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Introduction and Background

Introduction:

The following research project proposal is a report where answer the question is the external challenge a good or a bad? This report analyses the impacts of external environment on employee recruitment and retention background. Therefore, the proposal is for the General Manager of hotel Radisson to highlight solutions to the current external challenges such as AI (Automatic intelligence), retirement tide and how these challenges re-shape employee recruitment and retention.


Background:

1.1 Brief Overview of Hotel Radisson
Hotel Radisson, a renowned player in the hospitality industry, has consistently provided luxurious accommodation and exceptional services to its guests. With a global presence, Radisson faces numerous external challenges that significantly influence its operational dynamics. The proposal aims to explore and analyse the impact of these challenges, such as Automatic Intelligence (AI), the Retirement Tide, and other factors, on employee recruitment and retention within the organization.
1.2 Identification of Current Challenges
The current challenges faced by Hotel Radisson are multifaceted and require thorough investigation. These challenges include the integration of AI in various hotel operations, the impact of the global retirement tide leading to a potential shortage of skilled employees, and the implications of external factors like Brexit, Covid, Inflation, and the Economic Situation. Furthermore, the proposal will focus on understanding the influence of these challenges on employee retention rates.
1.3 Factors Affecting Retention
To comprehend the challenges comprehensively, it is essential to identify internal factors influencing retention. Issues such as staff shortage, inadequate training, and poor management can contribute to high employee turnover rates. This proposal aims to delve into these aspects to provide valuable insights into crafting effective strategies for employee retention.
1.4 Pestle and SWOT analyses
The hotel industry is highly dynamic, with external factors playing a crucial role in shaping its internal affairs. The analysis will delve into the external environment through the lenses of PESTLE (Political, Economic, Social, Technological, Legal, and Environmental) and SWOT (Strengths, Weaknesses, Opportunities, Threats) frameworks. Understanding these external forces is essential for devising strategies to enhance employee retention.
Identifying and addressing these issues is vital for maintaining a motivated and skilled workforce. The Radisson Hotel serves as an ideal case study to explore these challenges and propose effective solutions.


Discussion/ Literature

2.1 Overview of Existing Research
To provide a solid foundation for the research, a thorough literature review will be conducted. Previous studies on the impact of external challenges on employee recruitment and retention in the hospitality industry will be summarized. This section will explore findings related to AI integration, the global retirement tide, and the effects of external factors on employee retention.
2.2 Analysis of External Challenges
The discussion will encompass an analysis of current affairs such as Brexit, Covid, Inflation, and the Economic Situation, and their potential effects on employee retention. Drawing parallels with other industries and relevant case studies will aid in understanding the strategies employed by organizations facing similar challenges.
2.3 Industry Examples – Radisson's Response
Examining industry examples, especially within the hospitality sector, will shed light on how organizations, including Hotel Radisson, have coped with external challenges. Insights into Radisson's strategies, policies, and practices will be crucial to providing a comprehensive view of effective measures taken to address the identified challenges.
2.4 Potential Solutions
Drawing from existing literature and industry examples, potential solutions to mitigate the impact of external challenges on employee retention will be discussed. Strategies to enhance training programs, improve management practices, and leverage technology, including AI, will be explored as potential avenues for addressing the identified challenges.

The realm of employee recruitment and retention is a critical aspect of human resource management, and researchers have extensively explored the impact of external challenges on these processes. Before delving into the specifics of Radisson Hotel's situation, it is imperative to review existing literature and the broader context that frames the current challenges faced by the hospitality industry.

3.1 Overview of Existing Research
To provide a solid foundation for the research, a thorough literature review will be conducted. Previous studies on the impact of external challenges on employee recruitment and retention in the hospitality industry will be summarized. This section will explore findings related to AI integration, the global retirement tide, and the effects of external factors on employee retention.
3.2 Analysis of External Challenges
The discussion will encompass an analysis of current affairs such as Brexit, Covid, Inflation, and the Economic Situation, and their potential effects on employee retention. Drawing parallels with other industries and relevant case studies will aid in understanding the strategies employed by organizations facing similar challenges.
3.3 Industry Examples – Radisson's Response
Examining industry examples, especially within the hospitality sector, will shed light on how organizations, including Hotel Radisson, have coped with external challenges. Insights into Radisson's strategies, policies, and practices will be crucial to providing a comprehensive view of effective measures taken to address the identified challenges.
3.4 Potential Solutions
Drawing from existing literature and industry examples, potential solutions to mitigate the impact of external challenges on employee retention will be discussed. Strategies to enhance training programs, improve management practices, and leverage technology, including AI, will be explored as potential avenues for addressing the identified challenges.

3.5 Impact of Economic Factors: Economic situations, characterized by fluctuations in GDP, inflation rates, and overall market stability, significantly influence employee retention. Research by Allen and Freeman (1987) suggests that economic downturns often lead to decreased job opportunities in other sectors, inadvertently increasing employee retention rates. On the flip side, periods of economic prosperity may create a competitive job market, making retention more challenging.
3.6 Global Retirement Tide: The impending wave of global retirements poses a substantial challenge to workforce planning. The works of Carstensen and DeLiema (2018) highlight the demographic shifts globally, emphasizing the need for organizations to devise strategies to transfer knowledge from outgoing employees to the incoming workforce. This phenomenon is particularly pertinent in the context of the hospitality industry, where experience plays a pivotal role in delivering exceptional customer service.
3.7 Impact of Technological Advancements (AI): The integration of Automatic Intelligence (AI) and technology in the workplace has been a subject of intense study. Cascio and Montealegre (2016) discuss the potential benefits of AI, such as increased efficiency and reduced operational costs. However, the downside includes concerns about job displacement and the need for employees to acquire new skills. Organizations must strike a balance between technological integration and preserving the human touch in hospitality.
3.8  Brexit and COVID-19 Disruptions: Recent geopolitical events, such as Brexit, and the ongoing global COVID-19 pandemic have created unprecedented challenges for the hospitality sector. Research by Baum and Hai (2020) underscores the impact of Brexit on labour mobility and the supply of skilled workers, while studies by Gursoy et al. (2020) delve into the multifaceted effects of the pandemic on employee well-being and the overall workforce landscape.
3.9  Potential Solutions: Addressing these challenges requires a multifaceted approach. Continuous training and development programs, as suggested by Stone and Deadrick (2015), can equip employees with the skills necessary to adapt to technological changes and industry shifts. Strategic workforce planning, advocated by Bechet (2017), is crucial for anticipating and mitigating the effects of the global retirement tide.
4.0 Industry Examples: Successful organizations within the hospitality sector provide valuable insights into effective retention strategies. For instance, Marriott International's initiative to invest in employee well-being programs (Kim et al., 2017) showcases a proactive approach to address the challenges posed by external factors. Hilton World wide’s emphasis on diversity and inclusion (Dhar, 2018) illustrates how organizations can create a positive workplace culture that fosters employee loyalty.
4.1 Conclusion of Literature Review: In conclusion, the literature review emphasizes the intricate interplay between external challenges and employee recruitment and retention in the hospitality industry. The studies and findings discussed provide a foundation for understanding the complex landscape in which organizations, including Radisson Hotel, operate. The subsequent sections of this research proposal will build upon this literature to offer tailored solutions for Radisson's unique challenges.


Evaluation and Conclusion

4.2 Summarization of Findings
The evaluation section will summarize the key findings of the research, emphasizing the critical insights gained from the literature review and industry examples. This will provide a cohesive understanding of the multifaceted challenges faced by Hotel Radisson in the context of employee recruitment and retention.
Main Findings:
1. Economic Factors and Global Retirement Tide: Economic fluctuations impact employee retention, with downturns potentially increasing retention due to limited job opportunities elsewhere. The global Retirement Tide emphasizes the need for knowledge transfer strategies to ensure a smooth transition from experienced employees to the next generation.
2. Impact of Technological Advancements (AI): The integration of AI introduces both opportunities and challenges. While it enhances efficiency, there are concerns about job displacement, necessitating a delicate balance between technological advancement and employee well-being.
3. Geopolitical and Health Crises (Brexit and COVID-19): These disruptions affect labour mobility, supply chains, and overall workforce dynamics. The hospitality sector faces the challenge of adapting to changing regulations, ensuring employee well-being, and maintaining operational resilience.

4.3 Implications and Recommendations
Discussing the implications of the findings will pave the way for actionable recommendations. These recommendations will be tailored to address the challenges identified, offering practical and strategic insights for the General Manager of Hotel Radisson to enhance employee recruitment and retention strategies.
1. Strategic Workforce Planning: Proactive workforce planning is imperative to navigate the challenges posed by the Retirement Tide. Identifying key roles, implementing mentorship programs, and leveraging technology for knowledge management are essential components.
2. Continuous Training and Development: Given the rapid pace of technological advancement, investing in continuous training programs is crucial. Employees should be equipped with the skills required to adapt to evolving job roles and technological changes, aligning with the findings of Stone and Deadrick (2015).
3. Employee Well-being Programs: The impacts of geopolitical and health crises underline the importance of prioritizing employee well-being. Programs that address mental health, flexible work arrangements, and robust health and safety protocols contribute to a resilient and loyal workforce.
4. Diversity and Inclusion Initiatives: Following the example of Hilton Worldwide (Dhar, 2018), fostering a workplace culture that promotes diversity and inclusion enhances employee satisfaction and loyalty. This is particularly pertinent in a global context affected by events like Brexit.
Recommendations:
1. Develop a Comprehensive Workforce Plan: Radisson Hotel should engage in strategic workforce planning to identify critical roles, potential skill gaps, and succession plans. This approach ensures a smooth transition during the Retirement Tide.
2. Implement Continuous Training Programs: Invest in ongoing training and development initiatives to upskill employees and prepare them for the evolving technological landscape. This aligns with the recommendations of Stone and Deadrick (2015) and Cascio and Montealegre (2016).
3. Prioritize Employee Well-being: Establish programs and policies that prioritize the health and well-being of employees. This includes mental health support, flexible work arrangements, and health and safety measures aligned with current global health considerations.
4. Enhance Diversity and Inclusion Practices: Following the model of Hilton Worldwide (Dhar, 2018), Radisson should prioritize diversity and inclusion initiatives. This contributes to a positive workplace culture, fostering employee loyalty and satisfaction.

4.4 Conclusion
In conclusion, this research project proposes a comprehensive analysis of external challenges and their impact on employee recruitment and retention at Hotel Radisson. By examining existing literature, industry examples, and proposing potential solutions, the project aims to equip the organization with valuable insights to navigate the complexities of the contemporary business environment.
The research findings, informed by the literature review, will be synthesized to provide a comprehensive understanding of how external challenges affect employee recruitment and retention at the Radisson Hotel. The implications of these findings for the broader hotel industry, particularly in terms of talent management, will be critically examined.

The question of whether external challenges are inherently good or bad requires nuanced consideration. External challenges can be seen as both opportunities and threats. On one hand, challenges such as the integration of AI provide opportunities for innovation, efficiency, and improved guest experiences. On the other hand, these challenges can pose threats in terms of job displacement and the need for extensive employee retraining.
For instance, the Retirement Tide may create opportunities for younger talents to step into leadership roles, bringing in fresh perspectives. Simultaneously, it presents a challenge in terms of knowledge transfer and retaining the institutional wisdom of experienced employees. The external challenges faced by the Radisson Hotel, therefore, can be viewed as a double-edged sword, requiring strategic navigation.
The proposed solutions, drawing on scholarly research and industry best practices, aim to mitigate the negative impacts of these challenges while leveraging the positive aspects. By doing so, the Radisson Hotel can position itself as an adaptive and attractive employer in the ever-evolving hospitality industry.
In conclusion, the identified solutions are tailored to address the unique challenges faced by Radisson Hotel. By adopting these recommendations, the hotel can not only navigate the external challenges effectively but also position itself as an employer of choice in the competitive hospitality industry. Through strategic planning, continuous development, employee well-being initiatives, and a commitment to diversity and inclusion, Radisson Hotel can build a resilient workforce capable of thriving in the face of ongoing external challenges.
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