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The issue of retention is one of the current issues that the suggested proposal will focus on. Since high turnover rates can have a negative impact on customer service, productivity, and overall operational efficiency, keeping employees on staff is crucial for the hotel industry (Chen et al., 2010). The challenge for Marriott Hotels is finding and keeping talented employees in a competitive market. Turnover may be influenced by elements like fierce competition, demanding working conditions, and the need for ongoing professional development (Albrecht et al., 2015). This proposal will evaluate the specific methods that Marriott Hotels will adopt to increase employee retention, including competitive pay, opportunities for career advancement, robust training and development initiatives, and fostering a supportive workplace environment that encourages work-life balance and employee engagement. Retention in Marriott Hotels can be significantly impacted by several factors. One of the factors is a staffing shortage, wherein insufficient numbers of employees can result in an increase in workload and stress for workers, which in turn can cause burnout and dissatisfaction. Another important factor is a lack of training, as undertrained employees may become frustrated and look for better opportunities elsewhere. 
Poor management can also have a negative impact on employee retention because it demotivates workers with ineffective leadership, poor communication, and few opportunities for professional development as noted by Ghani et al. (2022). High turnover rates can also be attributed to other elements like poor job satisfaction, poor pay, and a lack of work-life balance. For Marriott Hotels to increase employee retention and keep a capable and dedicated workforce, these issues must be resolved. Marriott Hotels provide customers with opulent lodging, first-rate service, and an unforgettable stay. They also offer a variety of amenities because of their extensive global presence, including cosy accommodations, fine restaurants, cutting-edge fitness centres, and relaxing spa facilities. The hotels boast tasteful interior design, cutting-edge equipment, and a dedication to guest happiness. Marriott Hotels offer modern and comfortable accommodations so that visitors, whether travelling for work or pleasure, can unwind, rejuvenate, and make lifelong memories.
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The hotel industry in the United Kingdom is a vibrant and diverse industry that serves both domestic and international travellers (Wilson et al., 2012). The UK has a variety of hotels, in both vibrant cities and picturesque countryside, to suit different tastes and price ranges. The hotel industry in major cities like London, Manchester, and Edinburgh is extremely competitive and dynamic. Millions of tourists visit these cities each year, creating a high demand for lodging. As a result, customers can choose from a wide variety of hotels, from five-star luxury hotels to more affordable alternatives (Wilson et al., 2012). These cities are home to numerous global hotel chains that provide top-notch facilities and services. In the UK, the hotel industry also faces difficulties. The industry has faced difficulties because of the uncertainty surrounding Brexit and its effects on travel and tourism. The Covid-19 pandemic has also had a significant impact on the industry, causing many hotels to temporarily close their doors and experience financial strain due to travel restrictions and decreased demand (Smart et al., 2021). Despite these difficulties, the UK hotel industry has proven to be adaptable and resilient. The UK continues to be a popular destination for tourists from all over the world because of its wide variety of accommodations, excellent service standards, and iconic locations. 
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In any organisation, including the hotel industry, a strong and successful workforce is built through employee recruitment and retention (Mehta et al., 2014). Top talent is attracted, a skilled workforce is maintained, and ultimately, business success is driven by effective recruitment strategies and strong retention practises. To fill open positions within the business, recruitment entails finding, attracting, and choosing qualified candidates (Ekwoaba et al., 2015). The right people with the required abilities, credentials, and cultural fit are hired because of a carefully executed recruitment process. It typically entails job postings, resume screening, conducting interviews, and rating applicants. To ensure that the organisation has the right people in the right roles, effective recruitment practises aid in the development of a talented and diverse team (Oladapo, 2014).
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The performance of the hotel business is greatly influenced by employee retention whereas, the operations of a hotel facility can be negatively impacted by a high turnover rate according to Ashton (2018). However, keeping a skilled and knowledgeable staff on board can help the company to perform better. Service delivery is continuous and consistent because of staff retention. Experienced staff members can consistently deliver high-quality service, resulting in increased customer satisfaction and loyalty. They also have a thorough understanding of hotel operations, guest preferences, and service standards.  Additionally, staff retention helps the organisation retain its knowledge and expertise (Das and Baruah, 2013). Employees with experience have valuable knowledge of the hotel's procedures, infrastructure, and guest preferences. By keeping these employees on board, the organisation can prevent the loss of institutional recognition that might result from high turnover rates. This information can be used to improve processes, inform decisions, and uphold consistent service standards (Manhart and Thalmann, 2015).
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Preparing a PESTLE analysis for Marriott Hotels is essential when concentrating on hiring, keeping, and improving the performance of staff. The analysis identifies external influences on the hotel industry, including those from the political, economic, social, technological, legal, and environmental factors. Understanding these variables enables strategic planning and effective decision-making in managing staff-related issues and enhancing business performance.
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i. Government rules and directives concerning the tourism and hospitality sectors.
ii. Geopolitical stability and problems that could affect travel and tourism.
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i. GDP growth, inflation rates, and exchange rates are examples of the economic trends and conditions.
ii. Travel and hotel demand are influenced by consumer spending habits and levels of disposable income.
iii. Economic uncertainties on a global and regional scale, such as recessions or downturns.
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i. Trends in demographics and modifications to consumer behaviour, preferences, and travel habits.
ii. The expectations and preferences of visitors are influenced by cultural and social factors.
iii. Concerns about sustainability and ethics, including the need for environmentally friendly actions.
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i. Changes in technology that have an impact on efficiency, customer experience, and hotel operations.
ii. Online bookings, marketing, and communication are impacted by the internet and digital technologies.
iii. Integration of automation, data analytics, and artificial intelligence in hotel management.
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i. Laws and rules pertaining to employment, such as minimum wage, working conditions, and labour rights.
ii. Standards for licencing and compliance with health and safety laws.
iii. Data privacy regulations and intellectual property protection laws.
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i. Green hotel initiatives and environmental sustainability.
ii. The effects of climate change on travel patterns and destination preferences.
iii. Events or natural catastrophes that might interfere with hotel operations.
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	Strengths 
	Weakness

	i. Marriott Hotels operates in many different nations and enjoys a strong global presence because of widespread brand recognition.
ii. The company caters to various market segments by providing a wide variety of hotel brands and accommodations.
iii. The reputation of Marriott Hotels is built on its dedication to providing excellent service and opulent amenities.

	i. Due to the intense competition in the hotel industry and the large number of domestic and international players, it can be difficult to draw in new clients.
ii. The performance of Marriott Hotels may be affected by cyclical or structural shifts in consumer spending.
iii. Bookings made through online travel agencies and booking sites are common and have the potential to affect profit margins.


	Opportunities
	Threats

	i. Marriott Hotels can increase its global footprint by gaining access to the expanding travel and tourism markets in emerging economies.
ii. Marriott Hotels now have the chance to adopt and promote sustainable initiatives due to the rising demand for environmentally friendly accommodations.
iii. Marriott Hotels can broaden its portfolio and penetrate new markets by forming strategic alliances, mergers, or acquisitions.

	i. The demand for hotels can be impacted by political unrest, terrorism, and economic uncertainty.
ii. Dependence on outside platforms for bookings may result in higher commission costs and a possible decline in direct bookings.
iii. The traditional hotel industry is under threat from the growth of sharing economy platforms like Airbnb.




The recruitment and retention of employees in a variety of industries, including the hospitality industry, have been significantly impacted by current events like Brexit, Covid-19, and inflation. 
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Brexit has led to changes in immigration laws and uncertainty regarding freedom of movement. The talent pool from the European Union (EU) that is available for hiring has been reduced as a result (Lenihan and Witherspoon, 2016). Existing EU workers might be uneasy about their long-term prospects and job security, which could pose retention issues. Employers can concentrate on diversifying their recruitment sources by looking into talent from non-EU nations or investing in regional workforce development initiatives. Retention can be increased by offering EU workers support and direction to address their worries and clarify their status (Gereffi et al., 2010).
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Travel restrictions and social isolation policies have made it difficult to conduct in-person interviews and assessments, which has disrupted the hiring process (Kotwal et al., 20210. Covid-19 has led to layoffs, furloughs, and shortened workweeks, which may have had a negative impact on employee loyalty and morale. By using technology for virtual interviews and evaluations, hotels can modify their hiring procedures. Retention can be improved by putting an emphasis on employee well-being and helping, such as mental health resources and flexible work schedules (Carnevale and Hatak, 2020).
[bookmark: _Toc135670811]Inflation
High inflation may cause job seekers to demand higher wages, raising the cost and difficulty of hiring (Okun, 2011). Employee dissatisfaction can result from inflation if wages do not keep pace with rising living expenses. Inflation can reduce purchasing power. To stay competitive in attracting and keeping talent, hotels can conduct market research to understand current wage trends and modify compensation packages accordingly. Offering non-cash incentives like flexible work schedules, chances for career advancement, and a positive workplace culture can also aid in employee retention (Chen et al., 2010).
[bookmark: _Toc135670812]Evaluation and Conclusion
Recruitment and retention in the hotel industry have been significantly impacted by the current affairs of Brexit, Covid-19 and inflation. Brexit has created uncertainty regarding immigration laws, which has reduced the talent pool available from the European Union (EU) for hiring. Existing EU workers might also feel insecure about their employment, which could make it difficult to keep them. By looking into talent from outside the EU and investing in regional workforce development programmes, hotel businesses can diversify their recruitment sources and counteract these effects. Retention can be increased by offering EU employees support and direction regarding their status. 
Due to travel restrictions and social isolation measures brought on by the Covid-19 pandemic, it has been difficult to conduct in-person interviews and assessments. Employee morale and loyalty may have been negatively impacted by layoffs, furloughs, and reduced working hours during the pandemic. By using technology for virtual interviews and evaluations, hotel businesses can modify their hiring procedures. Putting employee well-being first, providing resources for mental health, and implementing flexible work schedules can all help retention during these trying times.
Recruitment may become more expensive and competitive because of rising wage demands from job applicants. Additionally, if wages do not keep pace with rising living expenses, it may reduce purchasing power and lead to dissatisfaction among employees. To stay competitive in luring and keeping talent, hotel businesses can conduct market research to comprehend current wage trends and modify compensation packages accordingly. Enhancing retention also requires providing non-cash benefits like flexible work schedules, chances for career advancement, and a positive work environment.
The following suggestions are things that hotel businesses should doing.
i. Investigate talent from outside the EU and invest in regional workforce development initiatives to diversify your recruitment sources.
ii. Utilise technology to conduct virtual tests and interviews to meet the challenges brought on by the COVID-19 pandemic.
iii. Support and advice regarding status should be given to EU employees to allay their worries and increase retention.
iv. To stay competitive, conduct market research to understand current wage trends and modify compensation packages accordingly.
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