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When it comes to the quantity of rooms they provide, Marriott is far and away the leader. A total of 131 countries and territories are serviced by its 30 brands, which have a combined total of 8,000 hotels with 1,423,044 guest rooms (Nickson & Wood, 2022). Only 2,149 of these 8,000 hotels are run by Marriott directly; the remaining 5,493 are franchises. Moreover, the firm has 20 hotel reservation centres. In 1993, Marriott Corporation separated into two companies: Marriott International, Inc. and Host Marriott Corporation, which owns properties (Knox & Walsh, 2022). There are a few main forms of economic management policies that have a large influence on the environments in which the hotel industry participates: monetary and fiscal policies. Government taxation, borrowing, and spending are examples of external variables that affect not just the rate of growth and economic activity but also the rate at which output, employment, and demand as a whole grow (Hoque, 2022). Population ageing and other demographic changes are having far-reaching effects on the hotel industry's demand for overnight stays. For instance, hospitality industry and tourist spending will be affected by a change in the tax legislation that increases the price of fuel. The new Hospitality Industry Salary Act, passed by Congress and now being enforced by the Department of Labor, mandates that establishments in the hospitality industry, such as hotels and restaurants, replace individual wage orders (Hoque, 2022). Marriott must prioritise its people and work environment to boost its financial line. The organisation can implement its new rules and goals after a certain time. Marriott has a top-30 retention rate for its size and industry (Choochote & Chochiang, 2021). Seventy-six percent of Marriott workers enjoy going to work, and 40% would not leave the company even if it paid more. 57% of Marriott employees believe the firm is trying to keep them, yet 43% are contemplating quitting (Knox & Walsh, 2022). 
[bookmark: _Toc120921222]1.2 Problem Statement
Lack of advancement opportunities, ineffective management, low pay, and a toxic work environment are the top four factors contributing to employee turnover (Choochote & Chochiang, 2021). These factors are prevalent in many different companies all around the world. Employee retention may have a significant impact on an organization's bottom line, but retaining valuable staff can have a similar impact on individual performance, morale, and organisational success (Dewantara et al., 2019). As a result, industries like the hospitality sector are facing a global problem in trying to retain their employees in the face of a rising global retention rate. The research will focus on the issues with staff retention that the Mariott Hotel UK is now confronting.
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[bookmark: _Toc120921224]2.1 Employee Retention and Its Impact
To retain employees, companies must understand and address the diverse needs of their workforce, then establish and implement policies and procedures to create a work environment that engages and motivates people. Retaining current employees is called employee retention. Organizations must retain workers to meet business needs (Davern, 2021). It retains workers until a job is completed, as stated by Davern (2021). "A planned method to locating, measuring, and fulfilling an organization's workforce" is human resources (Frye et al., 2020). Soliman & Mansour (2021) discovered that hotel personnel with good connections with management and co-workers are more productive and contented. If an employee enjoys their job and workplace, they will remain longer. In hospitality, devotion to work is essential. This business is known for low-skilled job since employees must pamper and indulge consumers, as according to Huo (2019). Employees must make customers feel good. Most employees depart early because their occupations are degrading and unpleasant. In light of this rigorous job description, HR must recruit new guards with the right abilities and keep them pleased. Most hotel workers are part-time, so they earn less and have fewer safeguards. Students and young professionals who aren't committed to this subject will find it engaging and fulfilling (Singh, 2020).
Sthapit & Shrestha (2020) claims that incentive pay schemes and novel features like cash incentives, work scheduling, and mentorship courses motivate part-time and casual workers to join this business. Human Resources implements several policies and procedures. These rules help managers recruit, select, develop, reward, and employ talent for the organisation. Compensation, perks, and training and development policies affect a firm's performance most (Ross, 2020). However, Sthapit & Shrestha (2020) claimed that organisations that better invest in workers by giving training, working guidelines, work benefits, and fundamental management system understanding will increase operational performance and financial performance against competitors. HR managers and companies value work satisfaction. Satisfaction is how employees feel about their jobs. Gender, age, and tenure affect work satisfaction, according to research. Female workers are less satisfied than men (Alleyne et al., 2021). Wilton (2020) found no gender difference in employee satisfaction. They found that age, gender, and service time do not affect work satisfaction. Major retention tactics affect personnel. The hotel business strives to retain talented employees. This reduces personnel turnover and business impact. The company always mentions employee retention considerations to keep strong employees. This includes dynamic work culture, professional growth, teamwork, fair compensation with incentives, and kind management (Ružić, 2020). Worsfold (2022) claims that workplace factors including co-worker relations and the working environment indirectly affect employee retention, but learning and growth are the main factors.
[bookmark: _Toc120921225]2.2 Impact of Recent Events on Employee Retention in the Hospitality Industry
The importance of human resources to a company's growth is widely acknowledged by academics across the world. Human capital is seen to be the company's most prized possession. By understanding how to keep their workers happy and tapping into their full potential, successful businesses gain a competitive edge in the marketplace, according to Hoque (2022). Several factors can interact to make retention even more challenging under these conditions. Knox & Walsh (2022) claims that its people are what set it unique. This demonstrates the need of recognising workers' contributions alongside recruiting and growing them. As a result, retaining employees is a top priority for many major businesses, especially in the service industry.
Poor retention rates in the hotel business are a major problem across the world. The high turnover rate in the hospitality business is investigated, and the causes and consequences of those causes are discussed (Dewantara et al., 2019). Worker turnover is a result of several causes that are common in most businesses. Several factors can unexpectedly or concurrently play a role in bringing about such a state of affairs. Global statistics demonstrate that excessive employee turnover is a significant problem for the hospitality business, according to Nickson & Wood (2022). Organizational failure, low morale, and subpar output are often blamed on excessive employee turnover rates. Due to globalisation, businesses are now evaluated in accordance with global norms and best practices, which has caused significant shifts in the economy in recent years, as stated by Yup Chung, (2021). According to Davern (2021), organizational change, demographic shifts in the workforce, and other factors have all shifted the spotlight to its people. Companies have discovered that these modifications had a considerable effect on their productivity and that employee motivation was the key to quality transfer.  Human resource strategies like assessment, frequent feedback, and the continual assistance, as well as sustainable growth, should be prioritised in the hospitality business because of the industry's reliance on its staff to provide outcomes (Davern, 2021). Because of the need to ensure both the safety of their clients and themselves, front-line personnel in the hospitality industry faced a number of challenges during the COVID-19 outbreak (Worsfold, 2022). Companies face a significant challenge in retaining their staff in light of this unforeseen event and might benefit from implementing initiatives to increase employee retention. Nearly one-fifth of managers’ report that staff recruitment is more difficult now than it was a year ago, and 16% predict that businesses will struggle to fulfil staffing requirements over the next five years as a result of Brexit, according to Soliman & Mansour (2021). This is especially true in large urban areas that have a disproportionate reliance on European labour, as fewer EU citizens are likely to come year and many are considering leaving the UK in the wake of Brexit (Choochote & Chochiang, 2021). The British Hospitality Association estimates a yearly shortfall of 60,000 jobs as a result of this (Nickson & Wood, 2022). According to Hoque (2022), the poor hospitality retention rate is the result of a number of internal and external factors interacting with one another. According to Worsfold (2022), happy workers are less likely to look for new employment, whereas discontented workers are more likely to look elsewhere.
[bookmark: _Toc120921226]2.3 Potential Solution for The Challenges Regarding Employee Retention
Some potential solutions for the challenges regarding employee retention
Equity Theory
This has been based on the supposition that people want to be treated fairly in relation to others; outcome refers to the reward that employees receive from the hospitality organisation in the form of salary, benefit, and bonus that motivates them towards work (Dewantara et al., 2019).
Need Hierarchy Theory
Abraham Maslow developed this hypothesis that plays a significant role in motivating employees. It has been assumed that every employee has five levels of needs that require fulfilling chronologically, and the fulfilment of one give raise to another – this has been illustrated in the following figure:
[image: Hierarchy Theory of Maslow.]
Figure 1: Hierarchy Theory of Maslow. (Sthapit & Shrestha, 2020)
Motivation-maintenance approach
According to this motivation theory, managers of hospitality firms are unable to encourage their staff members; rather, motivation stems from the work itself, including aspects such as the work environment in the hospitality sector (Sthapit & Shrestha, 2020);
Expectancy Approach
This indicates that the motivation of the employees is dependent on three factors, which are expectancies, usefulness, and valence; the hospitality industry should try to predict the level of belief of the employees, which directly affects motivation, and attempt to boost that level of belief, so that they can motivate themselves to achieve the objectives (Knox & Walsh, 2022)

[bookmark: _Toc120921227]3. Evaluation and Conclusion
[bookmark: _Toc120921228]3.1 Findings Evaluation
Worsfold (2022) stated that, hotel HRM should prioritise worker retention. Most industry newbies depart after six months for better chances. This industry demands people with high academic qualifications and current abilities like advanced technology. After the hiring process, employees value growth and learning over pay (Knox & Walsh, 2022). Rewriting a company's administrative policies can improve morale. If an employee works weekends or holidays, use a shift arrangement. Two ways the study helps. Hotel turnover growth causes and impediments will be researched first. Second, the research will give proven employee retention tactics. The study prepares hospitality staff retention strategy research, according to Davern (2021). The proposed research may help hospitality companies retain workers. The model implies that employee retention depends on employee happiness, which includes a sustainable and happy work environment, growth opportunities, communication, and recruiting and selection procedures. Inclusive social, economic, and other factors boost growth and employee retention. Thus, hotel managers must construct a fair, unbiased, and socially and economically developed workplace (Davern, 2021). Negative settings lower engagement and enjoyment. Managers benefit from problem-solving. Transparency, onboarding, training, flexible hours, and a healthy workplace may assist. Promoting retains. Hospitality workers must advance (Knox & Walsh, 2022). Career guidance, succession planning, and communication issues generate significant employee turnover. Management must identify and correct employee behaviour. Technology can reduce power distance and improve worker cooperation. Workplace transparency matters. This helps companies understand applicants' short- and long-term objectives, ambitions, and competencies and retain them.
[bookmark: _Toc120921229]3.2 Recommendations
It is important to design jobs in a way that makes workers feel that they have agency over their work, that their efforts matter, that they have a chance to make decisions and that they understand the impact of their actions. When workers perceive a disparity between their pay and that of their colleagues, they become less invested in their work, which in turn reduces productivity and increases turnover. Managers are accountable for fostering an atmosphere that encourages and supports staff members to do their best job (Knox & Walsh, 2022). Organizations may hire the best possible employees with the help of modern recruiting and selection processes. Employees that are qualified and a good match for the company often suggest novel approaches and ways of doing things. Investing in top talent is cheaper than replacing those who leave. Selecting and hiring carefully boosts the company's profits (Soliman & Mansour, 2021).
[bookmark: _Toc120921230]3.3 Conclusion
A sustained good work environment, growth opportunities, effective communication, and sustainable successful recruiting and selection methods are all important in maintaining a high employee retention rate and, by extension, a high level of satisfaction among current employees. According to Soliman & Mansour (2021), happy workers are less likely to look for new employment, whereas discontented workers are more likely to look elsewhere.
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