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Abstract
In the context of employee turnover issues and retention challenges in the hospitality sector, it becomes imperative to understand the factors on both the ends of the string. That is to say, the project report has been focused on the perspectives of the organizations which are associate with the hospitality sector, as well as from the lens of the staff and employees engaged within that sector. It has been long noted that the huge turnover rates are often attributed to employees seeking better opportunities where the recruiters have opportunities with better wages, flexible and less intense work hours allowing them more decent work-balance life. The management also needs to develop a retention strategy to ensure that employees’ concerns and issues are addressed which will lead to better work satisfaction. Thus, the research has been introduced with a short context and previous reviews made on retention of staffs and employees within hospitality organisations and determination of appropriate methods needed to be applied for collecting data for the research. Based on the data collected, discussion and analysis of the case adhered within the placement organisation Holiday Inn has been significantly assessed. A thematic analysis has been provided for the study exploring the various challenges and issues faced by both the organization and the staff which collectively add to the turnover rates in the industry. Using a relevant case from the UK hospitality sector including the Holiday Inn, the project has delved into these key highlights. Using appropriate methods for the case study analysis and surfing through the advantages and disadvantages of the chosen methods, the report will delve into the key aspects of hospitality management and staffing.     
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[bookmark: _Toc167930336]Introduction
Context background
In recent times it has been noted that on a global scale the hospitality sector is losing out on employees due to huge turnover rates (Dwesini, 2019). Often skilled staff leave their jobs in search of better opportunities, leaving the industry on the hands of the newly recruits who lack proper skills and mannerisms associated with the industry. This has led to major concern among the management. In this context Holiday Inn, UK has been analysed. The Holiday Inn hotels are owned by IHG hotels and resorts originally based in Georgia and famous for their extensive network of hotels and resorts throughout the world. Currently the business is active over 1100 locations across the globe within the tourism and hospitality sector (IHG Plc). 
Aims and Objectives
The aim of the research is to analyse significant challenges being faced in Uk hospitality and hotel sector in terms of employee recruitment and retention strategies and how it affects hotel chain Holiday Inn in the UK. 
The objectives of the research are as follows:-
1. To identify the key shortages of qualified and skilled staffs in key positions of UK hotel industry
2. To explore turnover rates of staffs at UK hotel and hospitality industry for hotel Holiday Inn 
3. To analyse how fluctuations in demands of skilled labour recruitment affects employee retention rate in UK hotels like Holiday Inn
4. To evaluate low wages and long working hours as a major challenge for HR managers of Holiday Inn hotels in UK hotel and hospitality industry. 
[bookmark: _Toc167930337]Literature Review
Identifying the key shortages of qualified and skilled staffs in key positions of UK hotel industry
According to Ndiuini. and Baum, (2021) it has been found that there had been significant shortages in the qualified and skilled staffs within the hospitality sector. It occurs when there is a gap to fulfil the roles which are being available. Low wages had been one of the significant reasons which had led to the loss of qualified staffs in the hospitality sector. It is due to the sense of dissatisfaction among them which drives them to resign from key positions in the organization. It thereby creates a vacancy and lack of entrance to the labour market had resulted into a shortage of the staffs within the organization. Ushakov, et al., (2020) opined that the inability to fulfil the required responsibility had resulted to significant challenges in recruit the staffs. The lack of proper job security would also result in shortage of such qualified staffs in the hotel sector. It had thereby resulted into lower productivity of the staffs and their inability to meet the growing demands of the customers which had compelled them to resign from their posts (Tran and Kelley, 2024. The low pay as well as long hours of work often led to lack of balance in their work and life (Fernández-Reino et al., 2020). The poor training facilities would also bring forth increased dropouts owing to the lack of opportunities of the staffs within the hospitality sector. 
Exploring turnover rates of staffs at UK hotel and hospitality industry for hotel Holiday Inn 
According to Michael and Fotiadis, (2022), there had been significant rise in the turnover rates of the staffs in UK hotels and the hospitality industry. However, it has been estimated that there has been about 70-80% turnover of the employees in the hotel industry. Turnover lower than 15% had been considered as a good staff turnover. Excessive stress at work had been one of the significant reasons which had brought about greater turnover rates of the employees in the hospitality industry. There had been increased risks of the employees who are found to leave their jobs midway as they are found to be thoroughly dissatisfied. It thereby greatly affected the financial status of the hotel industry to a larger extent (Nazarian, et al., 2022). It is due to seasonality that the employees who are being hired are let go when the season is low again. Further lack of job growth also increases the turnover rates of the staffs within the workplace. According to Yan, et al., (2021) Ineffective communication also results into poor relationships among the staffs that would increase the turnover rates of the staffs. Employee turnovers had also resulted from lack of equal pay, promotions and non-transparency which makes it unfair for the individuals.  Inadequate management of the staffs thereby brings upon greater turnover rates of the employees. Lack of career development had resulted into increasing turnover of the employees in the workplace. 
Analysing how fluctuations in demands of skilled labour recruitment affects employee retention rate in Uk hotels like Holiday Inn
According Papadopoulos, et al., (2021) there had been fluctuations in the demands of skilled labour recruitment. With the increasing technological advancements there were greater demands for the skilled employees within the workplace who would be able to handle the technical aspects within the workplace. The changing needs and the preferences of the customers had brought about greater needs to engage skilled workforce to improve the profitability of the workplace (Chung, 2020). The rapid technological change like robotics as well as implementation of artificial intelligence had brought about changing demands in the recruitment of skilled labour within the workplace. The skills gaps and the shortages of the employees had brought about increasing challenges for the individuals in the organization. The employee retention rate had decreased due to unsuitability for the role. The lack of compensation and the required benefits had posed significant difficulties and fluctuations of the employees as skilled workforce (Agarwal, et al., 2024). Lack of organizational culture thereby lowers the rate of retention of the employees in the UK hotels. With the consequent growth in the economy there had been inadequate number of employees who are quite competent with the relevant skills so as to suit the job roles in the workplace. 
Evaluating low wages and long working hours as a major challenge for HR managers of Holiday Inn hotels in Uk hotel and hospitality industry. 
According to Cole, et al., (2024) with the rising workload there has been the need to work for long hours which had resulted into increasing dissatisfaction among the employees. The low wages in return of the long working hours had resulted into increasing turnover of the employees in the UK hotels. The HR managers had been thereby facing increasing challenging circumstances to cater to the needs of the employees and thereby provide them with the opportunities that would be crucial for their growth and development. The lack of benefits and promotions of the staffs in the workplace results into greater resentment among them which directs them to search for newer opportunities so as to excel in life (Papadopoulos, et al., 2021). Thereby the managers are at an increasing risk of losing well competent and suitable employees for the post. According to Filimonau and Magklaropoulou, (2020) the growing anxiety and pressure that aggravates among the employees due to low wages brings forth lower retention of the staffs within the workplace. The lack of rest provided to the employees hampers their overall productivity due to which it becomes a major challenge for the HR to manage the different responsibilities effectively. The employees thereby become highly demotivated to engage into the working processes that would result into ineffective services and lack of proper standards of working within the UK hotels. 
[bookmark: _Toc167930338]Methods:
The methodology has developed carefully by considering the key objectives of the research. In this case, the research methodology has been formed in a systematic and structured manner by using academic sources in the research. All the methods of the research have been chosen very carefully to reach towards the reliable research outcome. 
[bookmark: _Hlk166854814] The interpretivism philosophy has been followed within this research which has been valuable choice in this case for having the subjective meanings on the topic and to interpret the research phenomena clearly. With the help of interpretivism philosophy flexibility of research has been followed (Pandey, 2021). 
[bookmark: _Hlk158737026]In addition, the descriptive design has been employed which has provided a comprehensive understanding on the phenomena. This has been the suitable choice for providing a detailed and appropriate information on the subject (Kirongo, 2020). Also, the descriptive research design gives a structured approach to the research execution methods. 
[bookmark: _Hlk158737129]The research approach is selected based on the key objectives which provides a better direction to the research. In this case, the researcher has chosen the inductive research approach which has enabled in making a proper and more effective plan for research execution. the indictive research approach has helped in getting deeper knowledge by generating new theories and concepts on the subject (Mulisa, 2022). Other than that, indictive approach has supported in addressing the objectives in a logical manner.
[bookmark: _Hlk159256587] As per the research strategy, the qualitative one will be chosen in this project. through the use of the qualitative one a deeper insightful data has been generated within this project. this has helped in gaining detailed understanding on the subject. This has produced theoretical insights on the subject which has been expressed through words and theories (Allan, 2020). This has enabled in getting contextual data on the subject and interpreting the behaviour of the research topic. 
The data collection method has enabled in getting valuable data and information on the topic. here, both primary and secondary data collection method has ben used. In this case for primary qualitative data, the company reports, CSR reports and annual reports of the chosen organization has been selected and analysed for understanding the challenges in recruiting and retention of skilled staffs in hotel hospitality sector (Holmes, 2020). On the other hand, in case of qualitative secondary data the researcher will be using the relevant and genuine articles and journals. All these chosen secondary data will be analysed carefully to address the research objectives and answering the questions successfully. 
The entire project has been designed by following the necessary ethical guidelines. All the data has been chosen and used form the reliable and authentic sources. only latest information has been used in this case for maintaining the relevancy of research. The collected data and information have been stored very securely and with confidentiality. The quality of data has been maintained through this research by only getting valuable information and data on the subject from the reliable sources. 

[bookmark: _Toc167930339]Case Study Discussion 
[bookmark: _Toc167930340]Turnover of Holiday Inn
The Holiday Inn is a prominent player in the hotel and the hospitality industry. As per the report of British Hospitality Association, the average turnover rate in the UK hospitality sector is 30% annually which is significantly higher than the national average of 15% and for Holiday Inn this translates to substantial recruitment and training costs and also the disruptions in the service delivery. The company’s revenue rose 2.6% in the first three months of 2024 as compared to the same period in last year (Lodge, et al., (2022). There was a significant 8.9% jump in its Europe business. Furthermore the company also posted 23% jump in its operating profits in the back of strong travel in the UK. As said by Youssef (2022) the company also expects the occupancy rates to turn to 96% of the 2019 levels in 2023 and expect it to fully recover by 2025. As per the CEO of the hotel chain, the travel demand is very healthy and with RevPAR improving on year on year basis across all the markets and it is exceeding the 2019 levels for the past 4 consecutive quarters as well. However the turnover rates are also exacerbated by the reputation of industry’s long working hours and also the physically demanding nature of many of the roles. Furthermore the dependence of the hotel chain in part time and temporary staff especially during the peak tourist seasons, also contribute to the instability in the workforce. There have been efforts to mitigate the issues at Holiday Inn which includes implementing of robust training programs and also offering clearer career advancement pathways in order to retain talent. Furthermore the chain has also been exploring competitive compensation packages and also improving of the working conditions in order to enhance employee satisfaction and loyalty. However these measures face the limitations due to the inherent characteristics of the hospitality industry such as fluctuating demand and the tight profit margins as well (Dev, (2024).
[bookmark: _Toc167930341]Staffing 
Staffing in Holiday Inn is a critical component of the operations of the hotel which ensures delivery of consistent and high quality guest experiences. The staffing strategy also encompasses various roles from the frontline employees to management each contributing to the overall functionality and reputation of the brand as well. The hotel chain employs a diverse workforce, which includes receptionists, housekeepers, food and beverage staff, maintenance workers and managerial positions as well. The recruitment focuses on the candidates who exhibit strong customer service skills, reliability and also have the ability to work long hours as well. According to Hay (2023) with more than 6500 hotels all over the world, the hotel chain has more than 340,000 employees working in its favour and 96% of them are employed in UK itself as most of its hotels are in UK itself. 
Training at Holiday Inn is a significant aspect for its staffing approach and new employees undergo comprehensive induction programs which is designed to familiarise them with the brand’s standards, operational procedures and also customer service expectations. Ongoing training and development opportunities are provided in order to enhance the skills, promote career advancement and also boost employee morale as well (Aroul, (2023). These programs are also crucial for retaining talent in the industry which is known for its high turnover rates. The hotel industry in the UK is grappling with the shortage of qualified personnel, particularly in the specialised roles such as the chefs and experienced managers. Furthermore the reputation of the industry for the long working hours and the relatively low wages can also deter the potential candidates which complicates the recruitment efforts. Offering of competitive wages, benefits and flexible working hours, the company also focuses on creating a positive work environment by recognizing the importance of employee satisfaction in recruitment and satisfaction (Kleeman, (2020). 
[bookmark: _Toc167930342]Number of branches and locations
Holiday Inn is a well-recognized hotel brand within the Intercontinental Hotels group (IHG) and it boasts a significant presence in the UK, with numerous branches which are strategically located in order to cater to the business and leisure travellers. The company operates over 120 hotels in the UK and offering a wide range of services and amenities which are tailored to the diverse customer needs. 
The distribution of the Holiday Inn hotels spans across major cities, key business hubs, and also popular tourist destinations. In London alone there are 30 branches of the hotel which are strategically situated near the airports, railway stations and iconic landmarks such as the Tower of London and the British Museum. This extensive network also ensures convenient access for the customers for the domestic and international guests and reinforcing the Holiday Inn’s reputation for providing of reliable and accessible accommodation options. Outside of London, the company also operates in major cities such as Manchester, Birmingham, and Edinburgh. In addition Ahlawat (2023) also said that the urban centres the company has also extended into the regional areas and the tourist hotspots. Locations such as the York, Bath, and the Lake District benefit from the presence of Holiday Inn which provides comfortable and convenient lodging for the tourists exploring the historic and scenic destinations. The strategic placement also allows the Holiday Inn to capture a broad customer base from the business travellers to the families on vacation as well (Zhu, (2020).
The comprehensive network of the Holiday Inn’s across the UK is a testament to the commitment of the brand to accessibility and convenience. Each branch is designed to uphold the high standards of service and the comfort of Holiday Inn which it is known globally. With the widespread availability it ensures that the guests can also consistently rely on Holiday Inn for their accommodation needs regardless of the destination within the UK (Peiyang, et al., (2023).
[image: ]
(Fig: Locations of Holiday Inn in UK, Source: rentechdigital, 2022)
[bookmark: _Toc167930343]SWOT analysis
[image: What makes Premier Inn the world's strongest hotel chain?]
(Fig: Strongest Hotel chains in UK, Source: Econsultancy, 2022)
[image: ]
(Fig: Rise in Vacancies in Hospitality Industry, Source: BBC, (2022)
Strengths- Holiday Inn is a well -established brand within the Inter-Continental Hotels Group which is known for its consistent quality and the reliable service. The strong brand equity also attracts a steady flow of guests both domestically and internationally. 
With more than 120 locations in the country, the hotel brand has a widespread presence which ensures accessibility for its diverse customer base which includes business travellers and tourists. The inn also offers wide range of facilities such as meeting rooms, fitness centres, on-site dining place and also catering to the varied needs of the guests (Hultman, et al., (2021).
The IHG group Rewards Club Incentivizes repeat business and enhances customer loyalty, providing benefits to encourage guests to choose Holiday Inn over the competitors. 
Weaknesses- the hotel is facing significant challenges with high employee turnover which will then impact service quality and also increase recruitment and training costs as well. As opined by Dikkaya, & Rzali (2021) with the industry wide shortage of qualified personnel, particularly in the key operational areas, this hampers the ability of the hotel to maintain consistent service standards. 
The hospitality sector has a reputation for demanding working conditions and the relatively low pay can also deter the potential employees, which will exacerbating staffing issues as well. The variability in demand due to the seasonal changes can also lead to periods of overstaffing or understaffing which complicates the workforce management and operational efficiency (George, (2021).  
Opportunities- Investing in comprehensive training and development programs can help in reducing the turnover, improve service quality and also build a skilled workforce. Implementation of advanced technologies such as the automated check-in systems and mobile apps for the guest services can help in enhancing efficiency and guest satisfaction. 
According to Chon, & Schuckert (2020) adoption of environment friendly practices in order to attract the eco-conscious travellers and also aligning the brand with global sustainability levels. Targeting of the emerging trends and the wellness tourism for the remote work travellers can help in diversifying the revenue streams and also reduce dependence on seasonal demand. 
Threats- Economic fluctuations can reduce customer spending which in turn impact occupancy rates and revenue. The hospitality industry is highly competitive with having numerous alternative accommodations such as Airbnb, boutique hotels and more, which will attract potential Holiday Inn guests. 
The changes in the labour laws or the immigration policies can impact on staffing availability and operational costs as well. With the ongoing impact on global health crises such as the pandemic pose risks to travel demand and operational stability (Ransley, (2022).
[bookmark: _Toc167930344]PEST Analysis 
[image: Report: The Rise of Staycations - UK Travel in 2020/21]
(Fig: Rise of Staycations in the UK, Source: Schofields, (2022)
Political factors- the UK hospitality industry is often subject to stringent regulations regarding, health and safety, food and hygiene and employment practices as well. Compliance with the regulations is crucial for the Holiday inn in order to maintain operational standards and also avoid legal penalties as well. With the departure of UK from the EU has led to certain uncertainties in various sectors such as the hospitality. The changes in the immigration policies have also resulted in labour shortages as fewer EU nationals are available to work in the UK. This also exacerbates the staffing challenge for the Holiday Inn particularly in the roles of traditionally filled by EU workers (Quadri-Felitti, et al., (2022).
Economic factors- the economy performance of UK significantly influences the hospitality sector. Economic downturns can led to reduction of disposable incomes and also impact consumer spending on travel and accommodation. As opined by Janibekova (2021) on the other hand economic growth boosts travel and tourism benefitting Holiday Inn. There has also been rising labour costs due to increased cost of living and the potential changes in the labour laws impacts the operational expenses. It is important for Holiday Inn to balance the wage increase with maintaining profitability while also addressing high turnover rates and staff shortages. Furthermore, the hotel industry is highly seasonal with peak periods during holidays and major events. This seasonality affects the revenue streams and the staffing requirements which also necessitates flexible workforce management strategies in order to optimize cost and the service levels (Seo, et al., (2021).
Socio-economic factors- the modern travellers increasingly prioritizing experiences, sustainability, and wellness. Holiday Inn needs to adapt by offering of eco-friendly practices, wellness amenities and also personalised services for meeting and evolving guest expectations. As said by Rafahat (2020) with the aging population and growing millennial and Gen Z population influence the type of service and the amenities required. The demographic groups have different requirements with the younger generation seeking tech savvy, convenient and affordable staying options. The reputation of the hospitality sector of long working hours and the low wages impact on the attractiveness as an employer. Therefore, the need for improving working conditions, offering competitive wages and also promoting work-life balance can help the Holiday Inn to attract and also retain staff. 
Technological factors- Advances in the technology such as mobile check-ins, online booking platforms and the customer relationship management systems help in enhancing operational efficiency and the guest satisfaction. Holiday Inn is a must invest in these technologies in order to stay competitive and meet the guest expectations (Daskalaki, (2020).
[bookmark: _Toc167930345]Competitor Analysis (Price vs. Quality)
Premier Inn- Premier Inn is known for its competitive pricing and often undercuts Holiday Inn especially in the budget conscious section. The inn also offers various deals and discounts making it an attractive budget friendly option for travellers. The premier Inn is also known for maintaining its quality, offering clean and comfortable rooms with the essential amenities. However, the brand lacks comprehensive facilities which the Holiday Inn provides such as full-service restaurants and extensive conference facilities. 
Travelodge- Travelodge is positioned as a low cost competitor often providing the cheapest rates of hotel in the UK. As per Page, & Connell (2020) the company aggressively targets the budget segment and making it a preferred choice for the cost sensitive consumers. The Travelodge offers basic and no-frills accommodation, it tends to lag behind Holiday Inn in terms of room quality and additional services. Guests often find fewer amenities in Travelodge and less luxurious experience as compared to Holiday Inn. 
Position of Holiday Inn
Holiday Inn occupies a balanced position between affordability and quality. It offers competitive pricing, often positioned between the budget chains such as Premier Inn and Travelodge and also from more upscale options such as Novotel and Hilton. The Holiday Inn emphasizes on reliable and comfortable experience with the range of amenities such as on-site dining, meeting facilities, fitness centres and more. The positioning makes it a versatile choice for the wide range of travellers from the budget conscious families to business professionals seeking value without compromising on essential comforts (Kulakhmetova, et al., (2022). By maintaining of the balance, the Holiday Inn also affectively appeals to a broader customer base by leveraging its strong brand reputation and extensive network across the UK. 
[bookmark: _Toc167930346]Theme Exploration 
Shortage in qualified and skilled staffs in the UK hotel sectors
A recent report by Kumodji (2024) has revealed that since the Brexit, the UK hospitality sector has faced major labour shortage. With the exit from the EU, numerous properties and businesses have suddenly been challenged with a lack of qualified and trained staff. The existing employees might lack the proper skills and competency. In general, there has always been a shortage of staff in the UK hospitality sector, as has been repeatedly pointed out by the managers in this domain. Also, managers have highlighted that the young people who often join the hospitality services lack interest as well as skills which becomes a major challenge for them to appropriately conduct business. Kumodji (2024) has also stressed upon the fact that the UK education framework offers limited courses which can help an individual become an expert in the hospitality domain. Therefore, much of the trainees who join lack appropriate skills and the expertise. A similar pattern has been observed for the Holiday Inn in UK, where the managers have highlighted how the Brexit have led to turnover of previous skilled labour and in turn leaving young unskilled staff. Therefore, through an example in the hospitality domain, it becomes quite obvious that the lack of skilled staff has been of major concern (Dowell, et al., 2023).
As per Baum, et al., (2023), the UK hospitality sector has been facing major issues in staff retention and staff recruitment who have crisis-level work experience and qualities. The employees who ate working currently in the hotels in UK have lower experience levels and less skills compared to the dynamic needs of the industry norms. This has led to deflected work satisfaction among the employees, and ultimately affecting the quality of services provided. In the case of the Holiday Inn, a similar response from the management can be observed where the management has expressed concerns on the quality of retained staff. It has been found that these employees have been focusing on the technical skills while much of their job depends on soft skills including interactions, conversations, and customer-centric behaviour (Keogh-Brown, et al., 2020). Such, lack of training and appropriate skills has affected Holiday Inn.
Johnson, (2020), explores the various factors which are responsible for the lack of skills among the workers retained by the businesses and hotels in the hospitality sector. It has been highlighted in the report that the almost-global staff shortage is in terms of skilled staff who have the appropriate soft and technical skills that are required in the tourism and hospitality sector. A lack of proper discourse during the training period has been identified as a major cause which adds to the lack of appropriate skills among the staff (Chalapathi and Chalapathi, 2020). Johnson (2020) highlights that this absence of a discourse leads to failure of development of the staff to a hospitality professional who is not only equipped in the technical skills but also possesses the behavioural elements that shape him as an ideal professional. Similar instances have been noted for the Holiday Inn in the UK where a lack of proper training discourse has been identified as a contributory factor in the shortage of skills among the staff.
Exploring turnover rates of staffs in UK hospitality industry
Codling, et al., (2022), has reported that there are a host of factors which have led to the shortage of staff in the UK hospitality industry. It has been noted that turnover rates of the UK hotels have been affected due to job insecurity among the workers. These employees feel insecure about their job positions as they lack proper communication with the management of the hotels. The job insecurity also leads to absenteeism among the employees. This leads to higher turnover rates in the hotels (Kafetzopoulos, 2024). As a greater number of employees show absenteeism which adds to the degrading hotel services and performance, they ultimately are terminated and this adds to the huge turnover rates in the hospitality industry. Within the scope of the Holiday Inn, it has been noted that those employees who were terminated were starting to show absenteeism and hence have added to the ongoing turnover rates in the chosen sector (Gebbels, et al., 2020).
According to O’Leary (2021), the exceptionally high turnover rates in the UK hospitality sector is attributed to the industry’s long and tiring work hours which have been affecting the staff in maintaining a work-life balance. The non-sociable working hours contributed to the turnover of the employees who sought employment in domains where there is more sociable work hours and provide better work-life balance. A major chunk of the workers who have quit their jobs in the hospitality sector have pointed that the recent pandemic has showed the unstable nature of the tourism and hospitality sector and in that course, they took jobs in more secured sectors (Davahli, et al., 2020). These factors have collectively led to huge turnover rates in the UK hospitality sector and the Holiday Inn is not exempted from this either. The management has reported losing staff at a steady rate on grounds that employees decided to choose more stable jobs with easier work hours. The management have also cited that most of the workers in the hospitality sector seek to make more money for meeting with the expenses, and the intense work hours prevent them from working multiple jobs (Michael and Fotiadis, 2022). Such reasons likely triggered the turnover rates in the hospitality sector in hotels in UK.
As per Ghani, et al., (2022), the hospitality industry pays little attention to the retention strategies which causes them to lose out on employees. The report has highlighted that most of the organizations in this sector fail to create a sustainable work environment for the staff, fail to provide opportunities for growth, lack of effective communication, and a lack of sustainable and effective recruitment process. These comprehensively lead to huge turnover rates in the organizations, as has been noted for Holiday Inn. The hotel lacks a proper retention strategy and barely focuses on the key issues of employee communication, employee growth and employee well-being. Moreover, the hotel pays least attention to employee satisfaction and therefore discards the possibility of employees quitting positions on grounds of poor job satisfaction. There is also noted case of instances where hotels have failed to address the concern of the staffs regarding the maintaining of a decent work-life balance, especially during weekends and during festive days (Page and Connell, 2020). Such unsociable work hours have contributed in the hue flock of staff quitting the jobs.

Fluctuations in demand for skilled labour and employee retention in the hospitality sector
As per Ndiuini and Baum (2021), the UK hospitality sector has been facing major challenges in employee retention and from the perspectives of the employees it has been found that even the skilled employees fail to receive proper employment in the hospitality sector. This case has been particularly observed for the migrant workers in the hospitality industry as the stringent regulations in policies and industry sector have led to underemployment. Due to fluctuating demands of skilled workers, the employees, especially the migrants face major challenges in maintaining a stable career in the hospitality sector which adds to their frustration (Lugosi and Ndiuini, 2022). The removal of immigration restrictions and stabilizing the needs of the hospitality sector in terms of the needs of the industry, more migrant workers can engage themselves in the hospitality sector and highlight their skills.  As for Holiday Inn, it was found that the hotel has demonstrated some fluctuating needs of the workers which has led to very low employee retention in these sectors (Cicerale, 2020).
Senbeto and Hon (2020) have highlighted that market competition, dynamic customer preferences, and uncertainties in the hospitality sector, have all contributed towards a volatile demand for staff and employees in this sector. Also, employee resilience is quite low towards the changing consumer needs which lead to lesser outcomes on consumer-focused approach. Such instances have been particularly problematic in the hotels business where employee behaviour and knowledge are primary while not being able to demonstrate appropriate skills and knowledge can lead to lack of resilience and inability to handle workforce fluctuations.  Further, there is cutthroat market competition from other businesses in the same niche which leads to employees constantly needing to evolve themselves within a very short span. Along with employees, businesses also need to show immediate change in operations, shifting from traditional desk reservations to hybrid modes, which have led to the demand for a variable skill in the sector. In the Holiday Inn, it was found that during and after the pandemic, the business made multiple operational changes which led to fluctuations in the need for skilled labour. 
According to a recent report by Canhoto and wei (2020), the covid pandemic created a far-ended crisis in the UK hospitality sector crippling many businesses. The sudden changes in operations, consumer needs, all led to uncertain business expectations, which led to the organizations redefine their needs in skilled labour. As such, many contemporary skilled labours were out of work on the face of sudden changes in consumer needs which led to under-staffing in many hotels, as has been noted for the Hospitality Inn in the UK. The management has highlighted that there is indeed a need for more technology-oriented staff who constantly address consumer issues and queries in real time over the internet, and previous soft skills of one-to-one interaction might not be of much help. Additionally, the need for maintaining hygiene and safety protocols has been challenging for all, and based on such requirements, businesses have set up multiple standards in recruitment which added to the fluctuations in the demands for skilled labour.

Low wages and long working hours affecting the employee retention in UK hospitality sector
According to Papadopoulous et al., (2021), workers in UK hospitality sector often are subjected to challenges which are associated with violation of rights done by the managers. These violations are on grounds of fair policies of wage and work hours. For instance, the research has pointed out that workers may often face unfair practices in terms of long working hours and lower wages, however, their concerns are not always raised to the appropriate authorities. The analysis has revealed a range of vulnerabilities which are often faced by these employees that leaves them vulnerable to the exercising of rights of the individuals. In the case of Holiday Inn in the UK, there has been noted that the staff have been working for longer hours with low wages which have not been brought up to the management due to layers of vulnerabilities. Such instances have led to a number of cases including employee turnovers. 
A recent report by Piso (2022) has explored the various working routines, schedule, and wages that employees within the hospitality sector make in the UK. The research has explored the factors which dictate the working hours each employee has to devote to, and how the working hours are decided. It has also been reported that employees and staff have very little control on the choice of the hours or shifts. The majority of the poorly designed shifts include long hours, split shifts, early mornings, late nights, and weekend shifts which lead to staff having a disturbed routine in sleeping, eating and performing daily activities (Diaz-Carrion, et al., 2020). These factors have been highlighted by workers and staff and often regarding as unpredictable and unethical considering the long hours and last-minute notification of changes (Zientara, et al., 2023). 
Through the lens of Cole, et al., (2024), it has been found that there are thorough instances of wage theft in the UK hospitality industry. In this regard, the authors have highlighted the issue as employees being made to work beyond their standard hours without a compensation pay, which technically turns out as working for free. The unpaid overtime hours amount to the wage theft and it has been more common than reported in the literature. Employees who quit from the Holiday Inn, have been found to raise similar issues of longer work hours under standard pay regime. Therefore, lack of compensation for extra work hours have been highlighted as a major cause for employee shortage in the hospitality sector.
Conclusion recommendation:
Based on the overall research it can be concluded that the approaches of recruitment and retention of the skilled staffs within the hospitality sector which includes shortage of personnel in the key positions, high turnover rates of employees, seasonal fluctuations in demand of the employees, and the reputation of the industry regarding long working hours as ell as low wages for the employees. All these reason makes it harder for the hospitality industry to recruit skilled staffs and retain them successfully (Kirongo, 2020). This affects the operational cost of the business and eventually influences the organizational performance and efficiency. The collected data and information within this research have suggested that the issue of shortage of qualified personnel in the area of hospitality industry makes it difficult for the hospitality recruitment management to get suitable staffs as per their needs. This makes the recruitment procedure and retaining approach hard for the organization (Chauhan and Guleria, 2024). In addition, it has been seen that many employees quit their job for better opportunities and due to an unhealthy working environment, which increases the turnover rates which influences the overall business performance (Islam, 2024). It has been observed that seasonal fluctuations in demand of the skilled staffs makes it harder for the hospitality industry to get the suitable staffs and recruit them as per their need. Moreover, the hospitality industry has the reputation of long working hours for the employees which affects their morale to perform effectively within the organization. In addition, it has been seen that the low wages offered by the hospitality businesses results into high turnover rates of employees which is associated with lower level of employee performance and inefficiency of the business. The research has bene valuable for providing a better knowledge on the importance of effective recruitment and retention strategies within the hotel and hospitality sector for having skilled staffs for meeting the demand and expectation of the consumers (King, 2021). the overall research has provided valuable understanding on the role of executing better recruitment and retention for maintaining the quality of organizational performance within the hotel and hospitality sector. The paper has explored the relationship between the significant challenges faced by the hotel and hospitality sector in terms of recruiting and retaining skilled staffs.
 Based on the research some recommendations can be provided for improving the current situation of recruitment and retention challenges in the hotel and hospitality industry-
Improving recruitment strategies: Utilizing the digital platforms for reaching a broader and diverse potential candidate within the organization can be highly valuable for executing more effective and successful recruitment initiative.  Implementing more comprehensive and effective recruitment process for selecting only the skilled and efficient employees can help in enhancing the quality of employees within the organization (Davern, 2021). 
Improving training programs: Using and implementing training programs within the hotel and hospitality industry can help in improving the skills and abilities of the staffs working within the organization. Effective training programs can be also helpful in enhancing the motivation of the employees working within the organization which can improve the quality of their performance and their productivity. This can also reduce the employee turnover rates. Continuous training and development can enable in having better employee performance. 
Improving employee engagement: In order to reduce employee turnover and to keep them productive within the organization, it is necessary for the management to improve the employee engagement program. Offering them work life balance and flexible working hours can increase the morale and motivation of the employees for working within the organization. This can reduce the challenges of employee retention. Offering wellness programs for the employees and giving them rewards and recognition based on their performance can support in reducing turnover rates of the employees of the hotel and hospitality sector (Tavitiyaman, et al., 2024). 
Maintaining positive work culture:
 Implementing policies to support a positive and healthy work environment can attract skilled and efficient employees within the organization. In addition, such work culture can be also valuable for keeping employees engaged and retained within the organization which can improve the organizational performance and efficiency.   Boosting cooperation and collaboration among the employees can also enhance the retention rate of the employees of the organization. 
 Following all these recommendations can be valuable for improving the retention rate of the employees and it can also successfully address the challenges associated with recruitment. 
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I had a fulfilling and rewarding experience during my placement at Holiday Inn. During my experience in the hotel and hospitality sector, I got an opportunity to learn a variety of skills and gain experience that will help me in my future endeavours. During this period, I was introduced to the world of hospitality where every day brought a new opportunity to learn along with some new challenges. My journey made me understand the convolutions and details involved in the hotel management industry. One of the most enriching experiences of this journey was interaction with guests from different parts of the world daily which enhanced my social skills and cultural awareness (Wood, 2024). 
Along with these opportunities I also learned about a significant set of challenges faced by people in this industry. One significant challenge faced by people in this industry is a shortage of qualified staff in key positions. It is very difficult to hire people with accurate leadership and time management skills in managerial positions. Further, another major challenge faced was learning time management since during the peak season time high demand of customers is observed in the hotel sector (Kumar, et al., 2024). For instance, in Holiday Inn during the summer holiday period, a significant surge in demand is observed making it difficult for the hotel staff to manage guests and provide personalized services to them (Daskalaki, 2020). Thus, the hotel management is compelled to hire more manpower during this time leading to an increase in labour cost and overall operational costs. During my tenure in such a prestigious organization, I also faced a lot of challenges however managed to overcome them and gained a lifetime experience. The foremost challenge that I faced during my journey was, matching up to the high expectations of the guests and learning time management skills during peak time. Though I used to enjoy interacting with new guests I found difficulty in matching their expectations at first since pleasant guest experience requires attention to minor details, the ability to remain calm under pressure, and great communication skills (Commey, 2021). On numerous occasions, guests were not happy with their room services. However, took their feedback as constructive criticism and addressed their complaints efficiently. Initially, I lacked these skills, however maintaining a positive attitude and daily interaction with guests improved my communication skills and also increased my patience level as every guest has different needs to cater and some also require personalized services. Another challenge I faced during my time at Holiday Inn was managing a diverse range of responsibilities and tasks that came with my job. In the hotel and hospitality sector sometimes you have to perform jobs that may not be a part of your job profile but require your attention at that time (Jones & Comfort,2021). This happens mostly during the holiday season time when the customer demand is at its peak. From managing front desk operations to housekeeping, assisting in event planning, and providing food service I acquired a versatile skill set during this time. However, it was quite difficult for me to manage such a diverse variety of tasks initially but will actively engage with different departments, seeking feedback from supervisors and applying it constructively in my daily tasks.
Further, a key challenge that currently most people in the hospitality sector are now facing is learning the importance of sustainability and environmental responsibility in the hospitality sectors (Chang & Eberhardt, 2020). I have learned that nowadays the hospitality sector has adapted technology in their day-to-day operations. From implementing smart room technology which allows guests to control, temperature, and lighting, using one single device that also adjusts itself as per occupancy in the room making it more efficient for the guests and sustainable for the environment as it optimizes energy. Holiday Inn has also made significant strides in implementing these practices within the establishments such as paper reducing paper usage, encouraging guests to participate in the hotel’s green program, reducing energy consumption, and minimizing waste (Zhang et al., 2024). 
Reflecting on my experience at Holiday Inn, it is evident that it was a valuable learning experience that provided me with a deep insight into challenges and knowledge about working in the hotel and hospitality sector. I also learned the ability to ability adapt to different roles, perform multitasking communicate with guests, and address their unique needs were some key skills I learned throughout this period in Holiday Inn. My placement in Holiday Inn also highlighted some systematic issues such as structured career progression pathways which are very important for an individual career growth (Page & Connell, 2020). I observed that many employees felt that their roles were stagnant and limited their opportunities for advancement in the future eventually leading to frustration and anxiety. Thus, after interacting with another fellow employee, I have learned not to stick in one specific area like front desk or event management but rather to learn and manage diverse roles for prospects.  
In conclusion, my placement at Holiday Inn proved to be a transformative event in my life that made me learn new skills like time management, guest interaction, event planning, etc. which are very necessary for establishing a successful career in the hotel and hospitality sector (Hudson & Hudson, 2022). I learned these skills while facing a lot of challenges daily like matching guests' expectations, trying to be calm under pressure, and dealing with long and irregular working hours during peak time. However, by fostering good team management, maintaining a positive attitude, and taking regular feedback from supervisors I was able to overcome these challenges and enhance my overall journey. Apart from this, I also learned about the importance of cultural competence, and sustainability in the hospitality sector (Herman, 2022). During my experience at Holiday Inn, I also got an opportunity to engage with the local community, explore the location, learn about their tradition, and culture, and participate in various events such as the hotel’s green program for making a step forward towards sustainability. Henceforth, as I move ahead in my career, I can assure you that the invaluable learning experience that I have gained while being a part of Holiday Inn will undoubtedly add a spark to my career (Longart, 2020). 
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How many Holiday Inn locations are there in UNITED KINGDOM?

There are a total of 601 holidayinn locations in UNITED KINGDOM as of April 26, 2023 The city with the most number of Holiday Inn
locations in the UNITED KINGDOM is London with 72 locations, which is 12% of all holidayinn locations in UNITED KINGDOM.

(5®) SmartScrapers

smartscrapers.com

@] Holiday Inn Locations
in UNITED KINGDOM




image2.jpeg
® 387
A Holidoylnn §§:4
i 85.2

> 816




image3.png
Vacancies rise to record high
Total number of vacancies in the UK

1.1m
1,000k

800k
600k
400k
200k

0Ok

’ 2001 2005 2010 2015 2020
Source: Office for National Statistics





image4.png
Share of respondents

60%

50%

40%

30%

20%

10%

52%

48%

a5%
43%
a% 1% a% a2%

39%

31%

30% 30%

17%
15% 15% 16%

2011 2012 2013 2014 2015 2016 2017 2018 2019

o= Abroad only =e= UK only -+~ Both UK and abroad




