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1- [bookmark: _Toc128634649]Introduction
When hiring new employees and keeping existing ones, the hospitality sector—including the hotel sector—faces substantial difficulties. The ongoing COVID-19 epidemic is one of the main problems since it has significantly reduced demand for hotel services and made it necessary for many hotels to cut back on staff (Agarwal, 2021). As a result, fewer job openings are available, job security has been reduced, and it is now harder to hire and keep staff.
Competition from other businesses is just another issue the hotel industry must deal with. Many prospective workers are drawn to different companies because they pay more as the labour market gets more competitive. Due to the skilled labour scarcity in the hotel sector, it is now more challenging to hire new personnel and keep existing ones.
1.1- [bookmark: _Toc128634650]Background information on Marriott
Almost 7,600 properties in 133 countries and territories comprise the extensive worldwide network of hotels and resorts managed by Marriott International, an American hospitality firm (Selin, 2022). Marriott is well known for providing great guest experiences, first-rate lodging, and customer service. Its 30 hotel brands include Marriott Hotels, Sheraton, and Ritz-Carlton (Linton et al., 2019). As long as hiring new employees and keeping existing ones is concerned, the Marriott hotel has encountered particular difficulties. Due to the outbreak in 2020, Marriott was compelled to fire tens of thousands of workers, which resulted in enormous financial damages for the business.
2- [bookmark: _Toc128634651]Current challenges affecting employee recruitment and retention in the hotel industry
[bookmark: _Toc128634652]2.1- PESTLE analysis
Like numerous other companies, the hotel sector in the UK has trouble finding and keeping employees. A PESTLE analysis is used to examine these problems.
· Political factors: Government regulatory changes, such as those relating to immigrants and Brexit, may have a big influence on hiring and keeping employees (French, 2018). Due to Brexit, there is a lack of qualified personnel in the hotel sector, especially in positions like cleaning and cooking. In addition, modifications to visa and residency permit regulations may make it harder for hotels to hire workers from outside, aggravating the skills deficit (Dalingwater, 2019).
· Economic factors: Economic factors, such as changes in the basic wage and cost of living, can also impact the hotel sector in the UK. Hotels find it difficult to maintain their revenue while guaranteeing that their workers receive a good wage now that the UK government has stated the National Living Wage would increase to £9.50 per hour by April 2022 (Trading Economics, 2022). Hotels reduce their salaries as a consequence, which might lead to increased worker turnover.
[image: ]
Figure 1: Source: Trading Economics

· Social factors: Social elements that affect recruiting and turnover include alterations in worker demands and tastes. Today's workforce, especially millennials and members of Generation Z, places high importance on possibilities for professional advancement, flexible work schedules, and work-life balance (Goh and Lee, 2018). Hotels that don't provide these perks can have trouble luring and keeping great employees.
· Technological factors: The use of cutting-edge technologies, such as automation and artificial intelligence (AI), may significantly affect hiring and staff retention in the hotel sector. Hotels may gain from automation in terms of reduced costs and more effectiveness, but it also raises questions about job protection for staff. For example, to cut labour expenses, the Premier Inn hotel company in the UK has already begun utilising robots for some cleaning jobs at its properties (Wang et al., 2021).
· Legal factors: Legal concerns, such as changes to labour rules and regulations, can also influence hiring and retention in the hotel business. Hotels that hire temporary or contract workers in the UK must pay additional costs under the IR35 tax legislation (Mehboob, 2020). 
· Environmental factors: Environmental aspects, like global warming and sustainability issues, can also affect hiring and retaining employees. Younger employees place great importance on eco-friendly and sustainable corporate operations. Hotels not valuing sustainability may have trouble recruiting and keeping excellent talent.
[bookmark: _Toc128634653]2.2- SWOT analysis
	Strengths
	Weaknesses
	Opportunities
	Threats

	A. Built up an image as a pioneer in international hospitality.
B. Several hotel brands offer a variety of employment options.
C- Dedication to technology, high-quality lodgings, and customer service.
D- Efforts for corporate social responsibility that emphasise inclusiveness and sustainability.
	A: Strong industrial competitiveness makes it challenging to keep staff.
B: Struggling to strike a balance between employee fairness and profitability.
C: Dependency on temporary and casual labour during peak seasons leads to job insecurity.
	A: Create training initiatives to improve staff skills and retention.
B: Use cutting-edge HR techniques to draw in and keep diverse talent.
C: Investigate the use of cutting-edge technologies to enhance hiring and retention techniques.
	A: Changes in the legislation that influence employment practises include the IR35 tax laws reform.
External circumstances like pandemics and economic crises in the hotel sector cause adverse effects.
Increasing living expenses cause a rise in employee turnover.



3- [bookmark: _Toc128634654]Retention rates in the hotel industry
[bookmark: _Toc128634655]3.1- Statistics on retention rates in the industry
Because employee retention rates may substantially influence a hotel's activities and image, managers in the UK hotel business are quite worried about them. The British Hospitality Association reports that the average employee turnover in the hotel sector is over 30 per cent (Birkin, 2019). This is significantly greater than the average nationwide for all sectors, which is 15 per cent. Several hotels have implemented staff retention methods to solve this problem, including offering flexible work schedules, chances for professional progression, and rewarding compensation and perks. Yet, retention rates can be impacted by the industry's intense competitiveness and outside variables like pandemics and economic crises.
[bookmark: _Toc128634656]3.2- Factors affecting employee retention
Several variables, including intense competition impact employee retention rates in the hotel industry. A loss of income and unsatisfied guests might result from inadequate personnel retention, detrimental to the hotel's operations and image. As a result, hotel managers must recognise the variables that impact staff retention and implement plans to address them. Some of the elements influencing staff retention in the hotel industry are listed below:
· Salary and Benefits: Maintaining hotel staff requires competitive wages and compensation schemes. Employee satisfaction may also be improved by offering perks like medical insurance, paid holidays, and retirement programmes (Iqbal et al., 2017). 
· Workplace culture and environment: These factors may impact employee retention. Workplaces that encourage diversity and make people feel appreciated and valued tend to have lower turnover rates. To develop a healthy work environment, employers should encourage feedback, offer awards and promotions, and create a work-life balance.
· Options for Career Growth: Chances for professional advancement and development are essential for retaining employees. Employers might offer training, mentorship programmes, and career progression chances to make employees feel appreciated and challenged in their roles.
[bookmark: _Toc128634657]3.3- Consequences of high turnover rates
In the hotel sector, high staff turnover rates can negatively affect both the workers and the property. Due to lost productivity from inexperienced workers and bad effects on the hotel's reputation, a high staff turnover rate can result in higher recruiting and training costs and decreased revenue and profitability. Also, the hotel could lose smart and skilled employees, which might further stifle development and innovation. High turnover rates among workers might result in job instability and decreased satisfaction with work. Employee enthusiasm and involvement may suffer if they feel unappreciated and ignored at work. The significant turnover rate may also restrict the staff's options for professional progress and growth within the company. High turnover rates can also impact the dynamics of the team, which can lead to a lack of trust and cohesiveness among the members, which in turn affects the team's efficacy and productivity as a whole. Hence, hotels must develop effective retention tactics that foster employee happiness, participation, and loyalty to lower high turnover rates and their effects.
4- [bookmark: _Toc128634658]Industry examples: Marriott 
One of the biggest hotel chains in the world, Marriott Worldwide, has used many recruitment methods to draw in and keep talent. Marriott's "people first" concept is one of its recruitment methods (Ross, 2018). Marriott strongly emphasises developing a supportive workplace atmosphere and culture that prioritises employee well-being and career advancement. Employee discounts at Marriott hotels and resorts worldwide are part of the company's compensation package, paid holidays and healthcare initiatives. Marriott also uses social media to recruit potential workers (Arjomandy, 2016). The business uses social media channels to feature workers' positive stories and promote its corporate culture. Marriott also conducts seminars and digital career fairs to interact with job seekers and tell them about its employment prospects. Marriott's commitment to inclusiveness and diversity is another hiring tactic it uses. Marriott aggressively seeks to improve employee diversity and has set a target to attain 50 per cent female representation among its executive team by 2025 (Murno et al., 2021).
Moreover, Marriott provides its workers with various professional development options, such as training and development activities, management initiatives, and career progression chances. MyCareer, the company's internal career tool, enables staff members to look into career prospects at Marriott and submit applications for available positions. In general, Marriott's hiring tactics include fostering a great work environment, supporting inclusiveness and diversity, and offering possibilities for professional advancement to its workers.
[bookmark: _Toc128634659]4.1- Employee retention programs
The company has implemented various employee retention strategies to meet one of its key objectives: retaining personnel. The "TakeCare" programme, which prioritises staff well-being, is one of Marriott's main initiatives for employee retention (Selin, 2022). The programme offers flexible work schedules, health and wellness programmes, and mental health support. Marriott also offers an employee assistance programme with private counselling, financial and legal consultation, and other support services.
The "Pathways" programme, which is focused on professional advancement, is another employee retention programme that Marriott provides (Mody et al., 2020). The programme offers employees the chance to progress their careers inside the business by providing them with training, coaching, and possibilities for job rotation. Marriott recognises and rewards dedicated employees with various incentives and bonuses, such as discounted room rates, complimentary meals and drinks during shifts, and retirement savings programmes.
Moreover, Marriott encourages diversity and inclusion and has implemented some programmes to foster an inclusive workplace. The "Marriott Bridge" initiative seeks to increase the number of female employees and minorities disadvantaged in management roles within the company (Marriott, 2022).
[bookmark: _Toc128634660]4.2- Impact of Covid-19, Brexit and Inflation on employee retention
Events like Brexit, COVID-19, and inflation have influenced Marriott Hotel's ability to retain employees. Due to a decline in qualified workers from the EU and the resulting scarcity of trained workers, Brexit has impacted the hospitality sector (Neopane and Khanal, 2022). The Covid-19 epidemic has also impacted work chances as a result of safety measures like social seclusion being put in place, which has decreased the number of clients (Nicola et al., 2020). Employees have also experienced mental health concerns due to the epidemic, forcing Marriott to offer mental health care. As a result of rising living expenses brought on by inflation, employees' income expectations have changed. Marriott has responded by offering competitive compensation packages and employee perks to retain their personnel.
5- [bookmark: _Toc128634661]Recommendations
The hospitality sector is dealing with many issues affecting hiring and retaining staff. Many suggestions may be made to remedy these problems.
· First, the sector has to take a more adaptable stance towards retention and recruiting. One way to do this is offering flexible work alternatives like part-time, job-sharing, and remote work possibilities.
· The second thing the sector must concentrate on is employee well-being and engagement. This may be accomplished by offering training and development programmes, possibilities for professional advancement, and staff appreciation initiatives. Also, the sector must prioritise mental health assistance and offer counselling services to workers so they can cope with the difficulties of their jobs.
· Thirdly, the sector has to work with educational institutions to encourage students to seek hotel business degrees and promote the profession as a viable career option. This will reduce the industry's skills gap, and a new group of talented workers will be drawn in.
· Finally, to improve customer satisfaction, simplify operations, and lighten staff workloads, the sector also needs to incorporate cutting-edge technologies. This will aid in luring in and keeping talented workers searching for a cutting-edge, exciting workplace.
6- [bookmark: _Toc128634662]Conclusion
In conclusion, the hospitality sector is dealing with several issues affecting hiring and retaining staff. The sector has been significantly impacted by Brexit, COVID-19, and inflation, which has resulted in a lack of trained workers, employee mental health difficulties, and pay expectations. The sector has to work with educational institutions, promote employee engagement and well-being, take a flexible approach to hire and retaining staff, and implement cutting-edge technologies. Implementing these suggestions will help the sector attract talented workers, enhance the visitor experience, and guarantee the hospitality sector's long-term viability.
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