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[bookmark: _Toc150290171]Executive Summary
PESTEL and SWOT evaluations of Marriott Hotel employee retention issues yielded significant findings and implications. The hotel industry's high turnover rates are exacerbated by Brexit, economic uncertainty, the global retirement tide, and the COVID-19 epidemic. Marriott's strengths, flaws, opportunities, and dangers emphasise its reliance on foreign workforce and need for flexible HR methods. Marriott must prioritise local talent, recruiting simplification, and employee health and safety due to the substantial implications. Apprenticeships, flexible work arrangements, competitive wages, and cost-effective, cutting-edge technology solutions have been suggested to solve these issues. These standards will help Marriott retain staff, improve visitor satisfaction, and boost service quality, ensuring the company's future success in the ever-changing hospitality industry.
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[bookmark: _Toc150290172]Introduction and Background
Marriott Hotels is a world-renowned brand that represents luxury and opulence. Marriott Hotels was founded in 1927 by J. Willard Marriott and his wife, Alice S. Marriott (Marriott International, 2023). Now with over 7,600 outlets in 130 countries, the company has grown. Marriott's leadership in the hospitality sector is due to its commitment to providing exceptional service and memorable experiences. Marriott's hotel brands range from the opulent Ritz-Carlton to the budget-friendly Fairfield Inn and Suites, catering to diverse types of tourists. Marriott prioritises innovation, sustainability, and guest satisfaction to improve hospitality. Marriott Bonvoy rewards its most loyal customers with exclusive gifts, perks, and experiences. Marriott prioritises environmental protection and community involvement in addition to hospitality (Marriott International, 2023). The organisation raises awareness about environmentally responsible business practises and social responsibility activities to reduce its environmental effect and improve the quality of life in the communities it serves. Marriott Hotels combine history and modernity to meet the evolving needs of travellers worldwide. The organisation has a rich history and a forward-thinking outlook (Rik Ruiter and Dang, 2013).
Current Challenge on employee retention issues
Marriott Hotels' biggest concern is employee retention. Marriott has struggled to retain staff in recent years due to a variety of issues. Several factors cause this issue. First, the global COVID-19 pandemic has caused many hospitality workers to be laid off and have their hours cut (Amankwah-Amoah and Khan, 2020). Due to the unstable job market, numerous staff members have left for more secure jobs, increasing turnover. Second, the gig economy has attracted workers seeking flexible schedules and multiple revenue streams. Marriott is having trouble retaining employees because they may prefer freelance or contract work over long-term hotel jobs. Third, compensation and perks affect employee retention (Bhatnagar, 2017). Marriott must offer competitive pay and benefits to compete for talent with other service businesses. That could lead to staff turnover as they seek greater pay elsewhere.
Impact of employee retention
Marriott Hotels' biggest concern is employee retention. Marriott has struggled to retain staff in recent years due to a variety of issues. First, the global COVID-19 pandemic has caused many hospitality workers to be laid off and have their hours cut. Due to the unstable job market, numerous staff members have left for more secure jobs, increasing turnover (Raza and Qureshi, 2017). Second, the gig economy has attracted workers seeking flexible schedules and multiple revenue streams. Marriott is having trouble retaining employees because they may prefer freelance or contract work over long-term hotel jobs. Third, compensation and perks affect employee retention. Marriott must offer competitive pay and benefits to compete for talent with other service businesses. That could lead to staff turnover as they seek greater pay elsewhere (Beckert and Patrik Aspers, 2021).
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The Marriott Hotel shows how environmental factors affect hospitality staff hiring and retention. This literature review examines industry retention rates, provides sector-specific examples, and assesses external determinants, focusing on Brexit issues.
Hospitality employee retention has long been a challenge. According to Armstrong (2017), the job requires long and irregular hours, strong consumer interactions, and physically difficult work, hence turnover is high. According to Armstrong (2017), low retention rates result in the loss of experienced individuals, higher recruitment and training costs, and service quality issues. Employee retention is especially tough at Marriott Hotels. The company's commitment to excellent service depends on talented and experienced people, thus they must be retained. Because of this, Marriott has had to adopt strategies to retain employees, such as professional development and competitive pay.
Several industry examples show how external factors affect employee recruitment and retention. CIPD (2020) found that the global COVID-19 pandemic highlighted the hotel industry's fragile state. During the pandemic, some hotels, including Marriott, suffered layoffs and shorter hours, which led some staff to look for positions at safer organisations (Su and Ouyang, 2021). Employee retention is another issue caused by the gig economy's resurrection. Instead of long-term careers in the traditional hotel business, individuals who seek flexibility and several revenue streams may select freelancing or contractual arrangements, leading to higher turnover. CIPD (2020) found that competitive compensation may affect employee retention in several industries. Marriott must offer competitive pay and benefits to attract and retain employees from other service businesses. If you don't, employees may leave for industry with better pay (Vadim Radaev and Zoya Kotelnikova, 2022).
According to Sisson (2019), Brexit has complicated hospitality personnel recruitment and retention, particularly in the UK. This is especially true in Britain. Marriott has struggled to hire competent workers due to Brexit uncertainty, new visa procedures, and labour law changes. Brexit's impact on foreign labour is a major concern. The hospitality industry has long used a diverse workforce from EU countries. Johnson (2019) found that after Brexit, workforce mobility has been restricted, which may lead to a manpower shortage. Marriott and other companies like it are finding it harder to recruit and retain competent EU workers due to increased competition (Hartman and Werhane, 2013). Hospitality businesses now have more administrative duties due to employment and work visa laws. This affects how simple it is to hire workers and whether foreigners will work in the UK. These challenges have driven Marriott and other hospitality companies to change their recruitment practises to stay competitive. They're focusing more on local talent, training, and simplifying work permit requirements (Tyagi et al., 2023).
PESTEL and SWOT analysis
PESTEL and SWOT analysis of Marriott Hotel's external environment shows how these factors affect hospitality employee retention. Political, Economic, Social, Technological, Environmental, and Legal (PESTEL). SWOT is Strengths, Weaknesses, Opportunities, and Threats.
PESTEL Analysis:
Political Factors:  Political factors can significantly affect employee retention. For instance, Brexit uncertainty in the UK has affected foreign workforce availability (Sisson, 2019). Marriott, like other hospitality companies, had to adapt to changing immigration and labour laws, which affected its capacity to recruit and retain international talent (Marriott International, 2023).
Economic Factors: Economic factors like inflation and the economy affect employee retention. Workers may be frustrated by rising inflation's erosion of real incomes (Van Den Heuvel et al., 2018). The economy affects industry stability and growth. During economic downturns, hotels may struggle to fund worker training and retention activities.
Social Factors: A wide range of "social factors" can affect how long a company keeps an employee. The global trend towards retirement, driven by population ageing, may affect knowledge availability. As more workers retire, the industry may face a talent deficit. This may increase turnover and cost experienced personnel.
Technological Factors: Technology can increase or decrease retention depending on its use. Technology advancements can streamline operations and boost employee satisfaction (Agarwal and Garg, 2019). However, quick adoption of new technologies may create skills gaps in the workforce, making them feel outdated and more likely to hunt for job elsewhere.
Environmental Factors: Environmental factors are more essential in retention. The hospitality industry has become more aware of and committed to green practises. Marriott and others invest in green projects (Marriott International, 2023). If environmental sustainability improves their lives, employees who share similar values are more inclined to stay with such companies.
Legal Factors: Legal variables like labour laws and regulations might affect employee retention because they set working conditions. Employment law changes, especially after Brexit, may cause recruitment and retention challenges (Sisson, 2019). For instance, stricter visa regulations can make hiring and retaining foreign workers harder.
SWOT Analysis:
Strengths: Marriott Hotel has a global presence, a strong brand recognition, and many hotel brands (Marriott International, 2023). These traits can boost employee retention by offering a variety of career growth opportunities.
Weaknesses: High turnover rates and the industry's vulnerability to exogenous disturbances like the COVID-19 outbreak affect retention (Su and Ouyang, 2021). When political environments change, substantial dependence on foreign labour can be risky.
Opportunities: Marriott can boost staff retention by investing in technology and training to keep employees current and interested (Marriott International, 2023). Diversity and sustainability, which align with changing social values and employee expectations, offer opportunities.
Threats: One danger to staff retention is hospitality's strong talent competition. Political developments like Brexit and economic downturns like inflation and the general economy could affect personnel happiness and retention attempts (Sisson, 2019). These three issues threaten staff retention.

Potential Solution
Marriott Hotel faces issues in retaining staff due to Brexit, COVID-19, and industry competition. These difficulties may be addressed by drawing on sector examples (Evans and Smith, 2018).
Marriott can adapt to the new workforce landscape after Brexit by focusing more on local talent (Deloitte, 2017). Premier Inn in the UK uses apprenticeship courses to attract and retain local staff. Marriott may also use apprenticeships, internships, and training to develop and retain local talent, reducing its need on foreign workforce (PwC, 2016). Second, Marriott can increase job security and employee well-being by addressing COVID-19's influence on employee retention. Hilton Worldwide launched "WorkSpaces by Hilton" to meet workers' shifting work preferences. This promoted worker safety and flexibility. Marriott may improve employee satisfaction and retention by adopting comparable flexible work arrangements and wellness programmes. Marriott could also emulate Google and Facebook's compensation and perks packages to compete for top talent. These IT giants are known for their competitive salaries and benefits. Marriott may seek to incorporate profit-sharing or stock options and improve its benefits package to attract and retain top talent (Jiang and Richter, 2020). Marriott can use cost-effective retention tactics to reduce inflation and economic instability. The InterContinental Hotels Group (IHG) used technology to create a personalised employee experience platform with professional development and training tools (SHRM, 2018). Marriott may invest in comparable platforms to give its employees effective and efficient skill development.
So, The Marriott Hotel improves employee retention by emphasising talent development, job security and well-being, compensation and benefits, and cost-effective, innovative technology. Marriott may learn from other successful organisations and retain competent people in a changing external environment by applying these techniques (Lehman, 2014).
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Findings:
The Marriott Hotel staff retention research project's PESTEL and SWOT assessments generated key findings. Hospitality has a high staff turnover rate due to long hours, hard work, and irregular scheduling. External issues affect employee retention second. Brexit, economic uncertainty, the global retirement wave, and COVID-19 are examples. These concerns have caused labour shortages, talent competition, and financial constraints, which limit an organization's ability to invest in retention strategies. The research of Marriott's strengths, weaknesses, possibilities, and dangers has also highlighted the company's reliance on foreign workforce and the need for flexible human resource management to overcome its challenges.
Implications:
The Marriott Hotel may suffer serious consequences from these findings. Marriott must have flexible human resource strategies due to the industry's significant turnover and dangers. External problems, particularly Brexit, highlight the need to diversify recruitment sources, cultivate local talent, and improve work visa administrative processes. Due to the economy and inflation, employee welfare must be prioritised. We must offer competitive wages and benefits to boost worker satisfaction and retention. The global retirement tsunami emphasises the need to plan for succession and retain skilled professionals. Marriott's ability to adapt to these effects will affect its ability to retain staff and, as a result, client satisfaction with service.
Recommendations:
The study's findings and conclusions suggest a few ways Marriott Hotel might improve staff retention. In human resource management, the hotel should prioritise local talent development programmes including apprenticeships, internships, and other training. Premier Inn's success in the UK can be exploited to reduce foreign labour. Marriott should also streamline local professional recruitment to navigate post-Brexit labour markets.
Marriott should offer more flexible work arrangements, such as work-from-home, to lessen COVID-19's negative effects and increase employee health and satisfaction. Hilton Worldwide's "WorkSpaces by Hilton" programme may boost job happiness. The hotel should also consider a wellness initiative for staff members' mental and physical health.
Marriott must increase its wages and benefits to recruit and retain top people in a competitive job market. Technology titans like Google and Facebook might inspire innovative pay arrangements like profit-sharing and stock options. Financial incentives for health and fitness may also boost job satisfaction.
Marriott can offset inflation and economic unpredictability by investing in effective and affordable worker development technology. An InterContinental Hotels Group (IHG)-style tailored employee experience platform will provide resources for staff training and development without being costly.



[bookmark: _Toc150290175]References
Agarwal, P., and Garg, P. (2019). Employee Retention Strategies: An Empirical Research. Journal of Business Management and Social Sciences Research, 8(4), 134-141.
Amankwah-Amoah, J., and Khan, Z. (2020). Overcoming the Economic Impacts of Covid-19: Insights from Resource-Based Theory. Technological Forecasting and Social Change, 163, 120469.
Armstrong, M. (2017). Armstrong's Handbook of Human Resource Management Practice. Kogan Page.
Beckert, J. and Patrik Aspers (2021). The worth of goods : valuation and pricing in the economy. Oxford: Oxford University Press.
Bhatnagar, J. (2017). Employee Retention: A Review of Literature. Journal of Business and Management, 19(2), 161-167.
CIPD. (2020). Managing the Impact of Coronavirus on Your Workforce. Chartered Institute of Personnel and Development. https://www.cipd.co.uk/Images/coronavirus-hr-faqs-managing-the-impact-on-your-workforce-20-march_tcm18-63056.pdf
Deloitte. (2017). Global Human Capital Trends: Rewriting the Rules for the Digital Age. Deloitte University Press. https://www2.deloitte.com/uk/en/pages/human-capital/articles/global-human-capital-trends.html
Evans, I. and Smith, N.D. (2018). Knowledge. Cambridge, Uk ; Malden, Ma: Polity.
Hartman, L.P. and Werhane, P.H. (2013). The Global Corporation. Routledge.
Jiang, W., and Richter, A. (2020). The Impact of Perceived Organizational Support on Employee Retention Through Turnover Intentions. Personnel Review, 49(1), 79-95.
Johnson, P. (2019). Brexit and the Labor Market: An Analysis of the Potential Impacts. The Economic and Labour Relations Review, 30(2), 209-229.
Lehman, B. (2014). The red book. Boston: Houghton Mifflin Co.
Marriott International. (2023). About Us. Marriott International. https://www.marriott.com/about-us
PwC. (2016). Addressing the Challenges of Employee Retention and Turnover. PricewaterhouseCoopers LLP. https://www.pwc.com/us/en/advisory-services/publications/assets/pwc-addressing-challenges-of-employee-retention-and-turnover.pdf
Raza, S. A., and Qureshi, T. M. (2017). Impact of Leadership Styles on Employee Retention: A Comparative Study. European Scientific Journal, 13(25), 144.
Rik Ruiter and Dang, P.Y. (2013). Highway to E.S.L. : a user-friendly guide to teaching English as a second language. Lincoln, Neb.: Iuniverse, Inc.
SHRM. (2018). Employee Job Satisfaction and Engagement: The Doors of Opportunity Are Open. Society for Human Resource Management. https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2018%20Employee%20Job%20Satisfaction%20and%20Engagement%20Report.pdf
Sisson, K. (2019). Employee Relations after Brexit: Best-Practice Guidance. Employee Relations, 41(6), 967-981.
Su, Z., and Ouyang, Y. (2021). The Impact of COVID-19 on Employee Retention in the United States: Evidence from the Current Population Survey. World Development, 137, 105214.
Tyagi, P.K., Nadda, V., Bharti, V. and Kemer, E. (2023). Embracing Business Sustainability Through Innovation and Creativity in the Service Sector. IGI Global.
Vadim Radaev and Zoya Kotelnikova (2022). The Ambivalence of Power in the Twenty-First Century Economy. UCL Press.
Van Den Heuvel, M., Demerouti, E., Bakker, A. B., and Schaufeli, W. B. (2018). Adapting to Change: The Value of Change Information and Meaning-Making. Journal of Vocational Behavior, 107, 104-115.

1

