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Executive Summary
This extensive study examined how external factors affect Hilton Hotel staff recruitment and retention using PESTEL and SWOT analyses. The study found that political, economic, sociological, technical, environmental, and legal issues greatly influence recruitment and retention. Brexit, economic volatility, societal changes, technology advances, environmental sustainability concerns, and growing regulatory frameworks all affect Hilton's worker dynamics. The organization's strengths, weaknesses, opportunities, and threats underlined the need to address issues like low-wage and high-stress work circumstances. The analysis shows that Hilton must adapt its business approach to the ever-changing external environment. Educational partnerships, competitive compensation packages, training and development programmes, and supportive initiatives to mitigate external factors were suggested to improve employee recruitment and retention. Hilton Hotels may dominate the competitive hospitality business by following these tips. This will help the company retain a motivated and enthusiastic team that supports its goal of becoming the most hospitable business.
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[bookmark: _Toc150377885]Introduction and Background
Hilton Worldwide Holdings Inc., known as Hilton, runs a large chain of hotels and resorts. Conrad Hilton founded Hilton in 1919, making it one of the leading hotel chains. Hilton Hotels and Resorts, Waldorf Astoria, Conrad, DoubleTree by Hilton, and others are among the brands represented by the McLean, Virginia-based firm in over 100 countries (Hilton Hotels, 2023). Hilton strives to be the world's most hospitable corporation by providing excellent hospitality, innovation, and corporate responsibility. Hilton has established the bar for luxury and comfort in hospitality with nearly a century of experience and a commitment to excellence.
[bookmark: _Toc150377886]Current Challenge on employee retention issues
Hilton Hotels' reputation, operational efficiency, and success depend on employee retention. Hotels are known for significant employee turnover, and Hilton is no exception. Hilton's employee retention issues stem from several sources. First, seasonality is a big factor in hotel employee retention. Many entry-level workers in this area see it as a transitory employment or a stepping stone to other careers (Meyer and Smith, 2017). This mindset causes considerable turnover, especially during busy seasons when hotels need a huge crew. Hilton's resources and service quality can be strained by frequent hiring and training. Second, low wages and significant stress can cause employee burnout in the hospitality business. Housekeepers, servers, and front-desk workers generally work long hours and deal with demanding customers. This might cause workplace unhappiness and lead to job searches for better pay and benefits. Thirdly, hotels compete fiercely for skilled and experienced workers. Industry talent is in high demand, and competitor hotels often recruit staff (Meyer and Smith, 2017). Hilton must always retain great staff and offer incentives to keep them from leaving for better chances. Employee retention is further complicated by the COVID-19 pandemic. The pandemic forced Hilton to lay off or furlough many workers, eroding trust and job security. Hilton is struggling to rebuild its personnel and recover public trust.
[bookmark: _Toc150377887]Impact of employee retention
Hilton Hotels' guest experience and bottom line can suffer from employee retention concerns. Frequent staff turnover disturbs service quality and guest happiness, lowering loyalty (Allen et al., 2017). If customers have inconsistent staff interactions, Hilton's image as a top hospitality provider may deteriorate. High employee turnover increases recruitment and training costs. Hilton may struggle financially and operationally due to its ongoing hiring and onboarding. Hilton must pay to retrain new workers after trained employees leave, which is costly. Hilton may also struggle to develop and adapt to changing client needs and industry trends due to a lack of experienced and committed workers. Skilled, long-term employees are more inclined to innovate, improve, and share insights. Maintaining a cohesive and knowledgeable workforce is difficult with frequent turnover. Employee morale and engagement might also suffer from high turnover. When coworkers leave regularly, employees may feel disillusioned, lowering productivity and morale (Wright and Bonett, 2016). Demotivated workers may not provide excellent service, which might lower client satisfaction.

[bookmark: _Toc150377888]Literature Review
An organization's human resources strategy depends on employee recruitment and retention, which are affected by several external factors. This research review investigates how the external environment affects these essential HR responsibilities, focusing on retention rates, industry examples, and Brexit.
[bookmark: _Toc150377889]Retention Rates
Employee retention rates are a crucial performance metric for organisations, influenced by external influences. Research reveals that labour market dynamics, economic factors, and labour legislation affect retention rates. During economic downturns, organisations may lay off workers and downsize, which can lower retention rates (Cappelli, 2020). However, a strong job market might boost employee turnover as job seekers feel more confident in finding better possibilities (Boroff and Lewin, 2017). Minimum wage rules, occupational safety, and health standards can also affect an organization's capacity to retain personnel (Gomez-Mejia, Balkin, and Cardy, 2021).
[bookmark: _Toc150377890]Industry Examples
Different industries face different external pressures that affect employee recruitment and retention. The high-tech industry has a scarcity of trained individuals due to rapid technological change (Boroff and Lewin, 2017). In this competitive atmosphere, maintaining talent is difficult. An ageing population and rising healthcare demand make recruitment difficult in the healthcare business, affected by demographics and laws (Horwitz and Horwitz, 2017). The hospitality industry has high turnover due to seasonal work, poor wages, and external variables such natural disasters (Zopiatis, Constanti, and Theocharous, 2015). These industry-specific factors highlight the necessity for unique staff recruiting and retention methods.
[bookmark: _Toc150377891]Brexit Issues
Brexit has changed employee recruiting and retention in the UK. Brexit has different effects on the labour market, affecting UK and EU organisations, according to research. Labour mobility restrictions have hindered UK companies' capacity to recruit and retain EU workers (Spiegelaere, Dobbelaere, and Geeroms, 2020). Organisations in both regions face fewer talent and more administrative hurdles since the UK and EU ended free movement. Brexit uncertainty has produced economic instability, affecting job seekers' confidence and desire to relocate jobs or countries (Dustmann and Frattini, 2014). EU nationals are confused about their legal status and future in the UK, making it difficult for UK organisations to keep them. Immigration policy reforms and the UK's points-based system have made it harder for companies to hire competent foreign workers (Ruhs and Anderson, 2020). Organisations struggle to recruit and retain non-UK workers due to these immigration regulations' complexity and ambiguity. Brexit has changed trade and economic linkages, affecting export-import-supply chain businesses (Shen and Zajac, 2019). Immigration and labour mobility have also changed. Brexit-related economic uncertainty may make recruitment and retention harder for companies in these trade dynamics.
Labour market dynamics, economic factors, and labour legislation affect retention rates. Industry-specific factors like high-tech technology change or healthcare demographics necessitate unique HR strategies. Brexit shows how national political and economic developments can affect employee recruitment and retention. Brexit's effects on labour mobility, economic uncertainty, and immigration rules demonstrate the challenges organisations confront in recruiting and retaining talent. To handle these difficulties, organisations must adjust their HR strategy to the changing external environment and consider industry and geographical specifics.
[bookmark: _Toc150377892]PESTEL and SWOT analysis
Hilton Hotels' strong service standards depend on employee retention. Hilton's workforce retention challenges and opportunities can be revealed by PESTEL and SWOT analyses of the external environment. This literature study examines how Brexit, COVID-19, inflation, the economy, and global retirement affect Hilton's staff retention efforts.
PESTEL Analysis:
Political Factors:  Policy changes and instability might affect staff retention. Brexit changed immigration and labour mobility, impacting Hilton's capacity to keep a diversified workforce (Ellickson, 2018). The termination of free movement between the UK and EU caused uncertainty and potential workforce attrition for Hilton's UK and European employees.
Economic Factors: Economic conditions greatly affect retention rates. Lockdowns and travel restrictions caused hotel layoffs and furloughs due to COVID-19. Economic downturns hurt Hilton retention as employees faced job instability (Ellickson, 2018).
Social Factors: Social and cultural changes might also effect retention. The global retirement tide and ageing workforce make retaining experienced workers difficult. Hilton must develop a climate that attracts and uses older workers' expertise (Hilton Hotels, 2023).
Technological Factors: Technology can improve job satisfaction or make roles obsolete, affecting employee retention. Technology integration into operations and service delivery can help Hilton retain employees by providing skill development, personal growth, and job security (Hilton Hotels, 2023).
Environmental Factors: Sustainability and climate change might affect an organization's employer appeal (Soltani et al., 2017). Hilton's sustainability efforts can help retain employees by aligning with their beliefs and attracting green talent.
Legal Factors: Labour laws and regulations might affect retention. Legal concerns were crucial during the COVID-19 epidemic, as governments adopted labor-related restrictions to safeguard workers (Soltani et al., 2017). These regulations affected Hilton's staff management.
SWOT Analysis:
Strengths: Hilton's global brand and presence help retain employees (Hilton Hotels, 2023). The company's training and development reputation can help retain employees. Hilton's diversity and inclusion efforts boost its employer appeal, which may boost retention.
Weaknesses: Low-wage positions and excessive stress might harm hospitality retention. Stressful working conditions can cause burnout and turnover in front-line workers. Hilton must improve these areas by offering competitive pay and employee well-being (Soltani et al., 2017).
Opportunities: Hilton may reuse veteran workers' knowledge as the global workforce ages. Hilton can profit from older workers' abilities by supporting flexible working arrangements and gradual retirement (Hilton Hotels, 2023).
Threats: Economic uncertainty and external shocks like COVID-19 and inflation threaten Hilton's retention efforts. These variables might cause employment insecurity and low job satisfaction, making talent retention harder. Hilton needs financial wellness and career development programmes to reduce these threats and boost retention (Soltani et al., 2017).
[bookmark: _Toc150377893]Potential Solution
Hilton Hotels might handle employee recruitment and retention with the following:
First, Hilton can start with job-market-relevant recruitment methods. For instance, they can work with schools and offer internships or apprenticeships to attract new talent. By working with schools, Hilton can train and familiarise potential hires (PwC, 2019). Second, Hilton can retain employees by giving competitive pay and benefits. Industry examples show such methods work (PwC, 2019). Marriott International's attractive salaries and perks boost employee satisfaction and retention. Hilton could follow suit and improve its wages to stay competitive. Third, Hilton can spend in industry-specific staff training and development (SHRM, 2020). Marriott's "My Path" programme encourages employees to stay and improve by offering career development. Hilton may create similar programmes to motivate employees. Finally, by supporting employees affected by Brexit, COVID-19, inflation, and economic conditions, Hilton may actively mitigate their effects. Hyatt Hotels Corporation created a "Hyatt Care Fund" to help furloughed workers during the pandemic, showing its dedication to employee well-being. Hilton can take similar steps to ease its employees' financial and emotional strains during uncertain times (SHRM, 2020). These solutions can help Hilton Hotels recruit and retain employees, improving its position in the competitive hospitality market (Griffin et al., 2019).


[bookmark: _Toc150377894]Evaluation and Conclusion
[bookmark: _Toc150377895]Findings of the Study
The study found that PESTEL and SWOT analyses show that external factors affect Hilton Hotel staff recruitment and retention. Brexit, COVID-19, inflation, economic conditions, and the global retirement tidal affect the organization's labour management plans. Political concerns like Brexit have hampered Hilton's capacity to recruit and keep a diverse staff by affecting immigration policies and labour mobility. Economic uncertainties like COVID-19 and inflation have caused employment instability and low work satisfaction, affecting retention. Hilton must adjust its HR strategies to accommodate an ageing workforce due to sociocultural variables like the global retirement tide. Technical and environmental elements can improve employee retention through skill development and sustainability, whereas legal concerns like labour legislation require compliance and adaption (Ince, 2022).
[bookmark: _Toc150377896]Implications of the Study
These findings emphasise the need to align Hilton Hotels' workforce management strategy with the external environment. Hilton should maintain excellent immigration rules and support affected staff to ensure a seamless post-Brexit transition. Hilton must prioritise job security and well-being with financial wellness programmes and professional development due to COVID-19 and inflation. Policies that enable flexible working arrangements and phased retirement can help retain and use older workers' abilities and address the global retirement wave. Technology and environmental sustainability can boost employee retention. Labour law compliance is essential for a healthy and legal workforce management system (National Intelligence Council, 2021).
[bookmark: _Toc150377897]Recommendations for the Hotel
Innovative Recruitment Strategies: Hilton Hotels should engage with schools to develop potential. Internships and apprenticeships help acquire new talent and familiarise candidates with the company's operations.
Competitive wages: Hilton should offer competitive wages and complete benefits to boost retention. This strategy can be inspired by Marriott International, which offers competitive compensation and perks to boost job satisfaction and retention (Stewart and Brown, 2019).
Training and Development: Hilton should train and develop employees. Marriott's "My Path" programme has helped employees grow and stay. Similar programmes can motivate Hilton employees, progress careers, and increase retention.
Active Support: Hilton Hotels can help affected staff cope with Brexit, COVID-19, inflation, and economic difficulties by providing support and resources. The "Hyatt Care Fund" from the Hyatt Hotels Corporation during the epidemic provides financial aid to furloughed workers. These approaches can help retain employees by reducing financial and emotional stress during uncertain times.
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