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[bookmark: _Toc137606725]Introduction and Background
Hotels play an important part in the UK economy by providing housing and hospitality services, which is why the hospitality business is so important to the UK. This study proposal will centre on the Royal Park Hotel, a fictional but historically significant London, UK, and luxury hotel. The Royal Park Hotel is situated in a very accessible region of London, close to several landmarks and public transit stops (Akay, 2022). The hotel has earned a stellar reputation for its abundant and unforgettable experiences because of its sophisticated decor, high-end services, and facilities. Like many others in the UK, the Royal Park Hotel struggles with some issues that harm its bottom line, notably in staff recruitment and retention. Staffing shortages, excessive turnover, skill gaps, and shifting employee expectations all contribute to this predicament. The hotel struggles to function due to a severe lack of personnel, especially in essential areas like cleaning, culinary services, and front desk operations. Factors including Brexit-related uncertainty and changes in immigration regulations have exacerbated a lack of qualified workers in the hotel business (Bamberger, Biron and Boon, 2014). The high turnover rate worsens the problems in finding and keeping employees at the Royal Park Hotel. Employee unhappiness and higher turnover may result from problems like long hours, heavy workloads, and little prospects for advancement. A lack of skilled workers also hampers the hotel's recruiting and retention efforts. Since the hospitality sector is always changing, it is essential for workers to be adaptable and have skills like excellent customer service, problem resolution, and interpersonal relationships. For recruiting and retention efforts to succeed, hotels must close the skills gap between what they need and what applicants bring. In addition, the hotel is struggling to recruit and retain the best and brightest because of shifting employee choices and expectations (Bharwani and Butt, 2012). Work-life balance, possibilities for advancement, and a pleasant work environment are high on the list of priorities for today's workers. The Royal Park Hotel must adjust its recruiting and retention policies to meet these new standards. Maintaining the Royal Park Hotel's competitive edge in the evolving UK hospitality sector requires addressing these difficulties and executing successful recruiting and retention methods. Here, we will take a closer look at the study questions themselves, do a PESTLE and SWOT analysis, analyse some real-world data gathered from top UK hotels, and conclude with some suggestions based on our results.
[bookmark: _Toc137606726]Discussion/Literature
[bookmark: _Toc137606727]Impact of Current Affairs on Recruitment and Retention
Current events, including some external variables that influence the hotel industry's ability to attract and retain staff, substantially affect the UK's hospitality sector. Here, we'll examine how three big events—Brexit, the COVID-19 epidemic, and inflation—have affected the industry's ability to attract and retain talent.
[bookmark: _Toc137606728]Brexit
The hotel business has been severely impacted by Brexit, the United Kingdom's decision to leave the European Union. The resulting anxiety about the job market's future has a significant effect. New immigration regulations and limits on the free movement of labour have made it difficult for UK hotels to attract and retain competent workers from the EU (Boella and Goss-Turner, 2019). There is now a critical scarcity of skilled workers in several sectors due to tougher immigration laws. As a consequence of Brexit, many European Union citizens working in the UK hospitality industry have returned to their home countries. Chefs, housekeepers, and front desk workers have been hit especially hard. Hotels have taken steps to counteract the effects of Brexit on hiring, including expanding their search for qualified employees beyond the United Kingdom, boosting employee retention through attractive pay and benefits, and investing in training and development programs to increase employees' skill sets (Bower et al., 2014).
[bookmark: _Toc137606729]COVID-19 Pandemic
Inns and hotels all across the globe have been hit hard by the COVID-19 outbreak. Temporary closures, decreased occupancy rates, and travel restrictions have all impacted hotels in the UK significantly. These difficulties have had an obvious impact on the industry's ability to attract and retain new talent. Furloughing or laying off personnel was a common response among hotels during the epidemic (Chelladurai and Kim, 2022). This has led to a shortage of experienced workers and will make rehiring and retraining more challenging whenever the sector starts to recover.
Moreover, it has been difficult to prepare for future staffing demands due to the lack of information about the pandemic's length and intensity. Hotels have prioritised staff support to reduce the pandemic's effect on recruiting and retention (Deery and Jago, 2015). This includes improving lines of communication, giving financial aid, and making work schedule adjustments. In addition, strong health and safety measures have been implemented for everyone's protection.
[bookmark: _Toc137606730]Inflation
Recruitment and retention efforts in the hotel business are directly impacted by inflation and the overall rise in the costs of products and services. As operating expenses rise, hotels may be less able to provide wages and perks that are competitive in the industry (Haque and Oino, 2019). Food and drink prices, utility rates, and repairs and upkeep are just some operational costs that may rise due to inflation. Due to these rising expenses, hotels may find it difficult to commit adequate funds to staff development, training, and retention. Hotels have been renegotiating contracts with their suppliers, using new methods to increase operational efficiency, and focusing on cost management to counteract the effects of inflation on recruitment and retention. To keep a motivated workforce amid economic hardships, they have also underlined the need for employee engagement and appreciation (Gibbs, MacDonald and MacKay, 2015). Current events, including Brexit, the COVID-19 epidemic, and inflation, have significantly impacted recruitment and retention in the UK hotel business. To keep up with the times and continue to recruit and retain top personnel, hotels have had to adjust their approaches. 
In the next part, we will look at case studies from top hotels like Marriott, IHG, and Radisson to see how they have addressed these issues and established successful recruiting and retention strategies.
[bookmark: _Toc137606731]PESTLE Analysis
[bookmark: _Toc137606732]Political
· Recruitment and retention efforts might be hindered by government rules and regulations that limit access to a competent workforce, such as immigration restrictions and labor regulations.
· Political unrest and other global issues may affect the need for hotels and other hospitality businesses.
[bookmark: _Toc137606733]Economic
· The hotel's financial success and capacity to spend on recruiting and retention activities are vulnerable to macroeconomic factors, including growth, inflation, and currency rates (Hoque, 2013).
· Reductions in tourism during economic downturns might impact hotel occupancy rates and hiring demands.
[bookmark: _Toc137606734]Social
· Customer and worker tastes are susceptible to shifting demographics and cultural norms.
· Changes in consumer behaviour, such as the need for environmentally friendly procedures, might affect recruiting and retention plans.
[bookmark: _Toc137606735]Technological
· Technological developments like online booking platforms and customer relationship management systems may simplify the hiring process and boost employee motivation and loyalty (Kamalanabhan, 2014).
· The Skills needed and the hospitality profession's makeup may change due to automation and AI.
[bookmark: _Toc137606736]Legal
· Environmental considerations such as sustainability and climate change worries may affect the hotel's policies and recruiting and retention efforts.
· Hotel productivity and worker morale may be affected by the hotel's access to energy-saving and environmentally friendly technology.
[bookmark: _Toc137606737]Environmental
· Recruitment and retention strategies may be affected by the need to comply with labour laws, health and safety standards, and licensing requirements.
· The hotel's approach to labour management may need to adapt to new minimum wage and employee rights rules (Kim et al., 2019).
[bookmark: _Toc137606738]SWOT Analysis
[bookmark: _Toc137606739]Strength
· The location could not be better, since it is close to many famous landmarks.
· Superior comforts and conveniences are provided.
· Excellent name recognition among consumers.
[bookmark: _Toc137606740]Weakness
· Few opportunities for workers to develop their skill sets.
· Staff turnover is quite high.
[bookmark: _Toc137606741]Opportunities
· There is a rising interest in eco-friendly and sustainable methods.
· The penetration of new, developing markets.
[bookmark: _Toc137606742]Threats
· There is a great deal of rivalry between hotels and other types of lodging.
· Changes in the economy that affect tourism.
[bookmark: _Toc137606743]Solutions to Current Challenges: Industry Examples
Marriott, IHG, and Radisson, among others, have instituted new policies and procedures in response to the difficulties in recruiting and retaining staff in the United Kingdom hotel business. These business-related case studies show how to improve staff recruitment and retention by overcoming obstacles.
[bookmark: _Toc137606744]Marriott
Marriott International, one of the biggest hotel chains in the world, has implemented some programs to attract better and retain employees. The company places a premium on its employees' ability to grow professionally. To recruit and keep the best employees, Marriott provides them with extensive training, chances to grow as leaders, and methods to climb the corporate ladder. Internal promotions are prioritised, and personnel are given defined objectives and evaluation criteria to encourage a culture of progress (Snell and Morris, 2022). Additionally, Marriott has diversified its workforce via creative hiring practices. They collaborate with academic institutions to provide internships, apprenticeships, and graduate degree programs. By building lasting connections with educational institutions, this strategy guarantees a steady stream of qualified applicants while also providing possibilities for the next generation of talent.
[bookmark: _Toc137606745]IHG
The recruiting and retention issues at InterContinental Hotels Group (IHG) have been attacked from several fronts. Employee happiness and a healthy work-life balance are two of their top priorities. If you're looking for a company that offers great perks and a flexible work environment, look no further than IHG. In addition, they place a premium on employee opinion and actively seek it via surveys and engagement initiatives to promote a culture of belonging and agency (Stewart and Brown, 2019). IHG has also made use of technology to improve its hiring practices. They effectively source and evaluate applicants using digital platforms and technologies. The recruiting process is improved, and a larger pool of qualified candidates has been attracted thanks to the usage of technology by IHG. As a company, IHG also values diversity and inclusion highly. They have instituted programs and policies to foster diversity in the workplace and ensure that everyone has a fair shot at success (Yang, Wan and Fu, 2012). They get a better reputation as an employer of choice and access to a larger pool of qualified candidates due to their dedication to diversity.
[bookmark: _Toc137606746]Radisson
Radisson Hotel Group has introduced some initiatives to combat recruiting and retention issues prioritising employee involvement and agency. They value input from workers and promote open lines of communication. Radisson has implemented initiatives to show gratitude and recognises exceptional achievement, boosting morale and increasing employee loyalty (Solnet, Kralj and Baum, 2015). Radisson has partnered with third-party organisations, including job boards, recruiting firms, and professional networks, to expand its talent pool. They may reach more potential employees and quickly fill open jobs as a result of these collaborations. Radisson has also made CSR and environmental friendliness two of its top priorities. They've instituted green practices and social initiatives to attract workers who care about the world around them and about doing work that matters (Roscoe et al., 2019). They attract people enthusiastic about making a good difference in the world thanks to their dedication to sustainability and social responsibility.
In general, Marriott, IHG, and Radisson have shown efficient tactics to counteract the recruiting and retention problems plaguing the UK hotel business. Hotels that want to improve their recruiting and retention rates may learn from their emphasis on staff development, employee well-being, diversity, technology, and sustainability (Oladapo, 2014). Next, we'll apply what we learned from the literature study to real-world situations to make suggestions.
[bookmark: _Toc137606747]Evaluation and Conclusion
[bookmark: _Toc137606748]Summary of Findings
The difficulties encountered by the UK hotel sector in recruiting and retention have been illuminated via a study of the relevant literature and an examination of relevant industry cases. The results show that external issues, including Brexit, the COVID-19 epidemic, and inflation, have severely hampered the industry's capacity to recruit and retain personnel. Staff shortages, a lack of training opportunities, and ineffective management have all contributed to the crisis's worsening condition. Industry examples, including Marriott, IHG, and Radisson, have successfully approached these issues. Focusing on employee growth and advancement, encouraging a healthy work-life balance, using technology to streamline the hiring process, stressing diversity and inclusion, and pledging to be a responsible corporate citizen are all examples of such practices.
[bookmark: _Toc137606749]Research Implications
The study's conclusions may benefit the hotel and the hospitality sector in several ways. First, it stresses the need for preventative steps in addressing recruitment and retention issues. To recruit and keep the best employees, hotels should give training opportunities, foster a positive work atmosphere, and provide attractive compensation and benefits. The study also highlights the necessity of using technology in the hiring process. Hotels can use digital platforms, online job portals, and other technical tools to expedite the employment process and attract a wider range of qualified applicants. The study also highlights the value of a diverse and inclusive workforce. To attract top talent from a wide range of backgrounds, hotels should create programs and policies that promote diversity and inclusion in the workplace. Last but not least, the study shows how crucial CSR and sustainable practices are becoming. To hire people who share their dedication to sustainability, hotels should implement green policies, participate in community projects, and publicise their efforts.
[bookmark: _Toc137606750]Suggestions for the Hotel and the Field
· The hotel and the hospitality sector as a whole may benefit from the following suggestions based on the study results:
· The hotel has to provide its staff with many opportunities for learning, growing in their leadership roles, and progressing in their careers. Both retention and the ability to acquire excellent people will increase as a result (Mathis et al., 2016).
· Promote employee well-being and job happiness via flexible work arrangements, the recognition and reward of excellent performance, and the provision of extensive benefit packages.
· To increase productivity, reach a larger talent pool, and simplify the recruiting process, use digital platforms, digital tools, and data analytics.
· Create welcoming workplaces that value diversity, and ensure that all workers have access to training and advancement opportunities. This will help the hotel attract and retain a more diverse staff, which in turn will improve the hotel's image as an employer of choice (Marco-Lajara and Úbeda-García, 2013).
· Promote the hotel's dedication to sustainability via eco-friendly policies, community service, and public outreach. This will help the hotel in the long run by attracting workers who care about making a difference.
These suggestions will help the hotel strengthen its competitive standing, foster a welcoming workplace culture, and retain talented staff. In addition, the hospitality sector may use these suggestions as models for success when facing comparable difficulties and trying to retain a competent and invested staff.
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