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[bookmark: _Toc148275904]Introduction and Background
The Hilton Hotel has a long tradition of offering world-class hospitality and is well recognised for the excellence of its service. It exemplifies the standard of excellence at the intersection of the past and the present. The hotel, however, has considerable external problems that call for strategic flexibility. This plan's focus is on addressing two major external challenges: the development of artificial intelligence (AI) and the upcoming retirement of baby boomers. The Hilton Hotel's capacity to attract and retain employees is being negatively impacted by these difficulties.
The broad use of AI and automation technology is a major danger to the Hilton Hotel since it eliminates many of the conventional positions that used to exist in the hospitality sector. The skills and knowledge employers seek in prospective hires are also changing as a result of technological advancements. To guarantee that the workforce can keep up with the ever-changing needs of the industry, studies on worker adaptability and skill development must be prioritised as the speed of technological change accelerates.
As a second generation of baby boomers enters retirement age, an additional difficulty is the workforce's advanced age. This demographic transition may cause a void in the hospitality industry's supply of skilled workers when baby boomers retire. It is increasingly difficult to find qualified replacements for retiring workers, yet this change is necessary to ensure the continued high quality and availability of services. These external hurdles are significant, but Hilton also has internal challenges that make it harder to recruit and retain staff. Problems inside the organisation stem from a lack of skilled workers, insufficient education, and poor management. These internal obstacles add another layer of complexity to recruiting and retention initiatives and must be tackled alongside external difficulties.
This proposal seeks to investigate and provide answers to these complex problems, strengthening the Hilton Hotel's ability to withstand external pressures while maintaining staff happiness and dedication.
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Organisations, and the hospitality sector in particular, need to be concerned about the effect external factors have on the ability to attract and retain staff. Several studies have looked at how external influences affect businesses' ability to attract and retain talent (Hameduddin, 2021). The growth of AI, the increasing number of people retiring throughout the world, and other socioeconomic variables are all external elements that Hilton Hotel must take into account (Hameduddin, 2021).
The ever-changing nature of technology, especially artificial intelligence, is one of the major external variables impacting the acquisition and maintenance of talent. In the hospitality industry, AI might be used to improve efficiency, service, and overall quality. It may pose a threat to some occupations, though, when they become obsolete. The need for human receptionists may be reduced, for instance, by using AI-powered chatbots and computerised check-in procedures (Madiono and Kurniawan, 2016). Hilton can fix this problem by retraining and reskilling workers to meet its evolving needs. The negative impacts of AI on retention may be mitigated by providing staff with opportunities for growth and advancement that lead to positions such as AI systems managers.
The retirement wave that is sweeping the globe is another external problem that has far-reaching effects on employee attraction and retention. There is an impending skills gap in the hospitality business as a large number of baby boomers prepare to retire. To overcome this obstacle, Hilton may create knowledge transfer programmes, mentorship systems, and alluring retirement incentives for staff who will soon be departing (Zhenjing et al., 2022). They might also explore forming strategic alliances with schools to increase the number of qualified graduates entering the labour market each year.
Employee retention may also be significantly impacted by macroeconomic variables like Brexit, the COVID-19 epidemic, inflation, and the general economic climate. Uncertain economic conditions, for instance, may prompt workers to look for other, more secure employment (Xuecheng, Iqbal and Saina, 2022). If the economy takes a turn for the worse, Hilton can react by offering steady income, employment security, and some flexibility in scheduling. Furthermore, during tough economic times, it might be helpful to give competitive wage and benefits packages to help retain personnel.
External factors have a complex effect on Hilton Hotel's and the industry's ability to attract and retain employees. Solutions include knowledge transfer and hiring techniques to deal with the retirement wave, stability in finances and competitive pay to buffer the effects of economic uncertainty, and adjusting to developments in technology via training and upskilling (Grace Karemu, Kahara and Josee, 2014). So that Hilton can continue to be a competitive and appealing employer despite external obstacles, it may look to the hospitality sector for inspiration and best practices (Halim et al., 2020). First and foremost, the development of AI has the potential to alter established job descriptions in the hospitality industry. Hilton may fix this by adopting Marriott International's strategy of investing in employee retraining and skill development. Hilton and the industry as a whole also face the retirement wave as an external problem that has to be addressed head-on. One prominent hotel chain, Accor, has instituted a programme called "Accor Academy" to facilitate the smooth transition of institutional knowledge from senior to junior staff. Not only does this strategy aid the organisation in retaining the expertise of its retiring employees, but it also fosters an environment where innovation and progress are celebrated. In addition, Hilton may take a page out of Four Seasons Hotels & Resorts' playbook by improving its own retirement plans. The "Empower Me" programme at Marriott trains workers to collaborate with AI systems and adapt to new forms of technology. Not only do these efforts protect against the demoralising effects of AI on employee retention, but they also set workers up for success in fields like AI management and regulation.
When economic conditions are volatile, for instance, macroeconomic issues may have an impact on economic stability. As an alternative, Hilton might learn from IHG's example and implement measures like providing job security and excellent perks in order to entice and keep the best employees. Because of their commitment to their workers' financial stability and employment security, IHG has been able to thrive during economic downturns. As the economy has slowed, the firm has been able to retain bright employees because to its commitment to balancing work and life and flexible scheduling.
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PESTLE Analysis:
Political: The hotel's capacity to recruit and keep workers might be negatively impacted by political variables including government regulations and foreign ties (such as Brexit).
Economic: Inflation and the state of the economy as a whole have a significant impact on Hilton's capacity to pay competitive salaries and provide generous benefits in order to attract and retain employees.
Social: The retirement wave, as well as larger cultural shifts, provide a difficulty but also present an opportunity.
Technological: With the development of artificial intelligence, technological elements have the potential to redefine job functions, making it necessary to retrain and upskill workers (Ghani et al., 2022).
Legal: Employment decisions may be affected by legal factors including immigration policy and labour legislation.
Environmental: Attracting environmentally aware talent is becoming more dependent on environmental issues such as sustainability efforts (Zhang, 2016).

SWOT Analysis:
Strength: Hilton Hotel's strengths, according to SWOT analysis, are its widespread network and ubiquitous brand awareness.
Weakness: The necessity to adapt to new technologies and the possibility of disruption from AI are both weaknesses that might apply.
Opportunity: To fill the void left by retiring workers, businesses should take use of knowledge transfer programmes and strategic relationships with educational institutions.
Threats: The unstable economy poses a threat because of its effect on workers' confidence in their own futures and their desire to remain with the firm (Zhang, 2016).
In conclusion, the Hilton Hotel's recruiting and retention methods are affected by a wide range of external circumstances. Hilton may avoid problems and take advantage of opportunities with the help of the information gleaned from PESTLE and SWOT studies. Keeping ahead of the competition and attracting top talent in the face of external threats sometimes requires radical changes, such as embracing new technologies, developing alluring retirement incentives, adjusting to economic volatility, and encouraging a culture of constant learning.


Industry Analysis and Retention Rate Evaluation:
Any hotel's ability to weather external storms and keep its workers invested over the long haul can be gauged in large part by looking at its retention rate; Hilton is no exception. Hilton Hotel's success in this area may best be assessed by comparing it to that of other industry leaders such as Marriott, IHG (InterContinental Hotels Group), and Radisson, all of whom have had to deal with similar external pressures.
To counteract external threats and boost retention rates, industry leaders like Marriott, IHG, and Radisson have used novel tactics (Koo, Curtis and Ryan, 2020). For instance, in light of the effects that AI and automation would have on the hotel sector, several large chains have begun providing training and upskilling opportunities for its employees. They have also established new job categories that are in line with AI deployment, such as AI systems managers, who not only help to lessen the negative consequences of AI but also provide staff with new prospects for professional growth (Abdou et al., 2022).
Knowledge transfer programmes, mentoring structures, and alluring retirement incentives are just some of the initiatives these business executives have launched in response to the approaching retirement tsunami and skills shortage (Koo, Curtis and Ryan, 2020). These actions aid in retaining skilled workers and imparting their expertise to new hires. The skills gap has been mitigated in part because of the company's efforts to forge ties with educational institutions.
Despite economic uncertainty, Marriott, IHG, and Radisson have all prioritised financial security and competitive pay for their employees. Employees are less inclined to look for new jobs in times of economic hardship if they feel financially secure in their current positions.
In conclusion, Hilton Hotel can improve its retention rates by studying the strategies of market leaders like Marriott, IHG, and Radisson. In spite of external challenges, Hilton can remain a desirable and competitive employer by investing in staff growth, transfer of knowledge, stable finances, and fair remuneration.
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This paper has looked deeply at the difficulties the Hilton Hotel has in recruiting and keeping staff. The fast development of AI and the imminent wave of layoffs among the baby boomer group are two external variables that are substantially to blame for these difficulties. The hotel's capacity to keep a talented and enthusiastic staff is also affected by macroeconomic and political issues.
Hilton may use the results of the PESTLE and SWOT studies to better understand and respond to these difficulties. To acquire talent without any hiccups, one must negotiate political variables including government rules and foreign relations. The hotel's capacity to provide competitive wages and appealing perks to its workers is influenced by a number of variables, including inflation and the general economic situation. In addition, Hilton has to implement preventative measures, including as knowledge transfer programmes, training, and enticing retirement incentives, to retain its workers in the face of the retiring wave and the emergence of artificial intelligence.
Hilton may benefit from the experiences of rivals like Marriott, IHG, and Radisson by adopting their tried-and-true methods in comparable situations. The disruptive impacts of AI and automation on workforce retention may be mitigated, for example, by pursuing employee retraining and development of skills, as shown by Marriott's "Empower Me" programme. The coming skills vacuum caused by retirements may be mitigated by programmes of knowledge transfer and strategic relationships with educational institutions, as pioneered by IHG and Radisson. Hilton may follow the pattern of these market leaders and keep its workers through the current economic turmoil by providing financial security and competitive pay.
In conclusion, the ability of the Hilton Hotel to recruit and retain staff is affected by a number of contextual variables. Hilton can handle these threats and maintain its position as a competitive and attractive employer by using the information gleaned from PESTLE and SWOT assessments and emulating the practises of its competitors. To ensure the hotel's long-term success in the rapidly developing hospitality business, management should embrace technology advancements, promote a culture of lifelong learning, and reward both active and retired staff members. Hilton, in its efforts to evolve, should never lose sight of the fact that its employees are its greatest asset and treat them as such.
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