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[bookmark: _Toc149250120]1. Introduction and Background
The Marriott, known for its exquisite lodgings, great customer service, and wide global footprint, confronts a slew of issues in today's business world (Pradhan, Jena, and Pattnaik, 2017). This proposal digs into the complexities of these difficulties, concentrating on their influence on staff retention, a critical component of organisational success. The Marriott began as a simple root beer stand in 1927, founded by J. Willard Marriott and Alice S. Marriott (Goh and Okumus, 2020). It has grown over the years to become one of the world's greatest hospitality brands, with a broad network of hotels, resorts, and accommodation facilities (Kumar, 2021). The Marriott serves a diverse range of clients, from business travellers to leisure seekers, and represents the pinnacle of hospitality quality.

From the SWOT analysis, the strong brand image and worldwide presence of Marriott provide stability. This attracts workers looking for long-term careers, which improves retention. The hotel’s weaknesses include staff shortages caused by external causes such as immigration rules (Pradhan, Jena, and Pattnaik, 2017). This understaffing puts current workers under stress and has a detrimental influence on retention. Some of the opportunities available for The Marriot include adapting to technological advances that enhance operational efficiency and staff skill sets, resulting in higher work satisfaction and retention (Sealy, Jenkins, and Jalley, 2023). However, economic downturns and political uncertainty have an impact on Marriott's financial stability. Employee retention efforts are hampered by reduced resources for employee perks and training programmes (Li et al., 2020).

Using a PESTEL framework, political stability (P) ensures that activities run smoothly. Marriott navigates a variety of worldwide political settings, tailoring employment practices to local requirements and influencing worker retention methods (Kumar, 2021). Economic swings (E) have an influence on Marriott's income and, as a result, its capacity to spend on employee perks and training. Budget restrictions may have an impact on retention strategies during economic downturns. Employee expectations are influenced by social variables (S) such as shifting demographics and cultural norms (Sealy, Jenkins, and Jalley, 2023). Marriott adjusts by building an inclusive workplace atmosphere and employee well-being programmes, which improve retention. Technological innovations (T) help Marriott improve operational efficiency. Automation has an impact on work functions; Marriott invests in training to upskill employees, reducing attrition as a result of technological developments (Goh and Okumus, 2020). Marriott's eco-friendly actions are in line with environmental concerns (E), which benefits the company's image. Such programmes boost employee pride, which may increase retention rates. Finally, it is essential to follow employment rules and regulations (L). Marriott's compliance fosters employee loyalty and retention by ensuring a fair and secure work environment. The aim of this proposal is to examine the impacts of the external environment on employee recruitment and retention using the case study of the Marriott

[bookmark: _Toc149250121]2. Discussion/Literature
[bookmark: _Toc149250122]2.1 Theoretical Analysis
Han, Kok, and McClelland (2023) investigated the influence of green training on staff turnover intention and customer satisfaction. The findings showed that adopting green training dramatically lowered staff turnover intentions. Furthermore, eco-friendly training increased customer satisfaction, highlighting the relationship between environmentally aware training, staff retention, and excellent customer experiences. The interconnection of sustainability efforts, staff engagement, and customer results is highlighted in this study, emphasising the relevance of green training programmes in creating employee loyalty and consumer happiness.
 
Ghani et al. (2022) analysed the issues encountered by the hospitality sector in terms of staff retention and developed effective solutions to overcome these challenges. In their research, Ghani et al. (2022) emphasised that poor training, restricted career progression prospects, insufficient work-life balance, and competitive job markets were major issues for hospitality organisations in keeping their staff. The researchers also revealed that successful hospitality firms use effective techniques such as personalised training programmes, promoting a happy work atmosphere, giving professional growth options, and providing appealing rewards and incentives. 

Cameron, Jenkins, and Marson (2018) explored the influence of the Brexit vote on management attitudes towards recruiting practices in the hospitality business. The findings revealed that the Brexit vote had a substantial impact on management views towards hospitality recruiting. The survey found that managers are concerned about the availability of competent labour after Brexit. As a result, many managers embraced conservative recruiting tactics, preferring temporary or short-term contracts over long-term commitments. Furthermore, rather than depending mainly on external recruiting, there was a noticeable move towards investing in current workers via training and upskilling efforts. The results emphasised the industry's need for adaptation and strategic personnel planning in response to Brexit-related uncertainty, emphasising the necessity of internal talent development and flexibility in recruiting practices.
 
McCartney, Chi-In, and Pinto (2022) investigated the impact of the COVID-19 pandemic on turnover intentions among employees in the hospitality retail sector. They discovered that COVID-19 had a significant impact on the turnover intentions of hospitality retail employees. The study found that job insecurity, workplace safety concerns, increased workload due to staff shortages, and disruptions in work-life balance were major contributors to increased turnover intentions among employees. Furthermore, management's lack of adequate support and communication during the crisis exacerbated these intentions. The findings emphasise the importance of proactive management strategies that emphasise job security, workplace safety, and support mechanisms in order to reduce turnover intentions among employees in the hospitality retail sector affected by the pandemic.

Older workers in Central and Eastern Europe were the focus of a study by Hardy et al. (2018). Researchers aimed to better understand the socioeconomic environment of these places to better understand the variables impacting older workers' capacity to stay in the labour market. According to research by Hardy et al. (2018), older workers in Central and Eastern Europe encounter prejudice due to their age, lack of access to chances for professional growth, and inadequate workplace accommodations. The research highlighted the significance of social policies such as flexible work schedules, lifelong learning programmes, and age-inclusive workplace practises in encouraging older workers to remain in their current positions. It is also important to note the influence that financial considerations like pension schemes and retirement incentives had in keeping older people on the job. 
 
[bookmark: _Toc149250123]2.2 Impact of Current Affairs on Employee Retention in the UK Hotel Industry 
[bookmark: _Toc149250124]2.2.1 Brexit and Employee Retention
The effect of Brexit on staff retention in the UK hotel business has been severe. Uncertainty over immigration regulations and labour shortages have made it difficult for hotels to recruit and keep talented employees (Ridgway, 2019). Due to the cessation of free movement between the UK and the EU, the pool of available talent has been reduced, resulting in severe rivalry among companies. Many EU citizens, who used to make up a significant share of the workforce, have fled owing to uncertainties over their legal status. As a result, hotels have been compelled to spend more on training and development programmes for local personnel, raising operating expenses (Crasii and Nawar, 2022). 

[bookmark: _Toc149250125]2.2.2 COVID-19 Pandemic
According to Stuart et al. (2021), the COVID-19 pandemic has had a significant influence on staff retention in the hotel business in the United Kingdom. Lockdowns, travel restrictions, and decreased tourism have resulted in a significant drop in income, requiring hotels to cut expenses via layoffs and reduced working hours. Uncertain market circumstances and job insecurity have made workers more hesitant to switch employment, resulting in better retention rates but increasing job insecurity. Hotels have also prioritised crucial employee retention via training programmes and flexible work arrangements (Bennett, 2021). However, the whole workforce has been impacted, with fewer prospects for professional advancement and financial security, affecting employee morale as well as the industry's long-term talent pool.

[bookmark: _Toc149250126]2.2.3 Inflation
Rising inflation has exacerbated staff retention issues in the UK hotel business. Employees find it more difficult to make ends meet with static salary packages as living expenses rise (Sindakis and Aggarwal, 2022). Employee morale and motivation are strained as a result of this difference, which increases the chance of turnover. Hotels are under pressure to change compensation and perks to retain people, yet this often results in greater operating expenses (Ghani et al., 2022). Balancing competitive pay with profitability becomes a tricky undertaking, affecting the industry's capacity to retain competent workers (Lenoël et al., 2022). In the intensely competitive hotel industry, failure to address this problem may result in increasing turnover rates, hurting service quality, client happiness, and overall firm viability. 

[bookmark: _Toc149250127]2.2.4. Economic Situation
The UK hotel industry's economic state has a substantial impact on staff retention. Reduced consumer spending contributes to falling hotel revenues during economic downturns, forcing cost-cutting measures (Rodríguez-Sánchez et al., 2020). This often results in layoffs, decreased work hours, and restricted income increases, generating employee instability. In contrast, rising revenue enables hotels to invest in workers, giving them attractive pay and perks during economic upswings. Employee confidence is boosted by economic stability, which reduces turnover rates since workers feel safe in their positions (Haldorai et al., 2019). Economic uncertainty often leads to downsizing.

2.2.5 [bookmark: _Toc149250128]Global Retirement Tide
The global retirement tide has a substantial influence on staff retention in the hotel business in the United Kingdom. With the world's workforce ageing, experienced hotel employees often choose retirement, creating a skills vacuum. This makes it difficult for hotels to retain talented workers (Lenoël et al., 2022). To combat this, hotels engage in training programmes, attracting retirees with flexible schedules and part-time jobs to keep their skills. However, owing to restricted prospects for professional advancement, keeping younger personnel becomes difficult. The industry's tactics are shaped by the need to balance experienced personnel retention with attracting younger talent, which affects staff retention policies, training efforts, and overall worker demographics in the UK hotel sector, as argued by Rodríguez-Sánchez et al. (2020). 

[bookmark: _Toc149250129]2.3 Potential Solutions and Industry Examples 
[bookmark: _Toc149250130]2.3.1 Investment in Training and Development
Investing in comprehensive training and development programmes may improve employee skills, job satisfaction, and loyalty (Bharadwaj, 2023). Hotels such as The Ritz London illustrate this strategy, providing specialised training in hospitality excellence to ensure staff members have top-tier skills and understanding (Michael and Fotiadis, 2022). These expenditures not only enhance service quality but also foster a feeling of professional advancement, which increases staff retention.

[bookmark: _Toc149250131]2.3.2 Flexible Work Policies
Hotels such as Hilton encourage flexible work arrangements, enabling workers to efficiently combine work and personal lives (Ghani et al., 2022). Employees may retain a work-life balance by providing remote work choices, flexible hours, and part-time positions, according to Rodríguez-Sánchez et al. (2020). In the competitive hotel sector, this flexibility increases employee happiness and loyalty, lowering turnover rates and guaranteeing a steady staff.
 
2.3.3. [bookmark: _Toc149250132]Competitive Compensation Packages
Leading hotels, such as The Dorchester, provide competitive pay packages that include appealing wages, incentives, and perks (Kichuk, Brown, and Ladkin, 2019). Hotels may recruit and keep top staff by measuring compensation against industry norms and delivering performance-based incentives. Competitive pay not only recognises workers' efforts but also encourages them to remain, resulting in a stable and motivated staff.
 
[bookmark: _Toc149250133]2.3.4 Promotion of Work-Life Balance
Hotels like The Savoy prioritise work-life balance by enacting rules that prohibit overtime and encourage staff to use their deserved absences (Rodríguez-Sánchez et al., 2020). Employees can efficiently manage their professional and personal lives if their workplace is supportive and healthy. This method decreases burnout, improves well-being, and increases employee retention, resulting in a satisfied and dedicated staff, as noted by Mahadi et al. (2020; Hassan, 2022). 
 
[bookmark: _Toc149250134]3. Evaluation and Conclusion
[bookmark: _Toc149250135]3.1 Summary of Findings
The assessment of the literature emphasises the complex interaction between external influences and staff retention in the hotel business. Brexit, which was characterised by uncertainty in immigration policy, limited the pool of talented workers and increased competition for talent. Job instability as a result of the COVID-19 outbreak impacted worker morale and dedication. Inflation has diminished buying power, making competitive pay essential for keeping talented workers. Economic volatility has a direct effect on hotels' capacity to invest in training and development, influencing employee skill sets and work satisfaction. The global retirement tsunami exacerbated the issue as experienced staff left, resulting in a skills deficit and increasing competition for younger people. In this harsh environment, hotels must change to stay competitive. Flexible work rules were critical during the epidemic, allowing for work-life balance in the face of uncertainty. Training, a competitive salary, and clear career growth routes are critical for keeping qualified staff. These techniques not only reduce the negative effects of external circumstances but also increase employee happiness and loyalty, providing a steady and competent staff in the face of volatile economic and global developments.

[bookmark: _Toc149250136]3.2 Recommendations
Increasing investment in training and development initiatives: Marriott International should increase its investment in customised training programmes. Marriott can guarantee that its workers are not just skilled in their professions but also aligned with the brand's service excellence goals by customising training sessions to meet particular skill shortages. To constantly improve training efficacy, regular evaluations and feedback systems should be implemented.
 
Redesigning compensation packages: To guarantee that its compensation packages stay competitive, Marriott should do extensive market research. Marriott will be able to provide competitive pay, incentives, and perks by regularly benchmarking against industry norms. Furthermore, implementing performance-based rewards may encourage workers while also demonstrating the company's gratitude for their hard work and devotion.
 
Work-life balance prioritisation: Marriott should aggressively encourage work-life balance among its workers. Policies that prohibit excessive overtime and encourage workers to use their allotted leave days are critical measures. To promote workers' emotional and physical well-being, Marriott might also consider introducing wellness programmes and stress management measures.
 
[bookmark: _Toc149250137]Facilitating clear job development paths: Marriott should provide clear job development paths. Employees may be empowered to foresee a long-term future with the organisation by implementing mentoring programmes, skill development seminars, and leadership training. Regular feedback and performance assessments will help workers understand their career paths at Marriott, providing a sense of security and purpose.
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