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Introduction 
 Marriott Hotels is an International chain widely regarded as a forerunner in the international hotel industry. The Cardiff Marriott Hotel is strategically located in the central area of Cardiff, the capital city of Wales. Its advantageous positioning has contributed to its popularity among both visitors and business travellers seeking accommodation options. The location of this particular site is often seen in close vicinity to prominent monuments, such as Cardiff Castle and the Principality Stadium (Baum et al., 2023). The Cardiff Marriott Hotel is a constituent of the Marriott International Corporation, a globally recognised hospitality corporation including a diverse collection of renowned hotel brands. Marriott hotels are renowned for their dedication to providing exceptional service and hospitality (Pelit and Katircioglu, 2022).
Cardiff Marriott has recruited talented individuals and is willing to face up against formidable rivals in the hotel industry. The challenges of contemporary business include fast technological advancement, changing demography, fierce rivalry, and economic unpredictability. Like other hotels, the Cardiff Marriott is subject to fierce competition and outside influences such as shifting customer preferences, the state of the economy, and significant global events (Camilleri, 2021). COVID-19 had a significant effect on the hotel business, resulting in several modifications to operating procedures, issues related to staffing, health and safety regulations, and variations in demand. As a result, to meet the rising demands of their clientele, hotels have had to reconsider their recruitment and retention strategies. To recruit and retain top talent, Cardiff Marriott also required increasing its investment in staff development and training, Moreover; it can also provide competitive pay and benefits, and cultivate a pleasant workplace culture (Baum et al., 2023).
The objective of this proposal is to get a comprehensive comprehension of the challenges currently faced by the Marriott Hotel and the hospitality industry, as well as the impact of these challenges on staff retention. The objective of this proposal is to assess the workforce retention challenges faced by the Cardiff Marriott Hotel, including both internal and external factors. The potential reasons for the poor retention rate seen at the Cardiff Marriott Hotel include a range of concerns, including insufficient personnel numbers, inadequate training and remuneration structures, limited avenues for professional growth, and an imbalance between work and personal life commitments. Additionally, this proposal identifies PESTLE and SWOT analyses to investigate the possible effects of outside influences on staff retention at the Cardiff Marriott Hotel. 
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The hotel business has significant global recognition and serves as a pivotal catalyst for promoting global development. Nevertheless, the organisation is faced with several obstacles that impede the acquisition and maintenance of proficient personnel. The primary aim of this research endeavour is to investigate the many factors that influence hotels' ability to efficiently attract and retain workers with exceptional skills (Pelit & Katircioglu, 2022). The global spread of the COVID-19 pandemic poses a substantial additional challenge for the hotel business in its efforts to recruit and maintain clientele. According to Baum (2019), the widespread job losses, low morale, and increased stress levels experienced by people working in the hotel industry are all direct results of the pandemic's impact on the sector's resilience. In addition, the data showed that the continuing epidemic has caused significant changes within the industry, including the introduction of new technology developments and business models. 
The widespread effects of Industry 4.0 on hotel management methods may affect the hospitality sector's talent pool. Sharma et al. (2022) claim that hotels may use Industry 4.0 techniques to increase operational efficiency and service quality. However, these changes have also brought out new difficulties in the domains of development and human resource management. Hence, to manage sector 4.0 technology successfully, draw in, and keep top talent while also maximizing the advantages of this transformative technological era, the hotel industry must devise effective strategies. The pandemic has had a major effect on the hotel business, especially hiring and employee retention. Furthermore, to effectively recruit and retain highly trained individuals, hotel companies must have comprehensive staff retention and talent management plans. 
Pelit and Katircioglu (2022) note that different approaches are used by luxury hotels in four different nations when it comes to staff retention and talent management. Enhancing employee happiness and engagement may be achieved via a variety of strategies, including giving in to workers' requests for flexible scheduling, offering extensive benefit packages, and creating opportunities for professional growth. Mohsin et al. (2023) conducted a thorough investigation to analyse the difficulties in keeping hospitality experts on staff such as heavy workloads, low pay, lack of training and development programs and little prospects for professional advancement. Furthermore, the implementation of strategies such as providing employees with a competitive salary, allowing them some degree of schedule flexibility, and creating opportunities for professional growth may have an impact on the organisation's capacity to retain its most skilled and productive members. Hotel managers must exhibit a thorough understanding of these problems and aggressively seek out practical solutions to maximize worker satisfaction and increase staff retention rates (Iftikhar et al., 2021).
The hospitality sector is renowned for its fast expansion and variety of problems. One of the most significant obstacles confronting modern organisations is the difficulty in both attracting and retaining highly competent employees. The hotel management has two challenges with its workforce: the retention of current workers and the recruitment of new employees (Hamouche, 2021). Furthermore, the hotel business in the United Kingdom has shown a significant level of resilience in response to the effects of Brexit. The recruitment and retention of individuals in the sector might potentially be influenced by apprehensions and doubts over the future of the industry in the context of Brexit and alterations in immigration regulations. Bilan et al. (2020) claim that the English hotel industry is now facing a labour shortage because of the emigration of European Union nationals. Therefore, because of the current labour crisis, it is probable that employee turnover will rise as workers seek alternatives abroad that provide more advantageous prospects. According to the research findings of Camilleri (2021), there has been a notable fall in the demand for Marriott's services, leading to the need to implement labour cutbacks on a worldwide level by the corporation. This situation exacerbates the already pronounced shortage of labour. A substantial number of individuals have experienced unemployment, while those who remain employed are dealing with intensified work demands and reduced employment benefits. The impact of the pandemic on the emotional well-being of hotel workers emerges as a significant factor in job resignations.
Labour turnover in the hotel sector is discussed in this special issue, as are the challenges the business has in attracting, acquiring, and maintaining suitably skilled and motivated labour. Raising pay may have a significant influence on a hotel's bottom line, so it is important to calculate the costs and benefits beforehand. Adjusting pricing or other parts of the business model to account for increases in labour expenses may be important in certain situations (Osei et al., 2020). Employee retention has been a problem in the hotel business due to long hours, low pay, a lack of professional advancement opportunities, and unstable work life (Neupane and Khanal, 2022). Moreover, the sector has a high turnover rate, which is possibly due to dissatisfaction among workers, exhaustion, and stress. This means that hotels will need to invest more in recruiting and training, and there is a danger that they may lose important institutional knowledge and experience as a result (Friedman, 2019). 
Employers may take steps to address this issue by emphasising employment stability, competitive pay and benefits, career advancement possibilities, and a work-life balance-friendly culture. In addition, organisations should provide workers with opportunities for advancement and compensation commensurate with their efforts (Mohsin et al., 2023). There are several ways in which hotels may combat these problems and remain competitive by competing for and maintaining excellent people. Providing competitive pay and benefits like health insurance, retirement plans, and vacation time is one way to attract and keep the best employees. For instance, the Hilton Hotel in Toronto gives its employees a wide variety of benefits, such as dental, health coverage, and monetary contributions to their children's college funds (Baum, 2019).
One strategy is to provide opportunities for people to progress in their careers. This includes things like structured training programmes, mentoring programmes, coaching, and laid-out professional paths (Liu-Lastres et al., 2023). For instance the Leadership Centre of the Ramada Hotel, which offers courses in management and customer service to its employees. Hotels may increase employee engagement and satisfaction by, generating a welcoming environment that gives importance to workers' unique perspectives and inspires them to strike a good balance between work and personal life. Providing on-site childcare and more flexible work hours are two strategies to encourage a respectful and collaborative atmosphere in the workplace (Bilan et al., 2020). For instance, the Grand Hotel Scarborough promotes a healthy work-life balance by allowing its workers the flexibility to work from home and split shifts. These types of programmes have been shown to increase employees' satisfaction, loyalty to their jobs, and enthusiasm. When employees feel valued and respected at work, they are more likely to stick around, hence reducing the cost of employee turnover. Therefore, businesses need to place money into their workers to create a happy and productive environment (Camilleri, 2021).
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The Cardiff Marriott has an excellent reputation among British hotel guests. Luxury accommodations, restaurants, a bar, a spa, and other amenities are all available to guests at this hotel. Despite its popularity, the hotel sector confronts several hurdles, such as a turbulent economy, changing client demographics, fast technology development, and severe rivalry. To keep its employees content, Marriott UK has instituted several measures, including more schedules that are adaptable, better perks, more frequent and publicised acknowledgement, and more prospects for advancement. This study proposal investigates the Marriott Hotel's and the hospitality industry's current challenges, and how they affect the hotel's capacity to retain its staff. Marriott Hotel chain in different nations uses a wide variety of personnel management and retention strategies to retain their finest employees. Low pay, intense workload, limited career advancement choices, and insufficient training and development programmes were recognised as concerns and measures for staff retention in the hospitality industry (Hamouche, 2021). Brexit-related uncertainty and fears about the future of the business, together with changes in immigration restrictions, might affect recruiting and maintaining talent. As with many other hotels across the globe, the Marriott has seen the impacts of the global Covid-19 epidemic. Due to inflation, businesses may have to pay more for labour and materials. Therefore, hotel management must be aware of these challenges and work to improve staff retention and recruitment. The high turnover rate in the hospitality business is usually due to long hours, poor pay, a lack of growth opportunities, and an imbalance between work and personal life.
Providing competitive salaries and benefits, creating an atmosphere where employees feel appreciated, and supporting chances for professional growth are all ways in which hotels may tackle these difficulties. Additionally, by providing telecommuting, job sharing, and other types of workplace flexibility, hotels may create a courteous and collaborative work atmosphere. Among the many issues revealed in the course of this proposal's study are low wages, precarious work, a dearth of possibilities for professional progress, and the aftereffects of the COVID-19 epidemic. This proposal suggests several strategies that hotels may use to improve their ability to recruit and retain personnel despite these challenges. Fair compensation, chances for advancement, a supportive and adaptable work environment, and a variety of scheduling options are all ways to motivate and retain workers. Moreover, hotels should invest in their employees to maintain high levels of motivation and dedication among their workforce. Hotels can attract and retain top talent by providing competitive salaries, comprehensive benefits, and opportunities for professional growth. In addition, hotels should foster an environment where everyone is treated with dignity and where collaboration and acceptance are valued. To compete successfully in the highly competitive hospitality industry, hotels may improve their chances of success by using certain practices. 
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	External factors to  consider
	
Factors affected within the industry
	Importance to organisation

	POLITICAL
	It is critical to be on good terms with nearby communities and governments. Permits for events and improvements, adherence to zoning laws, and participation in community projects are all examples.
	The recruiting and retention methods used by organizations might be influenced by changes in labour laws and regulations.
 For instance, changes in minimum wage legislation or immigration regulations have the potential to affect the accessibility and expense of labour (Neupane and Khanal, 2022).

Occupancy rates, health and safety measures, and travel limitations are all factors that may be significantly impacted by public health policies, such as those about health emergencies (Liu-Lastres et al., 2023).
	Marriot Hotel workforce development, training, and job placement programmes must have the potential to impact recruiting endeavours and the ability to retain employees (Hassanein and Özgit, 2022).

	ECONOMIC
	The hotel's budget for hiring and keeping staff may be affected by variations in the value of the local currency due to the hotel's membership in a worldwide hotel chain (Hassanein and Özgit, 2022).

	
The availability of skilled labour and salary expectations may be influenced by the state of the regional economy as a whole. Wage pressure may occur if the economy worsens and more people look for work at the hotel (Pelit and Katircioglu, 2022).
	 Hotel occupancy and revenue often rise in tandem with the economy since more people can afford to take vacations and see new places (Osei et al., 2020).

	SOCIAL
	Retention policies and practices may be impacted by employees' desires for work-life balance, flextime, and telecommuting.
	Recent worldwide health issues have increased stress about maintaining a sanitary environment. The hotel should address these worries by establishing stringent health and safety measures and informing guests about them (Koo et al., 2020).
	Population characteristics such as age, gender, and ethnicity in the area may affect hiring practices. Retention strategies may need to be adjusted for a diverse staff (Camilleri, 2021). 
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	External factors to consider
	
Factors affected within my industry
	Importance to organisation

	TECHNOLOGY
	 In automating some of the hotel's processes, technology may free up workers to concentrate on more fulfilling activities. Workers are more likely to feel fulfilled in their jobs when they can do so effectively (Nisar et al., 2022).
	Anti-discrimination legislation, health and safety mandates, and immigration rules are just a few examples of how employment law changes may affect hiring, working conditions, and employee rights (Friedman, 2019).
	Through the use of technology, businesses can now gather and analyse data on their staff to make strategic choices that ultimately benefit those employed there. Staff retention increases when workers see their data is being put to good use (Bilan et al., 2020).

	LEGAL
	Fair treatment of workers depends on employers abiding by labour rules. Legal conflicts, dissatisfied employees, and high turnover rates are all possible outcomes of a lack of compliance (Peng et al., 2020).
	The Civil Rights Act and the Equality Act (in the UK) ban discrimination based on race, gender, religion, disability, and age, among other considerations. All workers should be treated fairly and with respect if Marriott is serious about keeping them around (Bilan et al., 2020).


	
	The individual and the company should consider the legal implications of termination processes, notice periods, and severance payouts.  Moreover, protecting employees' legal rights, such as the freedom to negotiate and speak out without fear of punishment, is essential to attracting and retaining talented workers (Neupane and Khanal, 2022).

	ENVIRONMENTAL
	Dedication to environmental protection, Marriott may have an edge in the hiring market. As a result, it might be simpler to retain talented and engaged personnel, as well as recruit environmentally conscientious talent (Darvishmotevali and Ali, 2020).
	Reducing exposure to harmful substances and enhancing air quality are two examples of how sustainable practices may help workers. Fewer sick days and higher job satisfaction are only two benefits of a healthy workplace.

Marriott's dedication to sustainability may provide them with a competitive edge in the labour market. Potentially easing the challenge of retaining qualified and motivated employees by attracting environmentally conscientious candidates (Iftikhar et al., 2021).

	Marriott's environmental sustainability initiatives have the potential to strengthen the company's overall brand recognition and perception. People who share the company's core principles are more likely to remain employed there (Legrand et al., 2023).







SWOT Analysis

o · It may be difficult to find and keep qualified staff in Cardiff's competitive hotel business, particularly during busy times.

· The hotel's ability to attract and retain staff is weakened by its dependence on the tourist sector during economic downturns.

· Marriott's dedication to maintaining competitive salary levels may result in escalated labour expenses, which might influence the hotel's overall profitability.

· The hotel is required to comply with a range of employment and safety requirements, which may provide challenges in terms of complexity and financial burden in its management.
· In the hospitality business Marriott is a top choice among job seekers.

· Training and improvement opportunities are only a few of the many available to the Cardiff Marriott Hotel's staff.

· Marriott has the potential to use technology breakthroughs to optimise its recruiting and retention strategies, including the implementation of online job portals and employee engagement applications.

· Marriott's attempts to be environmentally responsible may attract eco-aware workers, which will improve the hotel's standing and recruitment efforts.


· Reduced tourism and difficulties in recruiting and retaining staff might result from economic downturns or unforeseen disasters like pandemics.

· In the competitive landscape of the hospitality industry, it is plausible that rival hotels may actively seek to attract skilled personnel from Marriott, hence potentially resulting in staff attrition.

· Maintaining legal standards in the areas of employment, health and safety is crucial. A hotel's reputation and bottom line are on the line if it ever has to deal with the legal system.

· Technology has the potential to harm if not appropriately implemented or if cybersecurity weaknesses are used.
· The prioritisation of sustainability and eco-conscious practises has the potential to appeal to a cohort of environmentally aware individuals who share Marriott's core principles.

· Cardiff's rising popularity as a tourist destination presents the hotel with excellent prospects for growth and the need for more personnel.

· Retention and recruitment efforts may benefit from using technology for remote work, learning, and engagement among workers.

· The hotel may improve the guest experience by hiring from a more representative cross-section of the local community.
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