What are the current challenges that the industry is facing that is affecting employee recruitment and retention.
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Introduction 
Marriott Hotels is a global hospitality company that operates a portfolio of more than 30 hotel brands, including Marriott, Sheraton, Ritz-Carlton, Westin, and Courtyard. The company was founded in 1927 by J. Willard Marriott and has since grown to become one of the largest hotel chains in the world, with over 7,600 properties across 133 countries.
Marriott Hotels caters to a wide range of travellers, from budget-conscious tourists to luxury-seeking business travellers. Each brand within the Marriott portfolio has its own unique identity and caters to a specific type of traveller. In this report I will be discussing current issues that might impact retention such as staff shortage, lack of training, poor management and Covid-19. The COVID-19 pandemic has had a significant impact on the industry, and many hotel chains, including Marriott, have had to make difficult decisions such as furloughing or laying off employees.
As the industry begins to recover, Marriott is finding it challenging to retain employees who may be hesitant to return to work due to concerns about health and safety or who may have found other job opportunities during the pandemic. Additionally, the industry is experiencing a labour shortage, which has made it difficult for Marriott and other companies to fill open positions. To address these challenges, Marriott is taking steps such as offering competitive wages and benefits, providing training and career development opportunities, and implementing health and safety protocols to reassure employees that their health is a top priority. The company is also exploring new ways to attract and retain talent, such as offering more flexible work arrangements and partnering with schools and organizations to recruit and train workers.

Main body 
SWOT-
Strengths:
Strong brand reputation and recognition: Marriott is a well-established and recognized brand in the hospitality industry, which could make it more attractive to potential employees and help retain existing ones who are proud to work for a reputable company.
Employee benefits and rewards: Marriott offers a range of employee benefits, such as health insurance, retirement plans, and travel discounts, as well as rewards and recognition programs, which could help attract and retain employees.
Career development opportunities: Marriott has a robust training and development program that provides employees with opportunities for career growth and advancement, which could be a valuable incentive for retaining employees who are seeking professional development.
Focus on diversity, equity, and inclusion: Marriott has been recognized for its commitment to diversity, equity, and inclusion, which could help attract and retain employees who value a workplace culture that prioritizes these values.
Weaknesses:
Labour shortages and competition: The hospitality industry is currently experiencing a labour shortage, and there is intense competition among hotel chains for a limited pool of skilled workers. This could make it difficult for Marriott to retain its employees who may be enticed by better job offers from competitors.
High turnover in certain positions: Some positions within Marriott, such as housekeeping and front desk staff, may have higher turnover rates due to the physical demands and stress of the job, which could make it challenging to retain employees in these roles.
Perceptions of low pay: Some employees may perceive Marriott's wages to be lower than those of competitors, which could make it more difficult to attract and retain workers who are seeking higher salaries.
Health and safety concerns: Some employees may be hesitant to return to work due to concerns about health and safety, particularly during the COVID-19 pandemic, which could make it more difficult to retain employees.
Opportunities:
Remote work and flexible schedules: The COVID-19 pandemic has led many companies to adopt remote work policies and flexible schedules, which could be an opportunity for Marriott to offer more flexibility to its employees and attract or retain those who value work-life balance.
Advancements in technology: Technology can help Marriott streamline operations and provide employees with more efficient tools for performing their jobs, which could help increase employee satisfaction and retention.
Sustainable practices: Marriott has made a commitment to sustainability and reducing its environmental impact, which could help attract and retain employees who value working for a company that prioritizes corporate responsibility.
Employee wellness initiatives: Employee wellness initiatives, such as fitness programs, mental health resources, and health and safety protocols, can help improve employee well-being and job satisfaction, which could lead to better employee retention. 
Threats:
Economic downturns: Economic downturns, such as recessions or market downturns, can lead to layoffs, furloughs, or reduced hours, which could lead to higher turnover rates as employees seek more stable employment elsewhere.
Global health crises: Global health crises, such as the COVID-19 pandemic, can disrupt the hospitality industry and lead to reduced business operations, layoffs, or employee health and safety concerns, which could lead to higher turnover rates.
Intense competition: The hospitality industry is highly competitive, and there are many hotel chains vying for a limited pool of skilled workers. Intense competition can make it difficult for Marriott to attract or retain employees who may be enticed by better offers from competitors.
Changing consumer preferences: Consumer preferences and trends in the hospitality industry are constantly changing, which can lead to shifts in demand for certain types of jobs or skills, which could lead to higher turnover rates if Marriott is unable to keep up with these changes.

PESTLE- 
Political: Changes in government policies, labour laws, or immigration policies can impact Marriott's ability to retain its employees. For example, changes in visa policies or work permits may limit Marriott's ability to hire and retain international workers.
Economic: Economic factors, such as changes in the job market, inflation, or economic growth, can impact Marriott's employee retention. For example, during times of economic growth and low unemployment rates, there may be increased competition for workers, which could make it more difficult for Marriott to retain its employees.
Sociocultural: Sociocultural factors, such as changes in societal values, demographics, or lifestyle trends, can impact Marriott's employee retention. For example, younger generations may value work-life balance and flexibility more than previous generations, which could impact Marriott's retention strategies.
Technological: Technological advancements can impact Marriott's employee retention by changing the way employees work or the skills required for certain positions. For example, advancements in automation may lead to reduced demand for certain jobs, which could impact Marriott's retention rates.
Legal: Changes in labour laws, regulations, or employment standards can impact Marriott's employee retention. For example, changes in minimum wage laws or overtime regulations may impact Marriott's ability to offer competitive wages and benefits to retain its employees.
Environmental: Environmental factors, such as climate change or natural disasters, can impact Marriott's ability to retain its employees. For example, extreme weather events or natural disasters may disrupt business operations, leading to reduced hours or layoffs.


Marriott International, like many other companies in the hospitality industry, has faced significant retention challenges over the past few years, with factors such as Brexit and the COVID-19 pandemic exacerbating the situation. According to the company's 2020 Annual Report, Marriott's global retention rate was 79.2%, which was slightly lower than the previous year's rate of 80.2% (Marriott International, 2020).
One of the major challenges Marriott faced was the uncertainty surrounding Brexit. The UK's decision to leave the European Union led to concerns about the availability of labour and the impact on employee retention rates. As noted in a report by PwC, "the Brexit vote and resulting uncertainty over immigration rules has already caused some employers to question their ability to attract and retain talent" (PwC, 2018). This uncertainty made it difficult for Marriott to plan for the future and impacted its retention strategies.
The COVID-19 pandemic presented an even greater challenge for Marriott's retention efforts. With the hotel industry being one of the hardest hit by the pandemic, Marriott had to implement cost-cutting measures, including furloughs and layoffs, which inevitably impacted employee retention rates. According to a report by the American Hotel & Lodging Association, the US hotel industry lost more than 1.5 million jobs in 2020 (AH&LA, 2021). Marriott was not immune to these challenges, and the company had to reduce its workforce by approximately 17% (Marriott International, 2020).
Despite these challenges, Marriott has implemented several strategies to retain its employees. One of these strategies is to provide employees with opportunities for career growth and development. According to Marriott's 2020 Annual Report, the company invested over $120 million in employee development programs, including tuition reimbursement and language classes (Marriott International, 2020). Another strategy Marriott implemented was to provide employees with competitive wages and benefits. In 2020, the company increased its minimum wage to $13 per hour in the US and introduced new benefits, such as expanded parental leave and emergency childcare services (Marriott International, 2020).
In conclusion, Marriott has faced significant retention challenges in recent years, with factors such as Brexit and the COVID-19 pandemic impacting its ability to retain its employees. Despite these challenges, the company has implemented several strategies to address the situation, including investing in employee development programs and providing competitive wages and benefits. It remains to be seen how effective these strategies will be in the long run, as the hospitality industry continues to face uncertainty and volatility.





Conclusion 
Marriott International is a global hospitality company that operates a diversified portfolio of hotels, resorts, and residences across multiple brands. Employee retention is a critical aspect of Marriott's business strategy to maintain its competitive edge in the hospitality industry. To achieve this, Marriott has utilized SWOT and PESTLE frameworks to analyse its internal and external environment, identify key retention factors, and develop effective retention strategies.
SWOT analysis has identified several strengths that Marriott can leverage to enhance employee retention. For example, Marriott's strong brand recognition is an essential asset that attracts and retains employees who identify with the company's values and culture (Dube, et al., 2016). Similarly, Marriott's diversified hotel portfolio offers diverse career opportunities, which is a significant factor in attracting and retaining employees. Additionally, Marriott's global presence provides opportunities for employees to develop international careers, which is an attractive feature for many employees (Dube, et al., 2016).
On the other hand, SWOT analysis has also identified weaknesses that have negatively impacted Marriott's employee retention efforts. For instance, Marriott has high employee turnover rates, which may be due to a lack of career development opportunities, poor working conditions, and low job satisfaction (Marriott International, 2020). Moreover, Marriott's dependence on third-party booking channels limits its control over employee retention efforts in franchisee-owned hotels, which may lead to inconsistent retention practices across the organization.
PESTLE analysis has also provided insights into external factors that impact Marriott's employee retention efforts. For instance, the COVID-19 pandemic has had a significant impact on the hospitality industry, leading to reduced demand for hotel services, job losses, and salary cuts. This has resulted in many employees seeking alternative employment opportunities or leaving the industry altogether (Marriott International, 2020). Moreover, changes in immigration laws have made it more difficult for Marriott to hire and retain international talent, which is essential for the company's global operations (Marriott International, 2020).
To address these challenges, Marriott can leverage its strengths and address its weaknesses to develop effective employee retention strategies. For example, Marriott can focus on improving the working conditions and benefits of its employees, providing more training and development opportunities, and increasing employee engagement through regular feedback and recognition (Jain, 2017). Moreover, Marriott can promote its strong brand recognition to attract and retain talent, expand its hotel portfolio to offer diverse career opportunities, and enhance its global presence to provide employees with opportunities for international career growth (Dube, et al., 2016).
In conclusion, SWOT and PESTLE analyses have provided Marriott with insights on its internal and external environment, which have influenced its retention strategies. The company can leverage its strengths and address its weaknesses to develop effective retention strategies that respond to the challenges it faces. By investing in its employees and providing a positive work environment, Marriott can improve its retention rates and maintain a competitive edge in the hospitality industry.
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