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Impact of current challenges on the human resource department relating to recruitment and retention.
1.0 Background of the Marriot International
Marriott International was founded in 1927 as an A$W Root Beer business by Alice Sheets Marriott and J. Willard Marriot. The hotel brand was founded in Washington D.C. and expanded to Boston in 1983 (Marriott International 2022). The hotel brand provides a powerful portfolio in the global hotel industry with over 8,500 properties in 138 countries. The corporation also emphasises diversity and inclusion as part of its core values (Marriott International 2022). The corporation also minds employees' well-being as part of its valuable cultural inheritance (Marriott International 2022). According to Qadri, Ahsan, and Hashmi (2016), the hotel brand remains one of the leading hotel chains in the global hotel industry and was nominated by the Times as the top 4 corporations to work for in 2009. However, despite the outstanding performance, the corporation still faces hurdles when it comes to employee recruitment and retention. Some of the recruitment challenges that this proposal intends to look into stem from the high cost of recruitment and retention, workforce diversity challenges and high competition in the labour market. As illustrated by Armstrong, and Taylor (2020), employee retention relates to a holistic approach that pays attention to employees in every aspect and creates sustainable engagement with the talented workforce. Therefore, the following report intends to look into challenges that Marriott Hotel and Resort experiences in Employee recruitment and retention. The report will also identify various external factors that contribute to challenges in employee retention and analyse how these factors directly or indirectly impact employee retention. Additionally, the report will discuss strategies or efforts that Marriott Hotels and Resorts has put in place to deal with the identified issues. Lastly, the analysis will provide recommendations on how the Marriott Hotel and Resort can effectively overcome the identified issue and successfully retain its workforce.
2.0 Literature
The recruitment crisis or labour supply remains a huge challenge in the UK's hospitality industry. Sealy and colleagues conducted a study that examined the recruitment crisis within the British hotel industry. According to Sealy, Jenkins, and Jalley (2023), even though the hospitality sector contributes approximately £ 130 billion towards the gross domestic product (GDP), the sector is still incapable of attracting and retaining the best talents. The retention crisis stems from a lack of skilled manpower to meet the industry demand (Sealy, Jenkins, and Jalley, 2023). This study concluded that the recommended strategies have not been effective in addressing mistakes and challenges in employee retention (Sealy, Jenkins, and Jalley, 2023). 
 MacAllister 2022 in an article pointed out that the latest figure from the Office for National Statistics (ONS) pointed out that recruitment and retention remain a challenge across industries in the UK. For instance, by April 2022, there was an increase of 85,500 vacancies in the accommodation sector (MacAllister 2022). This challenge is so severe, that hospitality businesses in the UK were estimated to lose £ 21 billion within a week of closure (MacAllister 2022). 
On the other hand, Ghani and colleagues also investigated challenges and strategies for employee retention in the hospitality industry. According to Ghani et al. (2022), the backlash in employee recruitment and retention has continued to significantly contribute to poor performance in the hospitality sector. According to the finding of this study, employee retention remains dependent on employee satisfaction which is multifaced (Ghani et al. 2022). For instance, the study determined that employee retention affects workplace environment, sustainable growth, workplace communication, and recruitment practices. The study concluded that a lack of sound employee retention strategies is likely to lead to high turnover rates, and employee dissatisfaction which motivates them to look for other well-paying opportunities (Ghani et al. 2022). Generally, the review of existing literature confirms that recruitment and retention of employees in the UK hospitality sector face huge challenges that have not been effectively addressed by the present strategies.
3.0 Marriott Hotels and Resort HR Challenges
3.1 High cost of hiring
Brexit as a political factor has not only slowed down the hiring of foreigners in the UK hospitality industry but also has made it expensive for players like Marriott hotels and resorts. As Sealy, Jenkins, and Jalley (2023) illustrate, it costs approximately £ 3250 to hire a foreigner to work in the UK. Such costs have pushed Marriott Hotels and Resorts to focus on the competitive local labour market.
3.2 Workforce diversity challenges
Given that Marriott Hotels and Resorts is an international brand, the company has a diverse staff that to some extent poses cross-culture management challenges (Qadr, Ahsan, and Hashmi, 2016). In other words, it is a challenge for Marriott to meet the diverse cultural expectation of employees (Qadr, Ahsan, and Hashmi, 2016). This in turn leads to a high turnover rate within the company and hinders employee retention.
3.3 Competition in the labour market
According to the Hotel's 2022 annual report, Marriott Hotels and Resorts face competition across the globe (Mack-Cali Realty). The labour market in the US and other countries remains competitive as players in the hospitality sector continue to struggle with labour shortages (Mack-Cali Realty). This implies that employees are always on the move as they look for well-paying careers in the hospitality sector (Mack-Cali Realty). Such competition has made it impossible for Marriott to effectively retain employees even after incurring hiring and training costs.
4.0 External Factors that Contribute to the employee retention challenges
4.1 Political
4.1.0 Brexit
The withdrawal from the European Union has had a huge impact on employee retention within different sectors in the UK (EU) (Cameron, Jenkins, and Marson, 2018). For instance, Brexit has overhauled trade and work in the UK as there are limitations and strict regulatory requirements to hire a workforce from the EU market (Cameron, Jenkins, and Marson, 2018). It has also been determined that the healthcare and hospitality sectors continue to experience recruitment gaps, however, since Brexit, the stakeholders in these sectors have found it hard to fill these gaps given the strict immigration requirement. Generally, Brexit remains a political factor that has affected the UK's hospitality sector given its over-reliance on external human capital hence, the challenge in employee retention.
4.2 Legislation
4.1.1 Tier 2
While Brexit can be viewed as a political issue, the UK visa legislation also impacts employee retention (GOV.UK. 2021). According to Foster (2023), Brexit has contributed to an estimated 330000 labour shortage. The impact is not only felt in the formal sector but also in the low-skilled sectors of the UK. The UK is no longer open to the free labour movement, and employees from the EU have to embrace the Points-Based System or Tier 2 to bring foreign workers onboard. According to Sealy, Jenkins, and Jalley (2023), the Tier 2 approach is quite expensive as employers are required to incur approximately £ 1,475 per employee who comes from outside the UK (Sealy, Jenkins, and Jalley, 2023). Additionally, it costs £ 199 to obtain a certificate of sponsorship and £ 575 for visa sponsorship. It is also estimated that it would cost £ 3250 less legal and administrative costs to recruit a professional outside the UK (Sealy, Jenkins, and Jalley, 2023). Generally, the existing legislation on immigration alongside other qualifications has made it expensive to hire and retain both highly-skilled and low-skilled workers in the hotel industry.
4.3 Economic
4.1.2 Inflation
According to ‌Butler (2022), the steady rise in commodity prices in the UK has significantly affected the amount of income people spend on accommodation and food. Additionally, inflation has made employees motivated to look for well-paying careers not only in the hospitality industry but also in other professions ‌(Butler, 2022). In other words, while hotels would want to hire employees on a long-term basis, the rising prices make employees continue looking for well-paying jobs hence limiting retention ‌ (Butler, 2022).
5.0 What the Marriot International Hotel Group has done with the current issue
5.1 Digitisation
While the high costs of hiring remain a challenge, Hancock (2021) also argues that the shrinking labour market is not a good sign for the organisation. The executives at Marriott hotels and resorts in the UK and USA are now looking at digitisation as the best and most sustainable solution. While other stakeholders look at it as a potential source of unemployment, Marriott as an organisation sees the initiative as a source of convenience not only to the company but also to the customers (Hancock 2021). For instance, digitisation promotes customer self-service hence eliminating reliance on human resources.
5.2 International Human Resource Development.
In order to address the existing workforce diversity challenges, Marriott Hotels and Resorts has adopted international human resource development to help in dealing with local and international human resources (Qadr, Ahsan, and Hashmi, 2016). This approach enables the company to be accountable and responsible for human resource management. In other words, international human resource management enables the company to manage its workforce across diverse cultures (Qadr, Ahsan, and Hashmi, 2016). This approach is intended to allow the organisation to train a workforce that not only fits in the local market but also in the international market (Qadr, Ahsan, and Hashmi, 2016).
5.3 Improving workforce welfare and Benefits
While labour demand remains a challenge for Marriott hotels and resorts, its management has resorted to attracting top talents in the local market through lucrative benefits (Qadr, Ahsan, and Hashmi, 2016). The company not only limits employee benefits to monetary items but also in terms of medical insurance, employee safety, recognition, food, transportation and house allowances (Qadr, Ahsan, and Hashmi, 2016). The introduction of monetary and non-monetary benefits not only attracts top talents but also motivates and boosts employee productivity (Qadr, Ahsan, and Hashmi, 2016).
6.0 Conclusion and Recommendations Based on the Findings (400)
6.1 Conclusion
In summary, employee recruitment and retention remain a huge challenge within Marriott Hotels and Resorts. A brief literature review within the UK hospitality sector reveals that employee retention remains a huge challenge. For instance, some scholars have looked at the UK hospitality sector as profitable but still fail to attract top talents. Another study has relied on data from the ONS to show the surge in labour shortage. The third article looked at the lack of employee retention as a contributor to a poor workplace environment, poor sustainable growth, poor workplace communication, and poor recruitment practices. Some of the challenges that hinder employee retention at Marriott include the high cost of hiring, challenges in workforce diversity challenges and the highly competitive labour market. This report has also identified three major eternal factors that contribute to the employee retention problem within Marriott hotels and resorts. These include Brexit, Tier 2 regulation and inflation. The report has also shown that Marriott Hotels and Resorts has taken different measures to address the current employee retention challenges. Some of the strategies that the organisation use in addressing these challenges include digitising some of its services to promote self-service, adopting international human resource development and availing lucrative employee benefits and welfare.
Recommendations
6.2 Build an attractive organisational culture
To accommodate employees from diverse cultures, the Marriott brand should develop an attractive organisational culture. Marriott can achieve this through employee recognition programmes. Employee recognition offers a sense of belonging and gives the employee the motivation to continuously work for the organisation‌ (David 2023). In other words, employee recognition will demotivate employees to look for work from other competitors. This recognition strategy has been found to work for Kimpton. Employees in this organisation are celebrated for meeting and going beyond expectations ‌ (David, 2023). In the long run, creating and promoting an inclusive organisation culture will help the organisation retain its workforce and save it from the expensive recruitment and selection process.
6.3. Talent recognition and development
Marriott hotels and resorts can also overcome labour shortages by identifying and nurturing college talents. This can be achieved by offering work-study and internships to students while they are in school (Mngomezulu et al 2016). This strategy can be more effective in that it can help an organisation bring onboard passionate personnel and prevent short-term employment. According to Mngomezulu et al. (2016), early talent recognition helps in employee retention as workers learn to adapt to the organisation’s norms and work culture.
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