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[bookmark: _Toc150034794]Company overview
Marriott International is a worldwide licensor and franchiser of residential, lodging, and hotel enterprises. In the UK, the Marriott has over 50 locations in cities, towns, and countryside. Marriott’s human resource management has a long history of innovation and services focused on placing its employees’ needs first. Over the years, Marriott has focused on leadership development, skills training, career opportunities, and favorable compensation. Marriott has demonstrated strengths in employee recruiting, and employee retention through training and development. However, there are existing opportunities to exploit AI technologies in recruitment and address the threats from the pandemic and the weakness of a thinning aging workforce.
[bookmark: _Toc150034795]External factors
Inflation is a major economic concern to employee retention as it’s reshaping the UK’s hospitality industry. Taylor (2023) highlights that the excessive cost of living has immense impacts on wage expectations which affects the retention of employees. Also, hotels are experiencing increased prices of commodities and a reduction in customers. Employees complain of the inability of the wages to keep up with living expenses, affecting hospitality retention rates as employees are actively seeking better-paying ventures. In addition, Brexit has had a significant impact on the hospitality industry, drastically reducing its workforce. Radley (2023) highlights that pre-Brexit, non-UK employees made up about 25% of the hospitality industry. However, after Brexit, the stringent UK immigration system has barred low-wage employees thus leading to approximately 300,000 hospitality employees returning to their homes, leaving the UK with workforce shortages.
[bookmark: _Hlk149883549]Armstrong (2020) highlights that today’s organization's source for candidates through online recruitment through social media platforms, and more interestingly, the use of AI is revolutionizing recruitment through algorithms that analyze and select favorable candidates such as Google Hire that matches jobs on its search engine, and gamification practices. Ali et al. (2020) further confirm that many organizations are using social media through platforms such as Facebook advertisement campaigns that are efficient and effective for human resources departments. Samueli (2018) highlights that Marriott International runs the #PictureYourselfHere social media campaign to engage and attract prospective candidates. However, Marriott needs to rethink its application of AI technologies in recruiting and retention.
Armstrong (2020) highlights that there are several employee retention strategies such as training and development and employee value propositions. One of Marriott International strengths is in its core values are “Putting People First,” and it is lived up to these standards of employee training and development. Marriott provides excellent leadership development programs including its talent development strategy and Leadership Performance Acceleration program which provides learning opportunities, skill, and professional development. 
There is the threat of Marriott losing its workforce due to poor retention strategies from its aging workforce. In addition, Covid-19 exposed Marriott to difficulties in retaining its employees. Sperance (2022) highlights that the pandemic experienced outright layoffs and struggle to recover due to employee shortages thus difficulties in re-hiring certain positions. Therefore, Marriott needs improved retention strategies for its aging population and during volatile and uncertain times.
[bookmark: _Toc150034796]Discussion
[bookmark: _Toc150034797]AI and Automation in Recruitment
[bookmark: _Hlk150030178]The adoption of AI in recruitment strategies among HRM practices is still in its infancy stage. However, organizations are rapidly moving towards the use of e-recruitment strategies to improve decision-making, cut down on recruitment time, and align employee traits with the job requirements. Dijkkamp (2019) highlights that the use of AI has been aggressively adopted by organizations for sourcing, screening, and selecting candidates as critical steps of recruitment. Marr (2018) highlights that multinationals such as Unilever are currently using AI to validate recruitment by automating job interviews and screening of resumes. However, Pan et al. (2021) highlight that the adoption of AI in HRM practices, specifically recruitment, has not been fully embraced by large organizations, they are not keen on AI technologies.
The adoption of AI technologies offers exciting opportunities for organizations for recruitment as it can retrieve and analyze candidates' resumes thus offering a user-friendly experience for candidates and organizations. On the other hand, screening for resumes, big companies are using AI to conduct automated interviews and conduct better career assessments of the candidates. Pymetrics is a startup that uses AI for neuroscience assessments and data analytics to improve hiring by being biased in selecting candidates whose career assessments match the job. It effectively reduces the hiring process from four months to one month (Dijkkamp, 2019).
Despite these positive benefits, the use of AI in hiring has been problematic as it has yielded ethical challenges and a dehumanizing problem. Fritts and Cabrera (2021) highlight that AI recruitment algorithms reduce employee-employee relationships. Since no human presence is involved, it results in a dehumanizing hiring process that negatively affects relationships in an organization. Also, Mujtaba and Mahpatra (2019) highlight that AI recruitment algorithms might be efficient but may propagate bias in their automation. Human biases can be transferred to AI algorithms, and it might affect candidate ranking or facial recognition thus affecting fairness during the hiring process. Armstrong (2020) highlights that AI technologies have been utilized in retention management such as data mining to identify potential quitters or leavers and tailor retention strategies and actions to reduce turnover.
[bookmark: _Toc150034798]Covid-19 pandemic and Employee retention
In the UK, Covid-19 pandemic the UK labor market experienced massive jobs that were furloughed because of the government and other restrictions. Stuart et al. (2021) highlight that UK firms were massively hit by the pandemic leading to layoffs and job uncertainty, on a scale never seen before. Therefore, many HRM practices focused on employee retention strategies during the uncertain and volatile pandemic period. 
[bookmark: _Hlk150030261][bookmark: _Hlk150030744]Armstrong (2020) highlights that there are numerous employee retention strategies. There are several retention strategies such as learning and development, workforce scheduling-flexible work schedules, competitive employee compensation, talent management, and career advancement opportunities. However, during the pandemic, some employee retention strategies took precedence over other strategies. Elsafty and Ragheb (2020) highlight that during the pandemic there were a few changes in employee retention strategies across training and development, career plans, and compensation plans. Elsafty and Ragheb (2020) highlighted that the HRM priorities during the pandemic were maximizing employee satisfaction and well-being through workplace support and guidelines, and access to health-related and quality-of-life resources and support. McCartney et al. (2022) found similar findings within the hospitality industry. There was a positive correlation between employee retention, job satisfaction and company support. Organizations resorted to flexible working arrangements that have since resorted back to hybrid working conditions, increasing employees’ control over their work, proper work balance with adequate staffing, mediating work-life conflicts, and supporting employees’ activities (Kelly et al., 2021). 
Tesco, one of the UK’s largest retailing giants focused on improving employee well-being thus retaining its staff. According to the Institute of Chartered Accountants in England and Wales (2020), Tesco's quick response to putting its employee safety, health, and well-being first during the pandemic was an effective retention strategy. In addition, some departments such as Tesco's finance department focused on improving work-life balance during the pandemic thus allowing its finance department to have remote working options. The approach was an effective technique to promote customer retention.  Other than remote working, Tesco company focused on its employees’ safety by ensuring stringent safety guidelines at the workplace and boosting the workforce with an additional 50,000 staff to support the existing understaffed and overburdened staff. Al-Jubari et al. (2022) highlight that Tesco’s actions towards improving employee well-being are consistent with retention strategies prominent during Covid-19 such as improving employee well-being and mediating work-life conflict.
Contrary to popular research about employee satisfaction-related retention strategies, Aguinis et al. (2021) note that talent management through performance management was an effective retention strategy during the COVID-19 pandemic. Since COVID-19 was characterized by salary freezes, hiring layoffs and freezes, and increased employee burnout and stress, organizations needed to double down on the performance management of their talent thus retaining high performers. Aguinis et al. (2021) highlight that performance management allows for strategic administration, organization, and communication of talent management. Instead, organizations are required to retain top performers through performance management. Benson and Rissing (2020) confirm that performance evaluation and talent management of high-performing employees would lead to high retention as they were less likely to quit. Churchill (2021) highlights that one in every ten firms in the UK used this strategy of ‘Fire and rehire’ where employees fired employees and rehired them under new employees’ contracts with changes in terms and conditions including performance management. Munbodh (2021) highlights that British Airways was the first to use the fire and rehire approach, the Go Northwest also fired and rehired its staff and British Gas also used this technique.
[bookmark: _Toc150034799]Turning Retirement tide
[bookmark: _Hlk150030930]UK’s hospitality industry is rapidly shifting to the older population to fill the understaffed hospitality workforce following the Covid-19 pandemic and Brexit. According to the Financial Times, the proportion of the aging population is turning to the aging population in the hospitality business (Barnes, 2022). The UK lost approximately 121,000 proportion of its hospitality workforce to Brexit, and subsequently another large chunk of its 50-year-old workforce to Covid-19. Consequently, Nicholls (2021) highlights that ageism and associated stereotypes and neglect also continue to affect the hospitality industry. Armstrong (2020) highlights that training and development a critical aspects of employee retention. Butler (2022) notes that it's critical to make the workplace more attractive, offer flexible working conditions, offer sabbaticals where the aging population can receive some rest or take a break, discouraging discrimination and promoting a culture where they can openly discuss their health conditions and importantly, career development. Career development for the aging population through additional training management to mentor younger employees, upskilling, and training that appeals to the older population. Mercer UK is an example of a UK company turning the tide on retirement through the flexible working environment to retain its aging workforce. Mercer UK is dedicated to retaining the aging workforce in their organizations. Sonsion and Narkiewicz (2023) note that Mercer UK is actively seeking to retain its aging workforce by offering phased-out retirement arrangements and flexible work conditions. Mercer UK is offering its aging workforce proactive project-based roles, part-time, gigs, and hybrid-working conditions which increased employee retention.
[bookmark: _Toc150034800]Conclusion
[bookmark: _Toc150034801]Summary
Marriott International is a group of hotels that has been effective in retaining its employees through training and leadership development opportunities. The Marriott prides itself in putting employees first through leadership development and training and development initiatives. Inflation, Brexit, AI automation, the COVID-19 pandemic, and the aging workforce are some of the external factors affecting the hospitality Industry. Some of the common trends in external environments include turning the tide on the aging workforce using unique retention strategies, maximizing employee well-being and satisfaction during volatile times such as Brexit and COVID-19 to improve retention, and adopting AI technologies for recruitment and retention.
[bookmark: _Toc150034802]Recommendations
The Marriott was hit hard by the COVID-19 pandemic and Brexit leading to shortages in its workforce. Moreover, Marriott needs to exploit the available opportunities to use AI in recruiting and retaining its staff. Marriott can use AI automation for recruitment through screening and selecting candidates whose career objectives align with organizational objectives (Dijkkamp, 2019). Other than AI, Marriott was hit hard by the pandemic, facing significant shortages. Elsafty and Ragheb (2020) provide an opportunity for Marriott to focus its efforts on maximizing employee satisfaction during volatile, disruptive, and uncertain times such as COVID-19, Brexit, and Inflation. Some of the strategies Marriott should focus on are providing workplace support and guidelines, work-life balance, and access to health-related and quality-of-life resources and support. Finally, the UK is facing a crippling workforce, so is Marriott. Marriott should focus on retaining its aging workforce by making the workplace more attractive, offering flexible working conditions, offering sabbaticals where the aging population can receive some rest or take a break, discouraging discrimination, and promoting a culture where they can openly discuss their health condition. 
[bookmark: _Toc150034803]Implications
My study sets presence for companies such as Marriott and others to strategically prioritize employee well-being during volatile and uncertain periods. HRM practices focused on employee well-being can always prove to be critical for firms depending on the situation. The study sets precedence for analyzing external factors that might affect organizations thus a critical study for stakeholders in governments, scholars, and researchers in understanding the interplay of external factors and employee retention and seeking solutions to minimize turnover rates.
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