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Introduction and Background 
[bookmark: _Toc128910339]About the Organization 
Marriott International is a large hotel and lodging business with a variety of properties. J. Willard Marriott founded the business in 1927, and it has since expanded to become one of the world's biggest hotel chains, with more than 7,500 properties in 131 nations and territories (Al-Zoubi and Alomari, 2017).
The Marriott brand, which includes several sub-brands like The Ritz-Carlton, St. Regis, Sheraton, Westin, and Courtyard by Marriott, provides a range of lodging options, from opulent to affordable. Marriott hotels are renowned for their excellent customer service, welcoming accommodations, and extras like dining options, bars, exercise centres, and meeting spaces. Additionally, the business provides loyalty programmes like Marriott Bonvoy, which awards repeat visitors with special benefits and perks.
[bookmark: _Toc128910340]Employee Retention
Employee retention, according to Gorde (2019), is the capacity of a company to keep its employees working for them. To guarantee sustainability, it entails encouraging and motivating employees (resources) to remain with a company for a longer period of time.
Rijal (2022) describes staff retention as one of the most critical tasks the hospitality industry must ensure; it has often been challenging. Identifying the factors that lead to low retention rates can help the organization maintain its quality services and thrive among its competitors. Like many companies in the hospitality industry, Marriott International has faced challenges with employee retention. Macrotrends made a comparative analysis (2022), shown in figure 1. Shows the relationship between employee retention at Marriot and the annual growth rate of the organization between 2016 and 2021. Marriott has experienced a rapid decline in the number of employees, reflected in their annual growth rate, which was negative over the years.[image: ]
Figure 1: Number of Employees and Annual growth rate (Macrotrend, 2022)
Considering the external environment as they influence internal affairs. Suing SWOT analysis, Marriot has strong brand recognition, a diversified portfolio, a global presence, and a robust loyalty program. Still, its dependence on the travel industry, high operating costs, and limited control over the franchise are significant weaknesses. However, Chatzoudes and Chatzooglou (2022) stated that an organization with such opportunities but defects in HR practices,  working conditions, mission ad orientation, and work attitude would have an effective employee retention rate.
It is, therefore, essential to critically examine the causes of the low retention. Marriott's retention issues will be discussed in this report Gorde(2019) describes the hospitality industry as an industry that experiences high turnover rates because of low pay, long hours, or lack of opportunities for advancement. 
This proposal will thus examine these retention-related issues by reviewing internal and external environmental factors as they influence and affect the retention rate among employees at Marriot International.
[bookmark: _Toc128910341]Discussion/Litertaure 
[bookmark: _Toc128910342]Employee retention in the Hospitality industry
The hospitality industry generally provides travel, lodging, food, and entertainment services. The services include hotels, restaurants, bars, casinos, theme parks, cruise lines, and other businesses that provide hospitality services to guests and customers. Chunakin et al. (2019) describe this sector as one of the most dynamic sectors that employ most of the workforce globally. However, several challenges are associated with this industry.  
The hospitality industry is facing several challenges that affect employee recruitment and retention. The challenges vary from a labor shortage to low wages, burnout, training and development, and work-life balance. Chung et al. (2021) stated that the inability to tackle this problem had been a known reason in studies that led to low recruitment and retention rate. This proposal will discuss and critique these factors based on works of literature and studies. 
[bookmark: _Toc128910343]Labor Shortages due to global phenomenon 
The hospitality industry faces labor shortages due to various factors, such as COVID-19 restrictions, immigration policies, and changing attitudes toward hospitality jobs. As a result, many businesses are struggling to find and retain employees. Bangwal and Tiwari (2019) stated that employee satisfaction and retention were primarily affected by the COVID-19 pandemic. The study added that employees generally like to be present at their workplace. Still, the pandemic granted the privilege for most employees to see the bright side of remote working, which is not fully applicable in the hospitality industry. This poses a significant challenge to managers in the hospitality industry. 
The Brexit syndrome, an abbreviation of the two words"Britis" and"Exit," is also a significant factor influencing employee retention. This phenomenon describes the withdrawal of the United Kingdom (UK) from the European Union. Frye et al. (2020) describe this exit as having a more significant impact on business across the UK or those in partnership with them. Hayes (2021) reported that this led to slow GDP growth, a rise in the employment rate, increase in CPI inflation. Organizations are forced to increase the prices of services and lay off workers to be able to meet up with the current need. International trade was also affected. 
Another global factor, as identified by Sulaiman (2016), is inflation; inflation refers to the increase in the price of goods and services over time, which can erode the purchasing power of wages and benefits. Some of the challenges posed by inflation include a reduction in compensation values (Presbitero et al., 2016), an increase in cost of living (Ohunakin et al., 2019), and an increase in turnover rate and others. This often forces employers to lay off staff to cope with the situation. 
This global and local phenomenon has led to several responses from organizations, particularly concerning their employee, some of which are discussed below.
[bookmark: _Toc128910344]Low Wages
Many hospitality jobs are low-paying, making attracting and retaining talent difficult. Employees may seek better-paying jobs in other industries, leading to high turnover rates. Oh and Oh (2017) describe low wages as a significant factor that increases turnover in the hospitality industry. Due to inflations, pandemics, or other global, employers focus on profitability alone, not employee development. They are forced to reduce wages.  
[bookmark: _Toc128910345]Burnout
The hospitality industry can be fast-paced and demanding, leading to burnout and high turnover rates. Employees may feel overworked and undervalued, leading them to seek employment elsewhere. Haldorai et al. (2019), in a study using 308 five-star employees as a case study, discovered that work overload is one of the characteristics of the hospitality industry, Jha (2019) noted that this might affect the psychological, health, and mental safety of employees.
[bookmark: _Toc128910346]Training and Development 
The hospitality industry requires specialized skills and knowledge, but many businesses do not invest in employee training and development programs. This lack of investment can lead to low job satisfaction and high turnover rates. Fletcher et al. (2018) describe this as perceived training and development; when an employee cannot see this as a hospitality organization, the employee tends to leave the organization. Ikram et al. (2021) also added that a lack of adequate employee training systems had been a significant challenge in the hospitality industry. The cost of investing in and maintaining this training system has been a more significant challenge to the hospitality industry.
[bookmark: _Toc128910347]Work-Life Balance
Hospitality jobs often require employees to work long hours, including weekends and holidays. This can make it difficult for employees to maintain a healthy work-life balance, leading to burnout and high turnover rates. Kundu et al. (2017) describe the lack of work-life balance programs and systems in some hospitality industries as a significant source of increased turnover. 
[bookmark: _Toc128910348]Other factors 
Human resources practices are a crucial determinant of employee retention. In a study that examines employees in outsourcing companies, Presbiterro et al. (2016) stated that response from these employees shows that the Human Resources practices adopted by an organization primarily affect employee retention. Ikram et al. (2021) said that if the practices of HR do not involve full participation in brand development, workers may be overstressed and probably leave. This study concludes that students are in the field of Hospitality. Organization 
Corporate Social responsibility is a trending global principle in the workplace; an organization that fails to adopt it in its practices may experience employee retention on a large scale. Ikram et a. (2021) stated that one of the known causes of significant retention, which organizations in the hospitality industry do not yet give greater attention to, is corporate social responsibility both internally and externally; employees want to be sure that their practices and work show a commitment to the sustainability of the environment. Kim et al. (2020) state that once employees cannot perceive CSR in the organizational goals and objectives, there is a great tendency not to engage in such work or a high retention rate. In their studies, Kashyap and Verma (2019) describe this as a lack of social values. 
Critical reflection 
Based on the literature, employee retention in the hospitality industry has been traced to several factors, including Human Resources practices, Working conditions, Mission ad Orientation, and Work attitude. Critically looking at the COVID-19 pandemic, many employees have been exposed to the bright side of remote working and see no need to resume their former workplace. Most of the tasks in the hospitality industry cannot be handled remotely. The employee must be present at the organization for effectiveness. There is a need for a balanced system to address this. Various global issues, such as Brexit, COVID-19, and Inflation, are inevitable incidents that cannot be controlled by the hospitality industry but can only be managed. A sustainable system to manage this could be adopted. 
[bookmark: _Toc128910349]Possible Solution
Based on the highlighted challenges and problems, hospitality industry managers should adopt the following measures to increase the rate of recruitment and retention. A specific consideration would be given to Marriot Hotel as a case study for this solution.
Increasing employee pay and benefits.
Although the sector is primarily known for paying their employee less, this should be adjusted. Other benefits aside from the regular pay should be introduced to boost and motivate employees to work and contribute their best. David Rodriguez, Marriot's global chief HR officer, says prioritizing employees' well-being helps to build a successful hotelier business (Book et al., 2019).
Offering flexible scheduling and remote work options
Since various Incidents such as inflation, Brexit, and COVID-19 have exposed some of the workers to remote work and its benefits, hospitality industry managers should look at creating flexible work schedules and even include remote work options to attract employees (Kashyap and Verma, 2018). 
We are investing in career development and training programs.
Managers and Hospitality organizations communicate career paths to their employees to show them their interest in their growth and development. The organization can replicate such training and development programs for their employee to ensure retention. Marriot wants to ensure that more than half of its employees can be aligned around a purpose (Hayes, 2021). Marriot Hotel should also emphasize its commitment to creating a positive and inclusive work environment. 
[bookmark: _Toc128910350]Evaluation and Conclusion
Employee retention is a crucial factor for the success of any industry, including the hospitality industry. High employee turnover can be costly for businesses in recruiting, hiring and training new staff. Effective employee retention strategies require a comprehensive approach that considers the needs and expectations of employees, as well as the goals and objectives of the organization.
Marriott's approach to employee retention involves a combination of competitive compensation and benefits, creating a positive work environment, offering growth opportunities, providing recognition and rewards, and prioritizing diversity, equity, and inclusion. These strategies help Marriott attract and retain top talent, resulting in a loyal and dedicated workforce committed to providing exceptional customer service.
To address these retention issues, Marriott should implement various initiatives, such as increasing employee pay and benefits, offering flexible scheduling and remote work options, and investing in career development and training programs. The company should also emphasize its commitment to creating a positive and inclusive work environment, which can help to improve employee satisfaction and retention. By implementing these strategies, businesses in the hospitality industry can improve employee retention and create a positive work environment that benefits both employees and customers.
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