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Introduction
There is Diversity Hotel and Spa in London, HR department. Things are not simple as many factors are challenging; this report will analyse the environmental impact of these conditions and will try to precise how to turn them in advantages. Will consider first half of life cycle, attraction, recruitment and retention. As an HR manager in a London hotel, attracting talent is a critical aspect of ensuring the success and competitiveness of your hotel. Talent attraction involves the strategies and activities you implement to draw qualified and skilled individuals to join your organization. Recruitment is the process of identifying, attracting, and hiring individuals to fill job vacancies within an organization. It involves a series of activities aimed at ensuring that the right candidates are selected to meet the current and future needs of the organization. “The process of recruitment can be defined as the whole of the activities consisting of preliminary work, finding and selecting human resource, and job placement” (Tuzunkan, 2018, p.53). Recruitment is a dynamic and essential function that directly impacts the overall success of an organization. Regularly assessing and refining recruitment strategies ensures that organizations can adapt to changing market conditions and attract the right individuals to contribute to their growth and success. Torrington (2020, p.167) describes recruitment activity as double directed, both senses action, one from employer to candidates, the other from employee to company. Retention refers to the efforts made by an organization to keep its employees engaged, satisfied, and committed to their roles within the company. It involves strategies and activities aimed at reducing employee turnover and preserving institutional knowledge. Friedman (2012) detailed how to respond on challenges, how to actualise CPD ( continuous personal development) how to adapt to challenges, to be able to maintain performance. “ In most circumstances practice may be regarded as a continuous stream of events that involve actions and possible challenges” (Friedman, 2012, p.61). It’s HR department job to identify the steps should make, the adaptation certain steps and to secure the transition (Kubler Ross change curve). All these three steps have big importance, giving the dimensions of HR activity, talent attraction is a multifaceted process that involves promoting a positive employer brand, engaging in strategic recruitment activities, and offering attractive benefits and development opportunities. It's a crucial aspect of building and maintaining a high-performing workforce in the competitive hospitality industry. Regularly assess and adapt your strategies to align with evolving workforce trends and candidate expectations. Strategies for retention should be tailored to the specific needs and culture of the organization. Regularly assessing employee satisfaction, addressing concerns, and implementing initiatives that align with employees' needs contribute to a successful retention strategy.
ATTRACTION
Here's a few activities and content for a successful attraction:
· Employer Branding: Develop a strong employer brand that highlights the unique culture, values, and opportunities your hotel offers. Showcase employee testimonials, success stories, and the positive aspects of working at your hotel on your website and social media.
· Engaging Job Descriptions: Craft compelling and accurate job descriptions that clearly communicate the responsibilities, benefits, and growth opportunities associated with each role. Use language that reflects the hotel's values and the exciting aspects of the hospitality industry.
· Recruitment Events: Host or participate in recruitment events, job fairs, or industry conferences to engage with potential candidates. Use these events to showcase your hotel's culture, career paths, and commitment to employee development.
· Online Presence: Maintain an active and engaging online presence on professional networking platforms like LinkedIn. Share updates about the hotel, job openings, and industry trends to attract passive candidates.
· Employee Referral Programs: Encourage current employees to refer more potential candidates through a structured referral program. Offer incentives for successful referrals to motivate your team.
Importance of Attraction: 
· Competitive Advantage: Talent attraction is crucial for gaining a competitive edge in the hospitality industry. A skilled and motivated workforce contributes to excellent customer service and overall business success.
· Employee Quality: Attracting top talent ensures that you have skilled individuals who can contribute to the growth and reputation of your hotel.
· Retention: Effective attraction strategies set the foundation for employee retention. When employees are attracted to your hotel for the right reasons, they are more likely to stay and grow within the organization.
Factors That Can Help Attraction:
· Compelling Benefits Package: Offer competitive salary and benefits packages, including healthcare, retirement plans, and other perks.
· Career Development Opportunities: Emphasize opportunities for career growth and development within the organization. Highlight training programs, mentorship initiatives, and pathways for advancement.
· Positive Work Environment: Promote a positive work culture that values diversity, inclusion, and work-life balance. Communicate the hotel's commitment to employee well-being and job satisfaction.
· Recognition and Rewards: Implement employee recognition programs to acknowledge and reward outstanding performance. Celebrate achievements and milestones to foster a sense of appreciation.
Factors That Could Affect Attraction:
· Negative Online Reviews: Negative reviews on employer review sites or social media platforms can deter potential candidates. Actively manage your online reputation and address any concerns raised by current or former employees.
· Lack of Diversity and Inclusion: A lack of diversity and inclusion can impact your ability to attract a broad talent pool. Ensure that your hiring practices and workplace policies prioritize diversity.
· Outdated Recruitment Practices: If your recruitment process is slow, cumbersome, or outdated, it may drive away qualified candidates. Streamline your hiring process to be efficient and candidate-friendly.
· Limited Visibility: If hotel/brand is not actively promoting its employer brand, it may not be on the radar of potential candidates. Increase your visibility through targeted marketing and recruitment efforts.
· Uncompetitive Compensation: If compensation packages are not competitive with industry standards, you may struggle to attract top talent. Regularly review and adjust your offerings based on market trends.

RECRUITMENT
Activities and Content:
· Job Analysis: Conducting a thorough analysis of the job requirements, including responsibilities, skills, and qualifications.
· Job Posting: Creating and advertising job openings through various channels such as the company's website, job boards, social media, and professional networks.
· Application Screening: Reviewing resumes and applications to shortlist candidates who meet the initial requirements.
· Interviewing: Conducting interviews to assess candidates' skills, experience, and cultural fit within the organization.
· Assessment Tests: Administering tests or assessments to evaluate candidates' technical skills, cognitive abilities, or personality traits.
· Reference Checks: Contacting previous employers or references to verify a candidate's work history and qualifications.
· Job Offers: Extending offers to selected candidates, including negotiating terms and conditions of employment.
· Onboarding: Integrating new hires into the organization through orientation programs and training.
Importance of Recruitment:
· Talent Acquisition: Recruitment is crucial for attracting and acquiring the best talent in the job market, ensuring that organizations have skilled individuals to achieve their goals.
· Organizational Growth: Effective recruitment enables organizations to grow and expand by bringing in the right people to meet business needs.
· Succession Planning: Recruitment plays a role in succession planning by identifying and preparing individuals for future leadership roles within the organization.
· Innovation and Adaptability: Bringing in diverse and skilled individuals fosters innovation and enhances the organization's ability to adapt to changing market conditions.
Factors That Could Help Recruitment:
· Clear Job Descriptions: Clearly define job roles and responsibilities in job descriptions to attract candidates with the right skills and qualifications.
· Effective Employer Branding: Promote a positive employer brand to attract candidates who align with the organization's values and culture.
· Streamlined Recruitment Process: Ensure that the recruitment process is efficient, transparent, and candidate-friendly to attract and retain top talent.
· Engaging Job Postings: Craft compelling job postings that not only list requirements but also highlight the benefits and opportunities the organization offers.
· Networking and Referrals: Leverage professional networks and employee referrals to tap into a wider pool of qualified candidates.
Factors That Could Affect Recruitment:
· Poor Employer Reputation: Negative reviews, a bad reputation, or past controversies can deter potential candidates from applying.
· Lengthy Hiring Process: A prolonged and complex hiring process may lead to the loss of qualified candidates to competitors.
· Ineffective Job Descriptions: Vague or inaccurate job descriptions may attract candidates who are not the right fit for the position.
· Lack of Diversity and Inclusion: An absence of diversity and inclusion in the recruitment process may limit the organization's ability to attract a broad range of candidates.
· Uncompetitive Compensation: Below-market salaries and benefits may make it challenging to attract and retain top talent.


Retention
Activities and Content of Retention:
· Employee Recognition Programs: Establishing programs to acknowledge and reward employees for their achievements and contributions.
· Professional Development Opportunities: Providing training and career development opportunities to enhance employees' skills and help them advance within the organization.
· Competitive Compensation and Benefits: Offering competitive salary and benefits packages to ensure that employees are fairly compensated for their contributions.
· Work-Life Balance Initiatives: Implementing policies and programs that support a healthy work-life balance, such as flexible work schedules and remote work options.
· Clear Career Paths: Communicating transparent career paths and growth opportunities within the organization to motivate employees to stay and progress in their careers.
· Regular Performance Feedback: Providing regular feedback on performance and constructive guidance for improvement.
· Employee Well-being Programs: Promoting well-being through initiatives like health and wellness programs, mental health support, and stress management resources.
· Strong Leadership and Management: Fostering positive leadership and management practices that create a supportive and motivating work environment.
Importance of Retention:
· Cost Savings: Employee turnover can be expensive due to recruitment, onboarding, and training costs. Retention helps save resources by reducing the need for frequent hiring.
· Productivity and Knowledge Retention: Retaining experienced employees helps maintain a high level of productivity and preserves institutional knowledge within the organization.
· Employee Morale and Satisfaction: High retention rates contribute to a positive workplace culture, boosting employee morale and satisfaction.
· Organizational Stability: Consistent staff members contribute to organizational stability and the ability to execute long-term strategies.
Factors That Could Help Retention:
· Employee Recognition and Rewards: Acknowledging and rewarding employees for their achievements and contributions boosts morale and reinforces a positive workplace culture.
· Career Development Opportunities: Offering opportunities for professional growth and advancement encourages employees to stay and invest in their careers.
· Competitive Compensation: Ensuring that salary and benefits packages are competitive within the industry helps retain top talent.
· Work-Life Balance: Supporting work-life balance through flexible scheduling and remote work options contributes to employee well-being and satisfaction.
· Positive Work Environment: Cultivating a positive work environment with strong leadership and supportive management fosters employee loyalty.
Factors That Could Affect Retention:
· Poor Leadership: Negative leadership practices, lack of communication, and ineffective management can contribute to employee dissatisfaction and turnover.
· Limited Growth Opportunities: If employees perceive limited opportunities for advancement or career growth, they may seek opportunities elsewhere.
· Uncompetitive Compensation: Below-market salaries and benefits may lead employees to explore opportunities with better compensation packages.
· Workplace Stress and Burnout: High levels of stress, unrealistic workloads, and burnout can contribute to employee dissatisfaction and increase the likelihood of turnover.
· Lack of Recognition: Employees who feel undervalued or unappreciated may become disengaged and more likely to leave the organization.
EXTERNAL CHALLENGES
For all three stages considered above,(each with internal positive and negative factors) there are external factors, environment characteristics which could influence HR proficiency.
External factors can significantly impact the attraction, recruitment, and retention of staff for different brands in the hospitality industry. Here are some key external factors:
· Staff Shortage: Impact on Recruitment and Retention: A general shortage of skilled workforce in the market can make it challenging to attract and retain qualified employees. This is particularly relevant in industries such as hospitality.
· High Retirement Rate: Impact on Recruitment: A high retirement rate in the industry can create a need for frequent recruitment to replace outgoing talent.
Impact on Retention: The departure of experienced employees may also affect retention, especially if succession planning is not effectively implemented.
· Changing Generations in the Workforce: Impact on Attraction and Retention: Different generations may have diverse expectations regarding work culture, benefits, and work-life balance. Adapting recruitment and retention strategies to cater to various generational needs is essential.
· Global Events (War, Pandemics): Impact on Attraction and Retention: Events like wars or pandemics, such as COVID19, can disrupt the workforce by affecting travel, health concerns, and economic stability. These events may impact recruitment efforts and employee retention due to uncertainties and changing priorities.
· Brexit: Impact on Recruitment: Changes in immigration policies and labour mobility due to events like Brexit can influence the availability of international talent, impacting recruitment strategies. Impact on Retention: It may also affect the retention of existing international staff members, depending on the regulatory environment and their ability to work in the host country.
· Inflation: Impact on Attraction and Retention: Inflation can affect the cost of living, making competitive compensation and benefits packages crucial for attracting and retaining talent.
· Economic Downturns: Impact on Attraction and Retention: Economic downturns can lead to job uncertainty, affecting attraction and retention. Organizations may need to adapt strategies during challenging economic times.
· Technology Advancements: Impact on Attraction and Retention: The adoption of new technologies may require upskilling of the workforce. Companies that invest in training and development may attract and retain tech-savvy employees. Here could precise AI integration and assimilation, once in AI integration in work-field for repetitive tasks, and second AI replacing at all people at work in position where this is possible.
· Environmental and Social Responsibility: Impact on Attraction and Retention: Increasing awareness of environmental and social responsibility can influence the choice of employers for candidates who align with organizations that prioritize sustainability and ethical practices.
Navigating these external factors requires a proactive and adaptable approach in the design of attracting, recruitment and retention strategies. Regular monitoring of industry trends and staying informed about geopolitical and economic changes can help organizations respond effectively to external challenges. For a continuous perception of outside influence, let's create a SWOT analysis for our hotel, considering internal factors, and a PESTLE analysis for the external environment:
SWOT Analysis
· Strengths: Experienced Workforce: Your hotel may have a team with significant experience and expertise in the hospitality industry.
Strong Brand Presence: If your hotel has a well-established and positive reputation in the market.
Diverse Services: If your hotel offers a diverse range of services, such as restaurants, event spaces, or spa facilities.
· Weaknesses: Staff Shortages: Challenges in recruiting and retaining skilled staff.
Operational Inefficiencies: Areas where the hotel's operations could be streamlined or made more efficient.
Limited Technological Integration: If the hotel lags in adopting modern technologies that could enhance guest experiences and operational efficiency.
· Opportunities: Market Growth: Taking advantage of opportunities in the local market for hospitality services.
Technological Upgrades: Investing in technology to improve guest services and streamline internal processes.
Collaborations and Partnerships: Exploring partnerships with local businesses or event organizers to attract more guests.
Threats: Economic Downturn: Potential impact of economic downturns affecting travel and leisure spending.
Intense Competition: The presence of strong competitors in the market.
Changing Consumer Preferences: Adapting to changing preferences and expectations of customers in the hospitality industry.
PESTLE Analysis for the External Environment:
Political:
Brexit Impacts: Changes in immigration policies and labor mobility due to Brexit.
Government Regulations: Compliance with local and national regulations affecting the hospitality industry.
Economic:
Inflation: Economic conditions influencing the cost of living and wage expectations.
Global Economic Trends: Economic factors affecting travel and leisure spending.
Social:
Changing Generations: Adapting to the expectations and preferences of different generations in the workforce and customer base.
Health and Wellness Trends: Addressing increasing awareness of health and wellness in consumer choices.
Technological:
Tech Integration: Embracing technology advancements to enhance guest experiences and operational efficiency.
Digital Marketing: Leveraging digital platforms for marketing and customer engagement.
Legal:
Employment Laws: Adherence to local and national employment laws and regulations.
Environmental Regulations: Compliance with regulations related to sustainability and environmental responsibility.
Environmental:
Climate Change Impact: The potential impact of climate change on travel patterns and tourism.
Sustainability Practices: Emphasizing and integrating sustainable practices to meet growing environmental expectations.
This SWOT and PESTLE analysis provides a holistic overview, combining internal strengths and weaknesses with external opportunities and threats, giving possibilities to swap negative factors in advantages (Gallagher, 2022). It can guide strategic decision-making and help your hotel navigate challenges and capitalize on opportunities in the dynamic hospitality industry.

HR ROLE
Human Resources (HR) plays a pivotal role in researching, understanding, and addressing internal and external factors that impact an organization. Here are the implications of HR involvement in this process and examples of what HR departments in big brands have done to adapt to challenges in the market:
· Strategic Alignment: HR needs to align its strategies with the overall business goals. Understanding internal and external factors allows HR to contribute to the development and execution of business strategies.
· Talent Management: Identifying talent gaps and addressing skill shortages or areas of expertise needed for the organization's future success.
· Employee Engagement: Enhancing employee engagement by addressing factors that impact job satisfaction, motivation, and well-being.
· Adaptability and Change Management: Preparing the workforce for changes by facilitating training programs, communication strategies, and organizational change management.
· Employer Branding: Crafting and promoting a positive employer brand to attract and retain top talent in a competitive market.
· Diversity and Inclusion: Addressing the diverse needs and expectations of the workforce, considering factors such as generational differences, cultural diversity, and inclusion initiatives.
· Global Considerations: Managing talent across borders by navigating legal, cultural, and economic differences for organizations with a global footprint.
Examples of HR Initiatives in Big Brands:
Google: Google's HR department focuses on creating a positive work environment with innovative perks, flexible work arrangements, and a commitment to diversity and inclusion. They conduct regular surveys to understand employee needs and implement changes accordingly.
Amazon: Amazon's HR team is known for its emphasis on talent development. The company invests heavily in training and upskilling programs to help employees grow within the organization. They also prioritize employee well-being through initiatives like mental health support.
Microsoft: Microsoft's HR has been actively involved in promoting diversity and inclusion. They implemented initiatives to address gender pay gaps and launched programs to encourage diverse hiring practices. The HR team is also involved in supporting remote work and flexible scheduling.
Marriott International: Marriott's HR department focuses on talent management and development. They offer extensive training programs and leadership development initiatives to nurture internal talent. Marriott also actively promotes diversity and inclusion in its workforce.
IBM: IBM's HR emphasizes continuous learning and skill development. The company invests in educational programs to equip employees with the latest technologies and industry trends. IBM's HR also plays a role in supporting remote work policies and work-life balance.

CONCLUSION
Considering all above, few recommendations for HR:
· Data-Driven Decision-Making: Use data analytics to gather insights into employee behaviour, preferences, and performance, enabling HR to make informed decisions.
· Agile Workforce Planning: Develop agile workforce planning strategies that can quickly adapt to changing market conditions, technological advancements, and economic shifts.
· CPD/Continuous Learning and Development: Prioritize continuous learning and development programs to ensure that employees acquire the skills needed to meet evolving job requirements.
· Employee Well-being Programs: Implement comprehensive employee well-being programs to support mental and physical health, especially in times of external challenges like pandemics or economic downturns.
· Flexible Work Arrangements: Embrace flexible work arrangements to accommodate changing workforce expectations and respond to external factors like global events or technological advancements.
· Succession Planning: Implement robust succession planning to ensure a smooth transition during leadership changes and to mitigate the impact of factors like high retirement rates.
· Global Talent Management: Develop strategies for global talent management, considering the impact of geopolitical factors, immigration policies, and cultural differences on workforce dynamics.
By actively engaging in these initiatives, HR departments contribute to the overall resilience and adaptability of organizations, ensuring that they can thrive in a challenging and dynamic market.
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