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The Britannia Hotel, a popular historical foundation, is saturated with a rich legacy and situated in a conspicuous city centre. Its origins can be followed back to the early 19th century when it started as a luxurious coaching inn catering to recognised travellers. Throughout the long term, it has gone through a few renovations, mixing the magnificence of its past with contemporary conveniences (Kántás, 2021).All through its presence, the hotel has played host to eminent figures from different backgrounds, including sovereignty, politicians, craftsmen, and celebrities. The Britannia Hotel has seen historical events and has been an observer of the evolving times. With its extravagant architecture and immaculate service, the Britannia Hotel keeps on being a favoured destination for travellers looking for a taste of refined hospitality and a brief look into the pages of history. Its enduring legacy as an image of extravagance and notoriety makes it a valued landmark in the city and a must-visit for those looking for a glimpse of the past. The proposal will examine the current concerns affecting employee retention at Britannia Hotel. Key themes, for example, staff shortages, lack of training and career progression opportunities, poor management practices, and inadequate employee benefits will be broken down. The proposal will expect to comprehend the purposes for the high turnover rates and low retention of skilled employees in the hotel. By examining these critical factors, the proposal will foster designated methodologies and recommendations to further develop retention, encourage employee satisfaction, and establish a positive workplace.
[bookmark: _Toc141798320][bookmark: _Toc141789453]Aim
To understand the current challenges that Britannia Hotel is facing, which are negatively impacting its business performance.
[bookmark: _Toc141798321][bookmark: _Toc141789454]Objectives
· To analyse opportunities for improvement in Britannia Hotel.
· To identify the key challenges that Britannia Hotel is currently facing. 
· To investigate the external factors that might be affecting employee recruitment and retention in Britannia Hotel.
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Impact of Brexit, Covid, and Inflation on Recruitment and Retention
Brexit: After the implementation of the Brexit, the Britannia Hotel has encountered challenges in recruitment and retention. With limitations on the free movement of work, the hotel faces a decreased pool of talented workers from the European Union. Visa requirements and vulnerabilities about future residency rights have dissuaded potential candidates from applying, causing a lack of ability in different departments. Besides, existing EU staff members have confronted vulnerability about their status, driving some to look for valuable opportunities somewhere else (Burnett and Johnston, 2020). The hotel management has been compelled to adjust its recruitment procedures, invest in training projects, and proposition more competitive packages to retain and attract staff in the midst of the changing immigration scene.
Covid: The Covid-19 pandemic has affected recruitment and retention at the Britannia Hotel. Travel restrictions and lockdown measures have caused a decrease in tourism, prompting diminished visitor numbers and income. Accordingly, the hotel has needed to cut back its workforce, freeze recruiting, and carry out furloughs, making it challenging to attract talent. Additionally, unreliability about the business' recuperation has made existing staff look for more steady employment somewhere else. Retention efforts have been stressed, and continuing employee confidence has turned into a priority. The hotel is currently focusing on adjusting its business model, carrying out security protocols, and offering impetuses to guarantee staff retention during these difficult times (Gursoy and Chi, 2020).
Inflation: Increasing inflation rates have prompted increased costs for services and products, incorporating fundamental things utilized in day-to-day hotel tasks. Subsequently, the hotel might confront financial constraints, restricting its capacity to offer cutthroat compensations and advantages to attract and retain talented workers. High inflation can likewise disintegrate the purchasing force of wages, prompting lower employee fulfilment and possible turnover. To relieve these difficulties, the hotel might have to carry out cost-cutting measures in different areas or track down creative ways of offering appealing compensation packages to keep a steady and roused workforce (Waqanimaravu and Arasanmi, 2020).
SWOT Analysis
1. Strengths:
Reputation and Heritage: Britannia Hotel's rich heritage and esteemed reputation as a famous foundation have attracted potential employees trying to be related to a well-known brand.
Training and Development Programs: The hotel has powerful training and development programs, offering employees with valuable chances to upgrade their abilities and advance their careers inside the organisation, which can be a huge draw for candidates (Putri, 2020).
Employee Advantages: Solid employee benefits packages, for example, competitive salaries, retirement plans and healthcare can decidedly impact recruitment and retention efforts.
2. Weaknesses:
Internal Communication: Insufficient internal communication has prompted false impressions, absence of clearness, and separation among employees, making it trying to retain and attract talent.
Restricted Career Progression: An absence of clear professional success inside the organisation has stopped aggressive employees from staying long-term, looking for better growth prospects somewhere else (Chethana and Noronha, 2022).
Staffing Levels: Lacking staffing levels because of financial plan limitations have expanded responsibility and stress for employees, prompting burnout and higher turnover.
3. Opportunities:
Recruitment Campaigns: Britannia Hotel can lead designated recruitment campaigns to attract talented candidates and advance its special selling points to expected employees.
Talent Development Programs: Presenting talent development drives can help in prepping and sustaining inner ability, encouraging a feeling of dedication and responsibility among employees.
Adaptable Work Plans: Executing adaptable work arrangements can speak to a more extensive pool of candidates and assist with retaining employees looking for a better work-life balance (Benzaghta et. al., 2021).
4. Threats:
Competitor Actions: Rival hotels with forceful recruitment and retention systems havepoached Britannia Hotel's top talent, expanding turnover rates.
Economic Factors: Economic slumps havebrought about budget cuts and diminished employee benefits, making it harder to attract and retain employees.
Market Demand: Vacillations in travel demand, particularly during global emergencies like pandemics, have prompted cutbacks and vulnerability, influencing employee retention and morale.
PESTEL Analysis
1. Political Factors:
Employment Laws: Changes in labourr regulations and guidelines have influenced recruitment practices, like visa restrictions for foreign workers or modifications in minimum wage requirements.
Political Stability: Vulnerability or flimsiness in the world of politics has made a careful recruiting approach and impacted employee retention because of worries about job security.
Immigration Policies: Changes in immigration policies, particularly post-Brexit, have confined the accessibility of talented workers from the European Union, impacting recruitment efforts (Drees et. al., 2023).
2. Economic Factors:
Economic Growth: A developing economy has prompted expanded interest in hotel services, required more staff and upgraded recruitment potential open doors.
Inflation: Rising inflation has influenced the buying force of employees, influencing their job fulfilment and retention.
Unemployment Rates: Low unemployment rates have made it trying to track down reasonable candidates, while high rates might decrease turnover as employees are less inclined to switch jobs in a serious job market.
3. Social Factors:
Demographic Shifts: Changes in demographics, like an ageing populace or a flood of younger job searchers, have impacted the accessibility of suitable candidates for recruitment.
Lifestyle and Work-Life Balance: Switching social assumptions around work-life balance have influenced retention and recruitment, as employees look for organisations that offer adaptable working game plans and employee well-disposed approaches.
Talent Pool Diversity: Underlining diversity and inclusivity have improved the hotel's reputation and attracted a more extensive talent pool.
4. Technological Factors:
Automation and AI:  The reception of automation and artificial intelligence in the hospitality industry has changed expertise prerequisites, affecting recruitment and employee retention for specific jobs (Amador-Mercado, 2022).
Communication Tools: Using productive communication tools has improved employee commitment and retention by guaranteeing clear channels of communication.
Digital Recruitment Platforms: Technology takes into consideration more productive recruitment processes, empowering the hotel to contact a more extensive audience and draw in reasonable competitors.
5. Environmental Factors:
Sustainability Drives: Britannia Hotel's obligation to environmental sustainability has upgraded its allure for environmentally-conscious employees, further developing recruitment and retention.
Climate Change: The effect of climate change on the travel industry patterns has prompted variances popular for hotel services, possibly influencing staffing necessities.
Location and Commuting: The hotel's vicinity to public transportation and ecological factors like pollution have impacted employee recruitment choices.
6. Legal Factors:
Health and Safety Regulations: Consistence with health and safety regulations is pivotal in the hospitality business, as infringement has prompted lawful outcomes and harmed the hotel's reputation, affecting recruitment endeavours (Gray, 2023).
Employment Contracts: Contractual terms and conditions, for example, non-compete clauses, have impacted employee retention.
Data Protection: Guaranteeing consistency with data protection guidelines while taking care of employee information is vital for keeping up with trust and forestalling likely legitimate issues.
Potential Solutions
To address the difficulties of employee recruitment and retention in Britannia Hotel, a few potential solutions can be carried out.Britannia Hotel can lay out far-reaching talent development programs to upskill and cross-train existing employees. By offering opportunities for career success and self-awareness, employees are bound to stay faithful to the organisation. For instance, Marriott International's "TakeCare" program focuses on employee improvement, offering different training modules and professional success inside the organisation (Zhang, 2023).Moreover, offering adaptable work choices, like remote work or flexible planning, can attract different candidates and improve employee fulfilment. Hilton Hotels & Resorts has executed a flexible work drive that permits a few employees to work remotely, advancing work-life balance and further developing retention.Britannia Hotel can lead market research to guarantee that its pay packages are serious in the business. Following Four Seasons Hotels and Resorts, which offers complete benefit packages, including medical services, retirement plans, and employee discounts, can help attract and retain top talent. In addition to this, carrying out employee recognition programs can lift morale and job fulfilment. For example, Accor's "Heartist" program celebrates extraordinary employee commitments and empowers a positive work culture, adding to higher degrees of retention (Arsawan, 2019). Britannia Hotel can also attract a different talent pool and establish a welcoming workplace by advancing diversity and inclusion inside the organisation. InterContinental Hotels Group (IHG) has sent off different drives to cultivate diversity and inclusion, including leadership development programs for underrepresented gatherings.
[bookmark: _Toc141798323][bookmark: _Toc141789456]Evaluation and Conclusion
The main focus of the analysis was to analyse the elements influencing employee recruitment and retention at Britannia Hotel. Both internal and external factors were viewed by utilising SWOT and PESTEL analysis, separately. Internally, the hotel's reputation and legacy, employee benefits, employee benefits, and work culture were distinguished as strengths that can decidedly impact recruitment and retention. On the other hand, internal communication, staffing levels, inadequate benefits, and limited career progression were distinguished as weaknesses that could obstruct employee recruitment and retention efforts. Externally, political factors like employment regulations and immigration policies, economic factors like unemployment, inflation, and economic growth, socio-cultural factors like work-life balance and diversity, technological factors, for example, automation and digital recruitment, environmental factors like sustainability, and legal factors like employment laws and data protection were perceived as expected effects on employee recruitment and retention. The covid, inflation and Brexit also affected employee recruitment and retention. The implications of these findings for Britannia Hotel are critical. The hotel needs to adjust its recruitment and retention techniques to address the difficulties recognised. 
To further develop employee retention and job satisfaction, the hotel ought to focus on talent development programs, offering professional success and open doors and cross-training. Flexible work arrangements can draw in a wider talent pool and upgrade employee fulfilment. Cutthroat pay and benefits packages, alongside employee recognition programs, can further develop employee retention and confidence. Underscoring diversity and inclusion can assist with establishing a welcoming workplace. Britannia Hotel can smooth out its recruitment processes by utilising digital stages and technology. Carrying out health projects and focusing on employee prosperity can likewise add to higher work fulfilment and decreased turnover. Progression planning can be utilised to groom internal talent for leadership roles, advancing dependability and responsibility among employees. 
It can be concluded that the recommendations for Britannia Hotel include a complete way to deal with tending to the difficulties. By investing in talent development, offering adaptable work plans, cutthroat remuneration, and advantages, advancing a diverse and inclusive work culture, using digital recruitment platforms, and focusing on employee prosperity, the hotel can upgrade its recruitment and retention efforts. Britannia Hotel must proactively adjust its procedures to line up with the internal and external factors influencing the business. By perceiving its strengths and leveraging industry examples, the hotel can situate itself as an employer of decision and keep a skilled and roused workforce in the competitive hospitality sector.
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