[image: Logo of UWTSD Moodle 2022/23]




Is the external challenge a good or bad?
Analyse the impacts of external environment on employee recruitment and retention

 



STUDENT NAME/ ID NUMBER: CATALINA TRASC/ 2018162
MODULE TITLE/CODE: PERSONNEL RESOURCING AND DEVELOPMENT / BMIH5005
LECTURER NAME: HELEN LEE
Word count: 1928


Executive Summary:
This report aims to addressing contemporary external challenges, such as the rise of Artificial Intelligence (AI), the impending retirement wave, and similar issues, that impact the hotel and hospitality sector, and examining how these challenges influence the recruitment and retention of employees.
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1.1 Actual challenges relating to employment and employee’s retention:
Employee retention can be defined as actively engaging in work by willingly contributing intellectual effort, experiencing positive emotions, and forming meaningful connections with others. Key components of employee retention include job satisfaction, compensation and benefits, work-life balance, recognition and rewards and others. ( Emma Bridger, 2018)
Various factors, including the COVID-19 pandemic and changes in immigration policies, led to a shortage of skilled and unskilled labor in the hospitality industry. Increasing emphasis on Diversity, equity, and inclusion in the workplace required hospitality businesses to reassess and enhance their inclusivity efforts. The integration of technology for contactless services and improved customer experiences required employees to adapt to new tools and systems. Shifts in work preferences emerged during the pandemic, with some employees seeking more flexibility, remote work options, or improved safety measures.
1.2 About Marriot International
The company started in 1927 in Washington by  J. Willard and Alice Sheets Marriott with a small bar with only 9 seats. In 1938 the business expanded by delivering food to airlines. Then in 1957 opened their first hotel in Virginia and in 1975 opened first European hotel in Amsterdam getting to 500 hotels until 1989. The company developed and arrived with 11 new brands in 2016 and today has 31 different brands divided by Luxury, Premium, Select, Longer Stays and Collections. (Marriot.com, 2023)
1.3 Marriot SWOT analysis
A SWOT analysis is essential to identify the internal and external factors that impact a company’s decisions and performance. Following are showed the strengths, weaknesses, opportunities and threats regarding employee recruitment and retention.
Mariott International Strengths:
1. Employee Benefits and Well-Being Programs: Robust employee benefits and well-being initiatives contribute to a positive work environment, enhancing Marriott's appeal as an employer of choice 
2. Good employee retention with a total workforce of 150,000. ( Marriot.com, 2023)
3. Training and Development Programs: Marriott's commitment to continuous training and development opportunities fosters skill enhancement and career growth, contributing to higher employee satisfaction. ( Marriot.com, 2023)
4. Global Presence: Marriott has over 3700 hotels and resorts and operates across 139 countries and territories, which increases the scope of its reach. This allows it to increase revenues while spreading the risk. 
5. Brand Recognition: Marriott's widespread global presence and strong brand recognition provide a competitive advantage in attracting a diverse pool of talented individuals. 
6. Market Leader: High brand recognition and recall : Being a market leader provides great strength and position to companies in the market.

Mariott International Weaknesses:
1. Competition from long established hotel chains means limited market share
2. A Code of conduct is a set of business practices that allow companies to remain ethical and successful. A strict code of conduct can result in employee dissatisfaction and high labor turnover. Marriott is famous for having a strict code of conduct. Employees of Marriott have complained about its suffocating environment from time to time.
3. The nature of the hospitality industry often leads to high turnover rates, posing a challenge for Marriott to retain skilled employees. ( Marriot.com, 2023)
4. Complex Organizational Structure: The size and complexity of Marriott's organizational structure may lead to communication challenges, impacting employee engagement and retention.

Mariott International Opportunities:
1. High potential in emerging markets.
2. Technological Advancements in Recruitment: Embracing innovative technologies for recruitment processes can enhance efficiency and help Marriott stay competitive in attracting top talent.
3. Expanding flexible work arrangements and remote work options can cater to evolving employee preferences and improve retention. ( Marriot.com, 2023)
4. Indian and as well as global hospitality sectors are looking at a boom.
Mariott International Threats:
1. Entry of several international brands along with the strong hold of long standing, well established Indian brands.
2. Economic downturns may lead to budget constraints, affecting recruitment efforts and making retention challenging.
3. Intense Competition: The hospitality industry is highly competitive, and Marriott faces competition from both traditional players and emerging disruptors, making talent retention crucial. ( Marriot.com, 2023)
2.1 Impact retention at Marriot International:
Marriot International has a major strategy in any department and they commit to create positive and sustainable impact wherever they do business. Marriott International is committed to transparency and open dialog on diversity, equity and inclusion. ( Marriot.com, 2023)
· Diversity, Equity, and Inclusion
Marriot have ingrained a culture of inclusivity, where they celebrate diversity and prioritize people's well-being. A fundamental power stems from Marriot’s capacity to foster diversity, equity, and inclusion, offering opportunities for team members, guests, property owners, franchise partners, and suppliers.
· Youth
Marriott is committed to tackling the worldwide challenge of youth unemployment and securing a more promising future for young people globally. They collaborate with nonprofit organizations to identify, educate, and guide the youth toward fulfilling careers.
2.2 What Marriott have done to deal with the external challenges
Marriott International, like many other hospitality companies, faced external challenges, particularly related to the COVID-19 pandemic. To address these challenges, Marriott implemented several strategies:
· Enhanced Cleaning Protocols: Marriott introduced the Marriott Cleanliness Council to develop and implement enhanced cleaning standards. This included increased cleaning of public areas, guest rooms, and the use of hospital-grade disinfectants.
( Serve360.marriott.com, 2023)
· Contactless Services: To minimize physical contact, Marriott offered contactless check-in and check-out options through their mobile app. They also encouraged mobile key access to rooms.
· Health and Safety Measures: Marriott promoted health and safety measures in line with local guidelines. This included mask requirements, social distancing, and other precautions. ( Marriot.com, 2023)
· Employee Support: Marriott provided support for its employees, including furlough and work-from-home arrangements during lockdowns. They also initiated training programs to prepare employees for the new operating environment. ( Marriot.com, 2023)
		Marriot International company is proud to maintain a highly diverse and inclusive workforce, viewing their associates' differences as a crucial strategic focus. As a testament to their commitment, Marriott has earned recognition as one of the World's Best Multinational Workplaces by Great Place to Work.
		They empower their associates to take the lead in promoting diversity and fostering inclusion. They create multicultural tools and resources to assist managers in gaining a deeper understanding of cultural variances. Marriot actively collaborate with organizations dedicated to assisting veterans and individuals with disabilities, providing opportunities for these groups. Additionally, prioritize the development of a workforce that encompasses multiple generations.

2.3 How global retirement tide affecting employee retention:
The hospitality industry often relies on experienced professionals to deliver high-quality services. The global retirement tide contributes to the aging of the workforce, leading to a potential skill drain as seasoned employees exit the industry (World Health Organization, 2021). Retaining this experienced talent becomes a critical aspect of maintaining service excellence.
The retirement tide can create challenges in attracting young talent to the hospitality industry. The perception of hospitality as a transient or physically demanding career may deter younger individuals from considering it as a long-term profession (Deloitte, 2021). HR professionals in hospitality must adapt recruitment strategies to showcase the industry's potential for career growth and stability.
To address the effects of the global retirement tide, hospitality organizations need robust workforce planning strategies. This includes evaluating staffing needs, identifying critical roles, and implementing flexibility in work arrangements to accommodate the evolving demographics of the workforce (SHRM, 2021).

2.4 How Brexit affecting retention:

		Brexit, the United Kingdom's withdrawal from the European Union, has triggered profound changes across various sectors. In the hospitality industry, the implications of Brexit have been multifaceted, affecting workforce dynamics, recruitment strategies, and most notably, employee retention. Following, there will be exposed the nuanced ways in which Brexit has influenced the retention of employees within the hospitality sector, drawing insights from recent studies and industry reports.  Prior to Brexit, the hospitality industry in the UK benefitted from a diverse workforce, with a substantial number of European Union (EU) nationals contributing their skills and talents. However, with the introduction of new immigration policies post-Brexit, there has been a notable decline in the number of EU nationals working in the UK hospitality sector (Migration Observatory, 2021). The reduction in diversity and cultural exchange poses challenges in maintaining an inclusive work environment, potentially impacting employee satisfaction and retention.  
		Brexit has ushered in a new era of immigration policies that prioritize skills-based criteria over the freedom of movement within the EU. The increased bureaucratic hurdles and visa requirements may deter skilled workers from choosing the UK as their preferred work destination (Office for National Statistics, 2021). This shift in immigration dynamics can lead to a shortage of qualified personnel in the hospitality industry, intensifying competition for talent and impacting employee retention.
		Impact on Employee Well-being and Job Security: The uncertainty surrounding Brexit and its aftermath has contributed to heightened anxiety among employees in the hospitality sector. Concerns about job security, changes in labor rights, and economic stability have been prominent (Smith et al., 2020). Such apprehensions can negatively influence morale and contribute to higher turnover rates as employees seek more stable work environments. Economic Impact and Wage Pressures:
		Brexit-induced economic changes, including fluctuations in the value of the British pound and disruptions in supply chains, have had cascading effects on the hospitality industry. These economic uncertainties may lead to cost-cutting measures, potentially affecting wage structures and employee benefits (Scottish Government, 2021). Wage pressures and reduced job perks can contribute to decreased employee satisfaction and, consequently, impact retention rates. 

2.5 What are potential solutions? 
		Addressing employee retention challenges in the hospitality sector requires a multifaceted approach that considers the unique characteristics of the industry. Potential solutions to enhance employee retention are presented below:
·    Competitive Compensation and Benefits- Offering competitive salaries and benefits packages to attract and retain skilled employees and provide performance-based incentives and recognition programs to motivate staff, can help in maintaining their interest with the organization and keep them loyal. Competitive salary structures and comprehensive benefits play a pivotal role in retaining talent (Mokaya, 2019)
· Incorporating flexible work arrangements, such as flexible scheduling and remote work options, can enhance work-life balance and cater to the evolving preferences of the workforce (Kelliher & Anderson, 2010). This flexibility contributes to employee satisfaction and loyalty.
· Recognition and Appreciation Programs -  Employee recognition programs contribute significantly to job satisfaction and retention (Torrington et al., 2017). Regular acknowledgment of achievements, milestones, and exemplary performance fosters a positive workplace culture and strengthens the emotional connection between employees and the organization.
		
3.Conclusion:
		HR departments in the hospitality sector face a complex array of challenges, demanding swift and inventive solutions. Economic instabilities, shortages of talent, burnout, technological transformations, and the imperatives of Diversity, Equity, and Inclusion (DEI) are fundamentally altering the dynamics of recruitment and retention. HR professionals can effectively steer through these challenges and bolster the industry's resilience and prosperity by embracing adaptable strategies, prioritizing employee well-being, and integrating technology into their approaches.
		In conclusion, Brexit has introduced a complex set of challenges for the hospitality industry, significantly influencing the retention of employees. The shift in workforce composition, changes in immigration policies, concerns about well-being and job security, and economic uncertainties collectively contribute to a dynamic landscape. Navigating these challenges will require strategic adaptations in recruitment and retention practices to ensure the continued vibrancy and success of the hospitality sector in the post-Brexit era.
		Regarding the global retirement tide, presents both challenges and opportunities for employee retention in the hospitality industry. By acknowledging the demographic shifts and implementing proactive strategies, organizations can position themselves to retain valuable talent, transfer critical knowledge, and create an environment that attracts and sustains a diverse and skilled workforce. Navigating these changes thoughtfully is crucial for the continued success of the hospitality sector.
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