex circumstances in the hospitality sector, including Brexit and the COVID-19 pandemic, it is crucial to prioritise Premier Inn's workforce management strategy. This report seeks to review the external and internal factors impacting Premier Inn's recruitment and retention policies and offer strategic recommendations.
The analysis commences with a comprehensive SWOT analysis, which highlights Premier Inn's robust employer brand and operational efficiency as significant strengths. Weaknesses include dependence on the UK market and the potential impact of Brexit on workforce diversity. Premier Inn can capitalise on technology in recruitment and prioritise employee well-being programmes. Threats encompass industry turnover rates and competitive pressures.
A PESTLE analysis examines external factors affecting Premier Inn, including aspects like political, economic, social, etc. 
Political factors, such as Brexit and post-COVID-19 governmental policies, along with economic fluctuations and technological advancements, have a substantial impact on recruitment and retention strategies. Social trends, legal compliance, and sustainable development are significant factors as well.
The report provides strategic recommendations for Premier Inn. Suggested measures include improving work flexibility, enhancing digital recruitment, expanding employee well-being initiatives, developing educational partnerships, fostering inclusivity, investing in ongoing training, and proactively responding to economic and political changes.
This report highlights the importance for Premier Inn to modify and innovate its recruitment and retention strategies to keep up with the changing hospitality industry, ensuring continued growth and maintaining a leading position in the market.
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Introduction
In the hospitality industry, recruitment and retention strategies are crucial. Premier Inn, a leading UK hotel brand, faces unique challenges in attracting and retaining skilled workers.. This paper examines how external and internal factors affect the brand's recruiting and retention strategy in a competitive and changing sector.
Fast-paced and customer-focused, the hotel industry requires a diversified staff. Premier Inn, noted for its quality and customer satisfaction, must overcome numerous obstacles to hire the right personnel. Employee recruitment and retention are strategic imperatives that affect the brand's reputation, service quality, and financial performance.
Recent years have seen extraordinary challenges. The COVID-19 epidemic has changed hospitality travel, operations, and employee well-being. Brexit has complicated workforce composition and legal compliance due to its effects on labour mobility and regulatory frameworks. Premier Inn has had to rethink its HR practices due to these external surprises, forcing it to innovate and adapt.
Premier Inn has several strengths despite these issues. The company's excellent employer brand, large network of sites, and stable operational model support recruiting and retention. Premier Inn must constantly adapt to overcome internal shortcomings and seize new chances to preserve its industry leadership. This includes addressing workforce diversity, technological integration in recruitment, and modern workforce expectations.
This paper analyses Premier Inn's recruitment and retention tactics using SWOT and PESTLE analysis. It will examine how the brand may capitalise on its strengths, rectify its shortcomings, grab opportunities, and reduce dangers in a fast-changing sector. Actionable insights and ideas that address present difficulties and prepare Premier Inn for hospitality industry growth are the goal.
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Analysis of Recruitment and Retention Factors
Premier Inn is one of the largest and most popular hotel chains in the UK., and faces several recruitment and retention problems and possibilities in the changing hospitality business. Global events like the COVID-19 pandemic and Brexit and industry-specific issues shape these concerns.
Recruitment Challenges and Adaptive Strategies
Premier Inn has had to modify its recruitment strategy in response to recent global events. Chen and Chen (2021) found that the C-19 pandemic had a significant repercussion on the hospitality industry, prompting a reevaluation of employment practices. The temporary decrease in staff due to health concerns and lockdowns necessitated swift rehiring and [image: A group of people posing for a photo

Description automatically generated]retraining as restrictions were lifted. Sealy, Jenkins, and Jalley (2023) argue that Brexit exacerbated the situation by introducing staffing challenges, especially in regions heavily dependent on EU workers.
Premier Inn has innovated its recruitment approach to tackle these issues. Bas and Sivaprasad (2022) observe an increased prominence of digital recruitment methods such as online job fairs and social media campaigns. The brand emphasises its dedication to employee safety and well-being, which is attractive in the current job market following COVID-19. Williams (2020) argues that Brexit has required companies to prioritise local talent and highlight their commitment to stability and inclusivity within the community. 
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Retention in a Changing Work Environment
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Description automatically generated] Retention strategies at Premier Inn have required adaptation. The pandemic presented distinct challenges, including providing support to furloughed staff and ensuring a safe restart of work. Employee engagement has gained increased importance due to the current circumstances. Efforts are being made to acknowledge employees' contributions and ensure effective communication regarding safety protocols and operational adjustments (Chen and Chen, 2021).
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Description automatically generated]Staff retention has been prioritised through a focus on career development and advancement opportunities. Premier Inn has made investments in training programmes that enhance the staff’s post-COVID operational skills and support career advancement within the organisation. This approach facilitates the development of a committed and proficient workforce (Rogers & Wynn-Moylan, 2022). 
[image: ]Premier Inn's organisational culture, which prioritises diversity, inclusivity, and a positive work environment, greatly influences staff retention. The brand's dedication to these principles has played a vital role in upholding staff morale and loyalty, especially. during times of uncertainty (López-Andreu, Papadopolous and Jamalian, 2019).


External Factors Influencing Strategies
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Description automatically generated]Premier Inn's recruitment and rPapadopolous ands are significantly influenced by the external environment, as reported by Irish News (website, 2Papadopolous and PLC, 2022). Economic factors, such as the UK's recovery from the pandemic and Brexit, impact labour supply and operational expenses. Premier Inn must strategically manage staffing decisions to navigate the current economic conditions, ensuring a balance between cost-effectiveness and upholding exceptional service standards.
Technological advancements are altering roles in the hospitality sector. Premier Inn has integrated technology into different areas of its operations, necessitating a flexible and technologically proficient workforce (Sakdiyakorn, Golubovskaya, & Solnet, 2021). 
Premier Inn's approach has been influenced by social and cultural trends, such as changing workforce demographics and expectations. According to Bauer et al. (2023), the gig economy's growth and the growing demand for flexible work arrangements have influenced employee expectations. Premier Inn (2023) has responded by investigating flexible work arrangements and enhancing the attractiveness of its positions to a wider pool of applicants.
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Navigating the Complex Recruitment and Retention Landscape
Premier Inn should ensure that its recruitment and retention strategies are adaptable and responsive to the evolving hospitality industry. The multifaceted approach needed to address the challenges of COVID-19, Brexit, and the hotel sector is crucial. Premier Inn can enhance recruitment through technology, establish a strong employer brand, prioritise employee engagement and development, and adapt to external factors. Attracting and retaining a skilled workforce is essential for sustained success and growth in the competitive hospitality industry.



PESTLE Analysis 
Political Factors
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Description automatically generated] The United Kingdome’s political landscape, particularly in the post-Brexit era, has significant implications for Premier Inn. According to Boella, and Goss-Turner (2019) changes in immigration laws have affected the availability of EU labour, a crucial workforce segment in the field of hospitality. Additionally, when going trough Aharon, et al. (2021) study, it is highlighted that the government policies related to COVID-19, including lockdowns and travel restrictions, have had a direct effect on operational capacities and demand within the hotel sector.
Economic Factors
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Description automatically generated]Economic conditions are crucial for the hotel industry. The 2020 pandemic caused an economic downturn, leading to reduced spending on travel and hospitality. (Aharon et al., (2021). However, as recovery ensues, there's potential for a rebound in domestic tourism, which could benefit Premier Inn. According to Dwyer, Forsyth, and Dwyer (2020) inflation and fluctuating exchange rates also influence operational costs and international travel patterns, affecting profitability and market strategies.
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Social trends significantly influence Premier Inn's operations. According to Purcarea, et al. (2022) conclude that changing consumer preferences, such as an increased demand for sustainable and health-conscious travel options, require adaptation in services and offerings. According to Lazar, Osoian, and Ratiu (2010) The growing importance of work-life balance and flexible working arrangements also impacts employee expectations and retention strategies.
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Technological advancements present both challenges and opportunities for Premier Inn according to Giousmpasoglou, and Hua (2020). The rise of online booking platforms and travel apps has changed how consumers plan and book their stays, necessitating a strong online presence and digital marketing strategy (Halkiopoulos and Papadopoulos, 2022). Additionally, the integration of technology in hotel operations, like contactless check-ins and digital concierge services, enhances guest experience but also requires investment in new technologies and staff training (Sakdiyakorn, Golubovskaya and Solnet, 2021).
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According to the TSS Website (2013), Premier Inn must consider employment laws, health and safety regulations, and data protection laws. According to Jarota, (2023) compliance with these regulations, especially in areas like employee rights and guest privacy, is essential to maintain a reputable and trustworthy brand image.

Environmental Factors
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Description automatically generated]Environmental sustainability is increasingly important in the hospitality industry. Premier Inn must consider its environmental impact, focusing on energy efficiency, waste reduction, and sustainable sourcing. This not only aligns with regulatory requirements but also meets the growing consumer demand for environmentally responsible businesses (Foskett, et al., 2021).


SWOT Analysis for Premier Inn: Recruitment and Retention Focus
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· Strong Employer Brand: Premier Inn is known for its commitment to employee welfare and development, making it an attractive employer in the hospitality industry (XIA, 2022).
· Comprehensive Training Programs: The company offers extensive training and development opportunities, aiding in skill enhancement and career progression for employees (Rogers and Wynn-Moylan, 2022).
· Positive Work Culture: A focus on diversity, inclusivity, and a supportive work environment contributes to higher employee satisfaction and retention rates (Rogers and Wynn-Moylan, 2022).

Weaknesses 
· [image: A purple and white rectangular sign with a white letter and a thumbs down

Description automatically generated]Workforce Management Post-Brexit:According to Boella, and Goss-Turner (2019) The changes in labor laws post-Brexit have posed challenges in maintaining a stable and diverse workforce, especially for roles traditionally filled by EU nationals.
· Impact of COVID-19 on Staffing: The pandemic led to furloughs and layoffs, potentially affecting long-term employee loyalty and trust (Huffman, et al. 2022).
· Limited Flexibility in Work Arrangements: Compared to other sectors, the hospitality industry, including Premier Inn, often offers less flexibility in work schedules, which might affect recruitment and retention, especially among younger demographics (Schneider and Treisch, 2019).

Opportunities
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Description automatically generated]Leveraging Technology in Recruitment: Adopting advanced digital tools for recruitment can streamline the hiring process and attract a tech-savvy workforce (Sakdiyakorn, Golubovskaya and Solnet, 2021).
· Focus on Employee Well-being Programs: Enhancing employee well-being initiatives, especially in the post-pandemic era, can improve retention and attract new talent (Bas and Sivaprasad, 2022).
· Partnerships with Educational Institutions:According to Ainslie, and Huffman (2019) Collaborating with hospitality schools and universities can provide a steady pipeline of trained candidates and offer internships and career opportunities to students.


Threats 
· [image: A screen shot of a blue and white screen

Description automatically generated]High Industry Turnover Rates: The hospitality sector, including hotel chains like Premier Inn, traditionally experiences high employee turnover, which can lead to increased recruitment and training costs (López-Andreu, Papadopolous and Jamalian, 2019).
· Rising Competition for Talent: With the recovery of the hospitality industry post-COVID, the competition for skilled talent has intensified (Lai and Cai, 2023).
· Changing Employee Expectations: Evolving expectations regarding work-life balance, career development, and workplace flexibility pose challenges in retaining a modern workforce (Sánchez-Hernández, et al., 2019)
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This assessment presents a comprehensive overview of recruitment and retention challenges faced by Premier Inn, as highlighted by SWOT and PESTLE analyses. The key findings demonstrate that while Premier Inn has several strengths, including a strong employer brand and positive work culture, it also faces challenges, particularly in the wake of Brexit and the COVID pandemic. These challenges include managing a diverse workforce post-Brexit, adapting to the changing expectations of the workforce, and navigating the competitive landscape for talent acquisition.
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Enhance Flexibility in Work Arrangements
Premier Inn should consider providing increased flexibility in work arrangements to meet the evolving expectations of the workforce, especially among younger employees. This may involve part-time employment, flexible scheduling, and remote work when applicable (Schneider & Treisch, 2019).
Strengthen Digital Recruitment Strategies
Premier Inn should enhance its digital recruitment strategies to effectively compete for talent and appeal to a technologically proficient workforce. This may include utilising social media, improving the company's career website, and employing AI-powered recruitment tools to streamline the hiring process (Sakdiyakorn, Golubovskaya, & Solnet, 2021).

Expand Employee Well-being Programs 
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Description automatically generated]In the wake of the pandemic, there has been a greater focus on the well-being of employees. To improve employee satisfaction and retention rates, it is suggested that Premier Inn should further develop its efforts in areas like mental health support, wellness programs, and strengthened health and safety protocols. (Mohanty, et al.).
Develop Partnerships with Educational Institutions
Premier Inn should establish collaborations with academic institutions, such as hospitality schools and universities, as it did with Derwen and Hereward College – supporting those with disabilities into paid employment – to secure a consistent supply of proficient personnel. These collaborations can support internships, training programmes, and direct recruitment channels for graduates (Ainslie & Huffman, 2019).
Foster an Inclusive and Diverse Work Environment
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Description automatically generated]Premier Inn should enhance efforts to promote inclusivity and diversity to address workforce management challenges following Brexit. The strategies mentioned are focused recruitment efforts, diversity training programmes, and initiatives to facilitate the integration of international employees (Gould, et al., 2020).
Invest in Ongoing Training and Career Development
To optimise retention, Premier Inn should persist in investing in extensive training and career development initiatives. These programmes enhance service quality and support employee career advancement, resulting in increased job satisfaction and loyalty (Rogers & Wynn-Moylan, 2022).
Respond Proactively to Economic and Political Changes
Premier Inn should stay attentive and adaptable to the wider economic and political environment, which includes the ongoing effects of Brexit and potential future pandemics. [image: A person smiling at a table

Description automatically generated]This pertains to adaptable business strategies that can accommodate fluctuations in market conditions and regulatory landscapes. Lemaire (2020). 
By following these suggestions, Premier Inn can enhance its status as a prominent employer in the hospitality sector, capable of attracting and retaining a proficient and committed workforce. These strategies will address current challenges and position the company for sustainable growth and success in the evolving hospitality landscape.
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