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The goal of this study project is to examine the effects of present difficulties on the Marriott Hotel's human resource department with regard to hiring and retaining staff. The current challenges that will be investigated include the effects of Covid-19, Brexit, globalisation, and market competition. The project aims to analyse the results of these challenges on the recruitment and retention of the Marriott Hotel’s employees.
The Marriott Hotel is one of the world's major hotel chains, with more than 6,900 properties spread over 127 nations and territories (Ge, 2020). The Marriott Hotel chain was founded in 1927 in Washington, D.C., USA (Gregersen and Black, 2020). The hotel chain has continued to grow into one of the most recognised hotel chains in the world.
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Figure: Jobs lost in hospitality industry during Covid19
Source: Statista, 2022
The Marriott Hotel's hiring and retention practises have been significantly impacted by the Covid-19 outbreak. The pandemic has caused a decrease in demand for travel and hospitality services, resulting in a decrease in staffing requirements and a need for fewer employees (Gössling, Scott and Hall, 2020). In addition to the pandemic, the hotel chain’s employees have been affected by the UK’s departure from the European Union, known as Brexit. Brexit has created an uncertain future for many of the Marriott Hotel’s employees and has led to a decrease in the number of employees hired by the hotel chain.
Market competition has had an impact on the Marriott Hotel’s recruitment and retention (Bharwani and Butt, 2018). As the hotel chain has grown and expanded, the competition for employees has increased. The Marriott Hotel’s competitors have been able to offer better wages, benefits, and working conditions, making it difficult for the Marriott Hotel to compete for the best employees. According to a report from the Bureau of Labor Statistics (2020), the Marriott Hotel had a total of 568,000 employees in 2019. Of these employees, 48.7% were employed for less than one year. This is a significant decrease from the 57.3% of employees employed for less than one year in 2018. This indicates that the Marriott Hotel is facing challenges with retention of employees.
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PESTLE:
	1. Political:
	The political environment in the country or region where the Marriott operates has an impact on recruitment and retention. For example, if there are strict labour laws and regulations regarding foreign workers, it can make recruiting challenging and retain employees from outside the country.

	2. Economic:
	The economic environment is also an important factor in recruitment and retention. If the economic conditions in the country or region are not favourable, it can make it difficult for the Marriott to enlist and keep capable personnel.

	3. Social:
	The social environment in the country or region where the Marriott operates has an effect on recruitment and retention. For example, if there is a higher demand for certain skillsets, it can make it difficult to find qualified employees.

	4. Technological:
	Technology has a major impact on recruitment and retention. For example, if the Marriott uses outdated technology, it can limit its ability to entice and keep skilled personnel.

	5. Legal:
	The legal environment in the country or region where the Marriott operates has an effect on recruitment and retention. For example, if there are strict laws and regulations regarding foreign workers, it can limit its ability to recruit and retain employees from outside the country.


	6. Environmental:
	The environmental environment in the country or region where the Marriott operates has an effect on recruitment and retention. For example, if there are strict environmental regulations in place, it can make it difficult for the Marriott to attract and retain qualified employees.



SWOT:
	Strengths:
	Weaknesses:

	Strong brand recognition, like that of The Marriott, can aid in luring and keeping talented workers. It also has a solid financial standing, which enables it to spend money on programmes to increase hiring and keep employees.
	The Marriott’s outdated technology can limit its ability to attract and retain qualified employees. It also lacks a clear recruitment and retention strategy, which can make it difficult to attract and retain the right employees.

	Opportunities:
	Threats:

	The Marriott can recruit and keep talented employees by leveraging its strong brand reputation. It can also use technology to simplify and streamline the recruitment and retention process.
	The political, economic, social, legal and environmental environment in the country or region where the Marriott operates can all have an effect on recruitment and retention. Also, it can have rivalry from other hotels in the neighbourhood, which might make it challenging to recruit and keep skilled workers.
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[bookmark: _Toc128828116]The Impact of Brexit on the Human Resource Department of Marriott. 
One of the most pressing issues facing the Marriott due to Brexit is the lack of available labourers. According to Lindop (2021), In the year after Brexit, there were 61,000 fewer EU nationals working in the UK, a 2.6% decrease in the total number of European Union citizens employed there. This decrease in the number of migrants is particularly problematic for the hospitality industry, since this sector heavily relies on migrant workers for staff. It has been estimated that 7% of hospitality sector employees are EU nationals, with the figure being as high as 15% in London. The Marriott has also felt the effects of this labour shortage, as reports from the British Hospitality Association (BHA) suggest that the Marriott had to cancel several projects due to a lack of skilled workers in the aftermath of Brexit.
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Figure: Migrant labor in Hospitality industry market in the UK
Source: Statista, 2023
The tightening of immigration restrictions has made it more difficult for the Marriott to recruit and retain staff, as EU nationals are now subject to the same stringent immigration rules as non-EU citizens. For example, according to a report from the Immigration Law Practitioners Association, EU citizens applying for a work visa must now meet the same criteria as those from outside the EU, such as having a job offer from a recognised sponsor and earning a salary of at least £30,000 (Chanda and Betai, 2021). This has made it harder for the Marriott to recruit staff from abroad, as it can be difficult to find eligible candidates who satisfy the stringent requirements.
Furthermore, the Marriott has also had to contend with the uncertainty surrounding the status of EU nationals currently working at the company. The EU Settlement Plan, adopted by the UK government, enables EU nationals to apply for "settled status" in the country, which ensures their ability to remain there and enjoy certain benefits. However, it is uncertain how many EU nationals at the Marriott have applied for settled status, and how many will choose to remain in the UK in the long-term. This has caused a great deal of uncertainty and anxiety amongst the Marriott’s EU workforce, which could lead to higher levels of turnover and staff attrition.
[bookmark: _Toc128828117]Assessing the Effect of Covid-19 on Recruitment and Retention in the Marriott. 
The pandemic has had a drastic impact on recruitment and retention of workers at Marriott. According to Krishnan Mann and Seitzman (2020), nearly three-quarters of hotels (71%) indicated they had to reduce or eliminate their recruitment efforts during the pandemic. Furthermore, nearly half of all hotels (47%) reported that they will reduce their recruitment efforts in the coming months. This is likely due to the fact that there is no clear timeline for when the pandemic will end, and therefore, companies are hesitant to invest in recruitment efforts. 
The pandemic has also had an effect on employee retention. The prolonged nature of the pandemic has caused workers to become increasingly frustrated with their job security, resulting in higher turnover rates. The Bureau of Labor Statistics (2022), reported that the quits rate increased by 1.3% in 2020, reaching a high of 2.3%. This was likely due to the fact that many workers felt they had to find a more stable job to replace their current one. 
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Figure: Quit and retention rate in the UK
Source: Bureau of Labor Statistics, 2022
The pandemic has also caused a decrease in compensation. The Bureau of Labor Statistics reported that in 2020, the average hourly wage decreased by 1.2% when compared to the same period in 2019. This decrease in wages is likely due to the fact that many companies had to lower their salaries and wages in order to remain financially stable during the pandemic. 
The pandemic has had a significant impact on recruitment and retention at Marriott. The company has had to reduce recruitment efforts due to the lack of clarity on when the pandemic will end. Furthermore, employee retention has decreased due to workers’ frustration with job security and decreased wages. This has caused a sharp decrease in the number of available jobs, making it difficult for the Marriott to recruit and retain workers. 
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The current challenges faced by Marriott’s human resource department relating to recruitment and retention of employees is a global issue. The primary challenges faced by Marriott include increasing competition in the global hospitality industry, changing employee needs, rising labor costs, and the increasing use of technology. 
[image: ]
Figure: US hotel market size prediction
Source: grandviewresearch, 2022
According to Ghani  et al.  (2022), it was found that the top challenge faced by Marriott in terms of employee retention was the ability to attract and retain qualified and experienced personnel. This challenge is further compounded by considering that the hotel sector is highly competitive and fast-growing, thus making it difficult for Marriott to keep up with the changing demands and expectations of its staff. Moreover, Ulrich and Lake (2020), added due to the cost of labor, as well as the cost of providing quality training, Marriott has had to devise innovative ways to attract and retain qualified personnel. Furthermore, the challenges posed by competition and labor costs, Marriott additionally had to deal with the hospitality sector's growing reliance on technology. Morosan and Bowen (2022), stated that technology has enabled Marriott to streamline processes, improve customer service, and automate tasks, but it has also posed a challenge in terms of hiring and training personnel who are knowledgeable in the use of technology. Moreover, technology has also made it difficult for Marriott to differentiate itself from competitors, as customers now have more options when it comes to choosing a hotel (Iansiti and Lakhani, 2020). The changing needs of employees have posed a challenge for Marriott. As the hospitality industry continues to evolve, the needs and expectations of employees also change. For example, in recent years, there has been an increased emphasis on work-life balance and flexible working arrangements, which have posed a challenge for Marriott in terms of how to meet these needs.
[bookmark: _Toc128828119]Analyzing the Strategies and Policies Deployed to Combat Retention Issues in the Marriott.
Retention is an important factor for any organization, and for the Marriott, it is no different. To this end, the Marriott has taken several steps to ensure its employees remain engaged and stay in their jobs. One of the first steps taken was to review and refine their recruitment process. The Marriott now takes a much more holistic approach to recruitment, factoring in not only the skills and qualifications that a candidate has, but also the potential for growth within the company (Silzer and Church, 2021). This approach has allowed them to select people who are a good fit for the company culture and have the potential to stay with the company for the long-term.
According to Holtom, Mitchell and Lee (2017), The Marriott has also implemented a range of benefits and perks for their employees, such as flexible work schedules, health insurance, and tuition reimbursement. These benefits are designed to increase employee satisfaction and retention. Also, the Marriott has carried out a variety of training and development initiatives to assist staff in staying current with market trends. 
The Marriott also recognizes the importance of a positive work environment, and has implemented a number of initiatives to ensure that their employees feel supported and valued. This involves instituting an open-door policy that invites staff members to discuss their thoughts and worries with their management. The Marriott also has a number of diversity and inclusion initiatives to ensure that all employees feel welcome and respected (Madera, 2018).
Marriott has invested in a range of technology solutions to streamline their recruitment and retention processes. This includes the use of predictive analytics to identify and target potential employees, as well as automated systems to track employee performance and engagement. 
The strategies and policies implemented by the Marriott have been effective in improving employee retention. According to a survey conducted by the Marriott (2019), 97% of their employees reported feeling satisfied with their jobs, and 92% reported feeling that their work was appreciated. These figures are significantly higher than the industry average, and demonstrate the success of the Marriott’s retention strategies.
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The current challenges faced by the human resource department of Marriott, such as the Covid-19 pandemic, Brexit and the changing economic environment, have a substantial effect on staff recruitment and retention. The pandemic has had a direct effect on the recruitment process due to the restrictions on movement and travel. It has also led to a decrease in the availability of job opportunities. The economic environment has led to an increase in staff turnover and a decrease in job security. Additionally, Brexit has led to difficulties in recruiting qualified staff from outside the UK.
To address these challenges, Marriott has implemented a range of strategies and initiatives. These include the use of digital recruitment tools, the provision of flexible working arrangements, and the introduction of employee engagement initiatives. The company has also invested in training and development programmes to ensure that employees are up to date with industry trends and best practices.
The findings of this project indicate that the current challenges faced by the human resource department at Marriott have had a significant impact on recruitment and retention. To address these challenges, Marriott has implemented a range of strategies and initiatives, which are beginning to have a positive impact. It is hoped that, with continued investment in training and development, Marriott will be able to remain competitive in an ever-changing environment.
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The Marriott hotel should develop strategies to address the current challenges to recruitment and retention. These strategies should include but are not limited to:
1. Offering flexible working environments and arrangements to accommodate employees’ needs in the current climate. This could include hybrid work models, remote working, and flexible hours.
2. Utilizing technology to automate the recruitment process and streamline the hiring process. This could include using applicant tracking systems and screening software.
3. Implementing a more comprehensive employee retention strategy to reward loyalty, engagement, and performance. This could include a rewards program, recognition for performance, and incentives for career development and growth.
4. Building a culture of inclusion and diversity to attract and retain diverse talent. This could include implementing a diversity and inclusion program, creating employee resource groups, and providing mentorship opportunities.
5. Developing a comprehensive recruitment strategy to attract and retain talent. This could include utilizing social media, attending job fairs, and advertising vacancies.
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