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Executive Summary
This in-depth study examines Hilton Hotel's difficult recruitment and retention processes in light of changing external conditions. PESTEL and SWOT assessments drove the inquiry, which yielded substantial findings. Hilton's retention rates are affected by the economy, Brexit, and COVID-19. SWOT analysis shows the company's strengths and weaknesses, emphasizing the need for a comprehensive retention plan. Hilton must establish retention strategies that address both broad and specific issues to be competitive in a changing industry. The analysis suggests investing in staff professional development, diversity and inclusion, flexible working arrangements, and competitive remuneration. These industry-based recommendations could boost Hilton's standing in the competitive hospitality sector and recruit skilled and dedicated employees. 
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Hilton Hotels has raised the standard for industry sophistication and excellence. The US Company was founded in 1952. It has been one among the world's most successful hotel brands since Conrad Hilton created it in 1919. Hilton has nearly 6,500 locations in 119 countries, proving its commitment to excellent travel (Hilton Hotels, 2023). These hotels host tourists and businesspeople. Hilton's success has come from its dedication to quality rooms and services. This company owns Waldorf Astoria, Conrad, Hilton, DoubleTree, and Hampton. These hotels offer unique, customized experiences to suit customers' needs. Hilton guarantees quality and comfort whether a guest stays in a five-star resort, a city business hotel, or a family-friendly hotel. Hilton Hotels is also known for its innovative approach to guest satisfaction and environmental protection (Hilton Hotels, 2023). The Hilton Honours loyalty scheme rewards loyal customers with large prizes. Hilton prioritises environmental responsibility. The corporation reduces its carbon footprint and promotes sustainable business practises to reduce its environmental impact.
Current Challenge on employee retention issues
Hilton Hotels faces many challenges in keeping employees in the current business environment. High turnover is a major issue in the hotel industry. The constant arrival and departure of workers can impair service continuity, which can hurt visitor satisfaction and increase training and recruitment costs (Beardwell and Claydon, 2020). Another challenge is the competitive labour market. Hilton competes with rival hotel brands for a limited pool of skilled and experienced staff. Employees may depart for better offers from other companies, making it harder to attract and retain top talent. On top of that, the pandemic has complicated employee retention. Due to health and safety concerns, remote work, and unexpected hotel demand, employees are anxious. Hilton must change its working arrangements and health and safety measures to stay competitive in this ever-changing climate. Hilton also struggles with diversity and inclusion, especially in leadership (Beardwell and Claydon, 2020). Making ensuring underrepresented groups have career progression and professional development opportunities and encouraging diversity at all levels is a focus.
Impact of employee retention
Hilton Hotel's performance and visitor experience depend on employee retention. High retention rates provide a stable and harmonious workplace (Daft, 2015). Hilton employees learn the company's service standards and culture over time. This boosts client happiness and service quality. Hilton's reputation and brand image improve as it keeps employees. A steady, great-service staff creates a positive and trustworthy image with guests. This increases client loyalty and repeat business, which boosts hotel revenue and profitability. However, high turnover rates can cause operational issues, increase recruitment and training costs, and make it harder to build good employee-customer relationships (Daft, 2015). Frequent staff turnover may cause service quality issues, which could hurt Hilton's reputation and visitor pleasure.
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Businesses in several industries prioritise staff retention. A careful study of the existing studies shows that this topic has many sides, each affected by changing environmental conditions. This analysis examines the main factors that determine employee retention, examines industry-specific situations, and examines how Brexit has affected employee recruiting and retention. Organisations must focus employee retention to maintain a skilled and consistent workforce. Retention rates depend on numerous factors. The research often mentions the job market in a given industry. Healthcare and technology have lower employee retention rates due to talent competition (Holland, 2021). However, sectors with more consistent demand, like the public sector or utilities, retain employees better (Wegman and McCarthy, 2020). Examples from the business show how external factors affect employee retention. For instance, the hospitality industry faces unique challenges. Seasonal demand variations and the competitive employment market produce considerable worker turnover, according to Hinkin and Tracey (2010). Jauhar et al. (2019) found that Marriott and Hilton have found creative solutions to this issue. These options include flexible work arrangements, competitive pay, and extensive training. These methods show how crucial it is to tailor staff retention strategies to each company's external environment.
The Brexit, a major external event, has affected many organisations' personnel recruiting and retention strategies. Mayhew (2017) found that Brexit uncertainty worries companies and employees. It has reduced the number of EU citizens seeking employment in the UK, which has affected businesses like healthcare and agriculture that rely on this labour pool. This has forced companies to engage in local workforce development and change their recruitment strategies (Huw and McKinney, 2020). To attract and retain UK talent, this may include raising pay and benefits (Cooper, 2018). This shows how external events can disrupt recruitment and retention strategies, forcing companies to adapt. The scientific literature also highlights linking worker retention techniques to external environmental factors. Phillips and Phillips (2016) found that staff retention programmes must address macro- and micro-level factors. Business culture and managerial practises are micro-level factors, while macro-level factors include economic conditions, industry trends, and legislative changes like Brexit. A complete retention plan requires integration of these two levels.
Industry research can help customise retention strategies to the external environment. According to Youndt (2018), rapid technological development contributes to high turnover rates in high-tech businesses like IT. Competent people frequently transfer careers. According to Lee and Hong (2019), Google and Apple have prioritised professional development and a dynamic work environment to offset this trend and retain their finest people. These practises stress the importance of adapting to external challenges in specific areas. Businesses in other countries will also be affected by Brexit's implications on personnel recruitment and retention. Brexit has caused many companies, especially multinationals, to reassess their staff recruiting and retention strategies. Research by Johnson and Johnston (2018) shows these organisations' problems. Employee visa and work permit management between the UK and EU is one of these complications. According to Zattoni and Minichilli (2019), the increased administrative complexity has led some enterprises to consider opening EU subsidiaries to maintain single market access. This shows how an external issue might impact global employee recruitment and retention (Wojtkowski et al., 2022).
PESTEL and Swot analysis
To understand how external factors affect the company's employee retention rate, PESTEL and SWOT analysis are needed. Hilton Hotels dominates worldwide hospitality. In this literature review, the study will examine how these approaches illuminate retention rates, present industry-specific examples, and discuss how current events like Brexit, the COVID-19 pandemic, inflation, the economy, and the global retirement tide affect retention rates (Hughes, 2019).
PESTEL Analysis:
Political Factors:  Hilton and the hotel sector must consider how politics affect staff retention measures. Political turmoil in certain places could reduce foreign travel, affecting staffing needs. Immigration policy changes may also affect skilled labour availability (Armstrong and Taylor, 2014).
Economic Factors: Economic conditions are crucial when creating retention strategies. Inflation and recession can affect worker morale and job security. The economy may reduce personnel and benefits, which may affect employee retention (Manson, 2014).
Social Factors: The workplace's social climate affects employee retention. For instance, the COVID-19 outbreak altered the workplace. Hilton implemented new health and safety, flexible working, and wellness programmes to retain staff (Armstrong and Taylor, 2014).
Technological Factors: Technology-related aspects Tech affects employee expectations and the demand for qualified personnel in numerous industries (Armstrong and Taylor, 2014). Hilton must spend in employee training to meet clients' evolving needs as technology advances in the hospitality business.
Environmental Factors: Hilton's sustainability and employee retention are affected by the hospitality industry's growing environmental concerns. A company that practises environmental stewardship may retain its personnel (Armstrong and Taylor, 2014).
Legal Factors: Labour laws might also affect employee retention. Labour law changes may affect employee benefits, working conditions, and employer-employee relations (Mandl et al., 2015).
SWOT Analysis:
Strengths: Hilton's high staff retention rate is due to its global presence, great brand recognition, and extensive training programmes (Johnson, Scholes, and Whittington, 2019). These assets attract and retain elites.
Weaknesses: The Company’s high turnover rate can make it difficult for Hilton to retain staff. Hilton may also face bureaucracy and inefficiencies due to its enormous organisational structure (Hill, Hult, and Wickramasekera, 2016).
Opportunities: Hilton has many staff retention options. These include career progression, an inclusive workplace, and visitor preferences (Johnson, Scholes, and Whittington, 2019).
Threats: Hilton's ability to retain personnel is threatened by economic volatility, industry competitiveness, and unexpected events like the global retirement tide (Hill, Hult, and Wickramasekera, 2016).
Potential Solution
Hilton might invest on intensive employee training. Training and career development can boost employee engagement and job satisfaction, reducing turnover (Daft, 2015). Marriott International, a major hotel competitor, just launched "Marriott University" to provide its employees a choice of career-advancing training modules and resources. Hilton empowers and retains employees with programmes like those above.
Another option is to make the workplace more inclusive. Hilton can foster a sense of belonging and attract more talent by emphasising diversity and inclusion in its employment practises. With initiatives like "Room to be Yourself," the InterContinental Hotels Group (IHG) promotes diversity and inclusion for LGBTQ+ guests and employees. Similar activities can help Hilton maintain a diverse and motivated workforce (George Ella Lyon and Catalanotto, 2023).
Workplace changes that increase autonomy are another way to improve retention (Beardwell and Claydon, 2020). Following the COVID-19 pandemic, remote and hybrid work choices have grown in favour. Hilton can learn from Hilton Worldwide Holdings, which has established flexible work arrangements for certain roles to satisfy its employees' changing demands. Hilton increases employee satisfaction and decreases turnover by offering more flexible work options.
Hilton may wish to give competitive wages and benefits to attract and retain top talent. Hilton can become an employer of choice by setting industry benchmarks and offering competitive products and services (Beardwell and Claydon, 2020). To retain staff, Hyatt Hotels Corporation has invested in competitive remuneration packages with health and wellness benefits. Hilton might use this example to retain talented and loyal employees.
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Findings of the Study:
The study illuminated the sensitive relationship between Hilton Hotel's external environment, personnel recruitment, and retention techniques. The investigation revealed important details. First, many external factors affect Hilton employee retention. These include political, economic, social, technological, environmental, and legal factors. Inflation and the economy affect worker morale and job security. The COVID-19 pandemic changed working conditions and employee expectations. Brexit and other political factors have disrupted employment markets and talent movement. These statistics show how complex the external environment is in impacting Hilton employee retention. Hilton's SWOT analysis reveals its worker retention pros and cons. The company's global reach and strong brand recognition help attract and retain employees. However, hospitality has a high employee turnover rate, and Hilton's internal bureaucracy may be inefficient. Both issues hinder staff retention. There is much room for improvement, and career development and inclusive workplace activities may boost employee loyalty. However, Hilton's retention strategies are vulnerable to economic volatility, tough competition, and unexpected events like the global retirement tide. These findings emphasise the need for a holistic approach to employee retention that considers internal and external influences.
Implications of the Study:
The study has major implications for Hilton Hotel's hiring and retention strategies. The external world is dynamic and ever-changing, therefore retention efforts demand the business to be flexible and adaptable. Hilton's entire retention plans must take into account macro-level aspects like economic stability and micro-level factors like organisational culture. The study found that Hilton should constantly monitor the economy and its impact on employee wages and perks. Hilton should reconsider its pay packages to maintain its labour market leadership in light of recent price increases and inflation. The study also shows how important it is to have a diverse and inviting workplace. Hilton must actively promote diversity and inclusion to build community and attract a more varied staff. Hilton may emulate InterContinental Hotels Group by creating a more inclusive workplace to retain staff


Recommendations for the Hotel:
The study's findings and implications suggest many ways Hilton Hotel might boost employee recruitment and retention. Hilton should prioritise comprehensive employee training and development. The company may follow Marriott International and offer training and career promotion to boost employee engagement and job satisfaction. To retain people and reduce turnover, this method is crucial. Second, Hilton must actively promote diversity and inclusion to create a friendlier workplace. Hilton might adopt InterContinental Hotels Group's "Room to be Yourself" strategy to make the workplace more inclusive and attract and retain a diverse and engaged workforce. Third, Hilton might emulate Hilton Worldwide Holdings by offering flexible work arrangements. Employers can reduce employee turnover by meeting changing employee needs and improving job satisfaction with remote and hybrid work options.
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