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This proposal will highlight the current challenges that affect employee retention on Premiere in hotel. Employee retention in the hospitality industry is challenging (Xuecheng et al., 2022). Retention strategies include career advancement, improved benefits, a healthy workplace, and work-life balance. Businesses must acquire and retain excellent talent in order to remain competitive. Administrative, training, and recruitment expenses are common in high-turnover organisations(Martin et al., 2006). Because of the costs of recruiting, selecting, and training new workers, retaining employees may save a company money. Premier Inn is the largest U.K. hotel brand. The chain has around 800 hotels.  Premier Inn focuses on airports, suburbs, and uptown regions to provide service. The hotel's structural designs and processes have evolved to accommodate customer expectations making it a successful business and a household name in the UK.  Better service delivery has matched client and employee demands, making the brand the biggest in the U.K (Premier Inn, 2020). Hotel specifics demonstrate improved consumer satisfaction and decreased staff turnover. However, since the advent of COVID most hospitality businesses including Premier Inn have received a hit to business and employee retention rates(Abdou et al., 2022).. The term "retention" refers to a firm's efforts to maintain its current staff members and attract new ones by providing a positive work environment and adaptable rules and practises. The act of keeping workers is known as employee retention, workers, or doing everything it takes to keep them around for as long as feasible (Ghani et al). The primary goal of this proposal is to investigate the challenges that the hotel industry faces in terms of staff retention and how this may apply to Premier Inn Hotel. This article looks at how this company will be able to enthuse its employees and keep them on board for a long time. The major factors influencing employee retention, as well as recommendations for increasing retention through the exploration of various motivational concepts will be discussed in the essay. 
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When it comes to employee retention, there are several aspects to consider. Factors vary from socio-political to organisational culture. Human resources (HR) operations in the hotel industry may benefit substantially from an emphasis on environmental and social initiatives, especially those geared at retaining current workers (Burlea-Schiopoiu et al., 2022). The hotel industry may better react to its employees' requirements in the workplace by adopting sustainable HR practises, which encourages people to take pleasure in their profession and stay with the firm for a longer amount of time(Salem et al., 2022).
The business environment encompasses both internal and external aspects that influence how a firm operates on a daily basis. Regional concerns are influenced by population, culture, and government constraints in the United Kingdom. Cultural views, politics, and management styles in organisations are all involved (Ghani et al,. 2022).
HR operation involve employee engagement which is critical to employee retention. An employee goes through six phases when they interact with their company. At work, there are six different stages: attraction, recruitment, onboarding, development, retention, and separation(“The Employee Life Cycle,” 2021). Employers and the HR team should try to ensure that employees move smoothly from one level to the next. A dedicated orientation day seems to be an efficient method of onboarding new employees. Improving all stages of the employee cycle, such as attraction, hiring qualified personnel, offering growth opportunities, and ensuring departing employees are satisfied, will all contribute to higher employee retention rates(Kang et al., 2019).
Professional development possibilities influence the quality of employer-employee interactions, which in turn influences employee retention throughout the lifecycle. The capacity to develop professionally and personally is the most important reason for an employee to remain with a firm in the long run. Professional growth needs both monetary and promotional chances(Shuck & Herd, 2012). This had a significant influence on the employee's decision to remain with the organisation.
Several studies have been undertaken to investigate the impact of wages on employee retention. One of the primary motivators for employees to stay with a company is their satisfaction with their pay. It was determined that financial incentives did not motivate employees to remain with a firm over time. However, financial incentives play a big part in determining whether or not an employee stays with a firm in the long run(Ampadu Bimpong et al., 2020).
Maintaining a solid work-life balance is becoming more important in employees staying with the same firm for a lengthy period of time. As a result, many employees are able to manage their personal and professional duties by using the flexible work schedules that many organisations now provide. Employees are more likely to remain with a firm if it provides employment that allows them to balance their professional and personal life(Steinmetz et al., 2014).
Many organisations also recognise that the leadership style of a company's workers is intimately related to their retention(Tian et al., 2020). A worker's connection with their supervisor is intimately related to how they feel about their company. A leader's ability to serve as a mentor is a significant factor in determining whether or not an employee will continue with the organisation. Management practises and leadership styles may have a significant influence(E Sobaih et al., 2020).
A pleasant working atmosphere is critical for employee retention. To keep employees, the working atmosphere must be friendly and engaging. A pleasant and enjoyable atmosphere is also vital in developing a productive workplace. A positive work environment requires positive ties with co-workers and other social contacts. Employees that have strong working relationships with their co-workers are more likely to stay with the company. The connection between managers and workers is equally significant in terms of long-term employee retention(Tullar et al., 2016). Premier Inn could utilise work on these factors to retain their employees.
There are factors that lay outside organisational control also such as Brexit. Brexit is thought to have a big affect on hospitality and retention of workers. According to literature, a quarter of the sector's 3 million workers are EU nationals. London has 38%. Overseas workers occupy 43% of low-level, non-managerial hotel and restaurant positions. Due limitations on EU worker migration post-Brexit, the there is a huge deficit of employees per year as many have returned home, this trend will also continue over the next several years(Rea Rizzo, 2020). 
Covid also caused many layoffs and company closures in the sector. In April, 80% of hospitality businesses temporarily suspended operations, and 1.4 million workers were furloughed. It been difficult to get the numbers back up and replenish the number of lost workers.
Furthermore, ever since COVID inflation and cost of living has reached new peaks for the UK. According to research 52% of hospitality workers want a wage raise. A rise in costs has been detrimental to the hotel industry. Compensation to staff increases need price inflation to maintain profits, creating a vicious cycle of inflation that affects everyone. Inflation limits consumer leeway decreasing their spending on leisure. Generally speaking, it is not practical to pass on increases in labour costs to customers in markets where financial pressure and inflation have diminished demand. Therefore, managing the effects of inflation is very hard as trying to keep employees happy with wage rises makes staying afloat harder(“COVID-19,” n.d.). 
A solution via the government is scheme called Kickstart programme offers businesses the option of hiring people aged 16 to 24 who are receiving Universal Credit at no cost to the business. The government has allocated £2 billion to the Kickstart initiative as part of its plan for economic recovery; this money will pay for young people to work for a total of 25 hours per week for a period of six months at the prevailing minimum wage. After finishing their Kickstart Scheme sponsored job, young people will have access to further funding to assist them gain experience and transition into sustainable work(“Kickstart Scheme,” 2021.). In the hospitality industry, for example, the Kickstart program's goal of creating new positions for young people might help to fill a significant shortfall. Premier Inn could utilise this scheme to hire more young people and manage staff levels.
SWOT and PESTEL analysis will also be useful to employee retention as external factors impact internal workings. 
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Strengths of Premier Inn is that it offers different deals to customers with online booking. Its highly advertised, Its been recognised as hotel of the year. Strong reputation in UK hotel Market. All these work at attracting lots of customers and making employees want to work their more due to it being reputable.
Weaknesses include that premier inn is mainly a UK brand, thus global presence is weak; little profit margin due to intense brand competition.
Opportunities include that the hotel has huge scope to invest digitally. Customer service improves brand image. International growth is likely.
AirBnb and hostels are threats. Covid has caused price inflation. Furthermore, Brexit's has reduced its potential labour market.
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Changes in laws, taxes, government policy, and the political and cultural climate may altered Premier Inn's strategy and decision-making. These adjustments could be good or bad for premier inn's business. Premier Inn's PESTLE analysis assesses its macroenvironment and tactics in a dynamic, competitive environment.
Premier Inn's politics Government restrictions can change quickly, affecting hotel management's business decisions. UK-based Premier Inn. UK tourist visas are tough to obtain. Flexibility would have enhanced hotel occupancy. The UK, Ireland, Germany, UAE, and Qatar have Premier Inns. These countries have stable governments, although their legal systems and hotel business legislation vary. PESTEL includes economics for Premier Inn. Utility costs, labour costs, building leases, and business rates affect hotel finances. Rising UK utility bills will harm hotels. High labour costs in UK, Ireland, and Germany. Premier Inn would have profited from decreased labour and property rentals in emerging countries. Hotel health matters. Britain and Germany suffered from lockdowns. London's Premier Inns were affected. Its expected that favourable indicators for hoteliers in the future. Inflation affects Premier Inn and other hotels. Price increases should help Premier Inn keep up with inflation, but they may hurt sales because vacations aren't needs. Most people would choose food over vacations in this case. Consumer wants, expectations, and services are social variables at Premier Inn. Hotel visitors' expectations have risen. Their enjoyment depends on hotel amenities, food quality, and image. Important is cleanliness. Premier Inn budget-friendly. It's for deal-hunters. Its stated customers love the hotel's low prices, free tea and coffee, and free wi-fi. UK hotels are understaffed. Low pay, long hours, and few career opportunities discourage hotel workers. Premier Inn's housekeeping, reception, and kitchen are understaffed. Premier Inn's PESTEL analyses its technology. Premier Inn uses technology to save money and improve service. Trustworthy digital key system. Popular booking app. Premier Inn utilises location technology. The good use of technology means staff are able to manage the hotel better. Technology upgrades and creation however are costly. Premier Inn's environmental implications include carbon emissions, waste, and traffic. It pledged to reduce carbon emissions by 2025 (Premiere Inn, 2022). Premier Inn's legal environment is the final PESTEL component. Premier Inn must follow town planning, building, health and safety, minimum wage, and other requirements. 
Conducting a swot and pestel analysis has allowed identification of improvements to the wider and macroenvironment of Premier Inn. Addressing weaknesses will subsequently improve the hotel and thus employee satisfaction and retention.
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There are numerous known contributors to employee turnover. It is notable that HR techniques are being used to enhance the employee experience across the lifecycle. Improve retention by making a great work environment and culture a given. Despite Premier Inn's clear success, the hotel nevertheless faces challenges in retaining its staff due to a variety of external circumstances. The most promising strategies for increasing retention under the current conditions involve minimising the effects of inflation and COVID. One such method of accomplishing this is by maintaining a salary increase schedule that keeps pace with inflation. Using government programmes like Kickstart could also aid in the cost-effective recruitment of younger workers.
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