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Introduction and Background


This report is based on the Premier Inn Hotel, Hartlepool Marina. Based on the northeast coastline of the UK, there are numerous tourist attractions such as the Royal Navy Museum and the upcoming Tall Ships. There are a vast amount of industries operating in the Hartlepool area such as the steelworks and the EDF power station leading to a popular hotel of choice for business and working travellers. 

Unfortunately the hospitality industry is faced with numerous external factors in current times such as Brexit, Inflation and Coronavirus. With these external factors there are direct impacts on the retention of staff, as can be seen with the staff shortages currently suffered by the hospitality industry. Due to numerous closures within the hotel industry during the coronavirus pandemic there is an evident lack of training of staff where during the reopening of hospitality industries a large number of staff were employed who had either been out of work for months or never worked the hospitality industry and in the rush to re-start the industry various aspects of training were overlooked. Brexit is another main contribution to the lack of hospitality staff due to the tighter restrictions on immigration limiting foreign workers who count for 16% of the hospitality workforce in the uk, according to ONS in 2019, before the covid outbreak and brexit. Without these workers the hospitality industry suffers due to lack of skill and willingness to do certain jobs such as housekeeping and maintenance. 

Retention of staff is proving to be difficult within the hotel due to the current external factors as well as internal factors such as poor management. Premier inn hotels now work in groups of 2-3 where one general manager will operate between all hotels therefore there are days where there are no managers present within the hotel causing lack of engagement and for productivity to fall.  



Brexit

The office of national statistics carried out research between 2016 and 2018 which found that out of 501,000 non-British nationals who worked in tourism, an estimated 64% were EU nationals and 36% were non-EU nationals. This shows the vast numbers of employees which were granted work permits due to being a part of the European Union. And furthermore in the capital city London, one in four hospitality workers were non british nationals, this just shows how much the hospitality industry relies on foreign workers in order to operate which is one of the largest reasons as to why the hospitality industry is suffering from a staff shortage currently. 
There were 3.2 million people who worked in hospitality between 2016 and 2018 of which 16% were non-British nationals, made up of 10% EU nationals and 6% non-EU nationals. In comparison with only 11% who were non-British nationals in all other industries combined. (ONS, 2019) Therefore it is evident that the hospitality sector is highly reliant on migrant workers in order to operate however with Brexit taking place in January 2020 there were much more barriers to entry with work permits and visas becoming increasingly difficult to attain therefore many migrants were forced to return to their home country, leaving a huge employment gap within the hotel industry.  From a report carried out in 2021 it was found that Staff were made redundant and/or asked to work overtime making effective human resource management very difficult. Spanaki, Papatheodorou and Pappas, (2021). As staff were made redundant at this time with employment increasingly difficult due to brexit regulations many of the hospitality industry workers who were let go during covid time returned to their home country leaving a larger gap in employment when the hospitality industry would reopen again. 
Recruitment and retention of staff became increasingly difficult due to new laws introduced under the European Union Withdrawal Agreement Act 2020. This is due to the stricter laws on remaining in the UK under temporary visas where when these visa expire recipients would be forced to leave the UK and therefore leave the workforce, specifically for the hotel industry this becomes difficult to fill these positions due to the reduced workers available in the UK as a result of Brexit. 
Coronavirus Pandemic 
The coronavirus pandemic sent the UK into lockdown on the 20th March 2020, throwing yet another curveball towards the hospitality industry. During 2020, the majority of the hospitality industry was forced to close to help prevent the spread of the virus. As a result of this a large number of employees had to be working either dramatically reduced hours or to be out of work completely.  Due to a long period out of work it was difficult to re-enter the hospitality sector the same as before as a lot of training and qualifications may have expired such as Health and Safety or first Aid etc and the mentality has likely changed over time with lots of time to think and a large number of the workforce did not return to their original employment. From a survey by Joblist, it reveals that in 2021 Half of the former hospitality workers said that they wouldn't return to their old jobs and a third said that they weren't even considering reentering the industry at all. This demonstrates the detrimental impact in which the Covid closures had on the workforce in the hospitality industry. 
Due to occupancy rates decreasing by 63% in March 2020, Argawal (2021), many hotel workers were out of work and therefore seeking work in other industries such as Food and Beverage takeouts which were thriving due to lockdown and also deliveries etc, therefore once the hospitality sector fully reopened it was difficult to attract employees back to work leaving a gap in the workforce. 


SWOT Analysis of Recruitment and Retention in Hotel Industry

Specifically relating to the Hartlepool Marina Premier Inn Hotel
	Strengths 

Brand Reputation- Whitbread are a large brand with numerous hotels, pubs and restaurants which generally have a strong brand reputation which can attract workers.

Pay- Premier Inn offers a very competitive salary and there are opportunities for growth with management opportunities available throughout career. 

Forecasted Growth- Premier Inn is one of the most popular chains within the UK and continues to grow, this offering stable employment. 
	Weaknesses

Lack of management- due to HM’s focussing on 2-3 different hotels there is not always management on site therefore a lack of clear leadership.


Large Chains lack personalised touch- Whitbread owners tend to never see their staff or speak to them whereas a small family run hotel will often praise staff and work alongside them offering a personal touch and create employee satisfaction. 




	Opportunities 

Advancement Opportunities- there are chances of promotion to management team due to Whitbread offering courses training selected staff to become management. 

Training- the chain offers numerous training courses for all staff when employed by Whitbread therefore staff gain knowledge in numerous departments allowing for growth.
	Threats

Larger Chains offering better perks- chains such as Hilton offer schemes where staff get discounted gym membership and offers to buy shares in the business which can attract more staff for better employee perks. 

Brexit- many hotel workers are from the EU and beyond however due to new legislation it is difficult to employ migrant workers.



Potential Solutions to External Barriers to Employment 

There are many barriers to employment as of recent times however there are some potential methods of employment around these issues. One being offering advanced training opportunities to allow for promotion, attracting more employees who look to grow while working as opposed to remaining in one job for a long time. For example, an employee can start as a receptionist but undergo training on the job for the potential to become assistant manager within a certain time frame. Offering these growth opportunities is likely to appeal to younger people with high aspirations of growth in their career. 

Furthermore, since coronavirus and lockdown as a result of it, a majority of people tend to enjoy a more flexible lifestyle with spending more time with family and friends and travelling ect, therefore to attract more staff, a flexible working schedule could be a potential solution to the workforce gap within the hospitality industry, by offering flexible holidays and working hours to suit personal needs this can improve staff retention and in turn improve productivity as the happier the workforce are, the more productive they are likely to be. 

Conclusion
In conclusion, it is evident the detrimental impact that numerous external factors have had on the recruitment and retention of hospitality workers. Main contributors being Coronavirus and Brexit which has led to a much reduced workforce due to redundancies and tighter restrictions on immigration. Due to the limited workforce available within the industry, hotels are struggling with the recruitment and retention of staff due to the huge loss of so many staff in the industry. 
From a point of view of the Hartlepool Marina Premier Inn, a lot of the industries closed including all tourist attractions meaning the hotel was forced to close. Staff were furloughed and out of work meaning many of its staff failed to return to work due to a long time out of work. Also with a long break various staff required additional training to return to work with main certifications such as first aid and fire safely causing a lag in the workforce with time being allocated to this as opposed to normal work which reduced productivity. 
With many employees leaving the industry it is now extremely difficult to find workers who are suitably experienced in the industry therefore, time and resources must be allocated in the training of new staff which carries a large cost in terms of time taken and money lost in productivity while having other employees shadow new starters. With this time lag between the employment and them being fully trained there has been a massive waste of resources therefore the HR department must look at ways to improve retention and ensure that new and trained employees stay working at the hotel. This can be through bonus schemes or offering additional training with further employment prospects to increase motivation. 
Recommendations 
Firstly , as a hotel manager I would look to offer a flexible working contract where employees can liaise with management in creating a schedule of working hours to remove the negative stigma of hospitality workers working extremely long shifts, where offering 6 days working only 4 hours a day may suit parents who only have childcare on a morning for example or students who are only free weekends. This is likely to attract more people into employment by offering a better working schedule which in turn will lead to a happier workforce, increased productivity and better brand reputation. 
Furthermore, the implementation of a higher aspirations training scheme to allow lower tier workers to train and have the potential of promotion and higher pay opportunities is likely to motivate staff, for example a training session on becoming head housekeeper for one area of the hotel can motivate employees to work harder in order to receive promotion and better employment prospects and also attract new employees seeking for better opportunities. 
One final recommendation is to introduce an apprenticeship scheme which can target school/college leavers who demand a lower wage in return for training. This can introduce brand new people to the industry who can be trained and enter open-minded to the industry for on the job training where management and colleagues can show them the way with every aspect of the hospitality industry, this in turn motivating the future generation of workers to join the hospitality sector due to the high amount of further opportunities within the industry with chances of promotion aswell as travelling and relocation, appealing to the younger generation. 
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