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EXECUTIVE SUMMARY

The report is an analysis of human resources challenges faced by Marriots hotels in the UK. Hospitality and particularly hotel industry is highly competitive in the UK. According to the macro environment analysis the industry is highly competitive and is directly looked to all macro variables. The report highlights challenges of employee retention and recruitment. The industry is affected by recent economic downturn and post covid, the industry is in its recovery phase. Volumes and profit margins enjoyed post covid will take time and due to negative growth the size and volume of industry has not matching with increasing human resources potential. 
There are significant challenges faced by Marriot, which include but not limited to diversity at hotels, also inclusion and cultural challenges. The company also needs to be attractive to employees. Employee motivation and retention are also one of critical constraints faced. However strong brand image and multinational statues enables Marriot to work on its policies and approaches to attract best talent available. The findings suggest that reward based culture, better work life balances are one of the key benefits sought by workforce. The hotel aligns services with the industry standards that ensure every employee to feel valued and rewarded for the contributions. Also the company should work on employee development, diversity measures, and a positive working culture.
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Introduction
A report is a project proposal that determines the role of a General Manager for highlighting solutions to the current external challenges faced by the Marriott as the leading hotel in the UK (Sealy et al., 2023). The hotel Marriott has started its operations in 1927 and was introduced by J. Willard Marriott and his wife, Alice, who lived in Washington, D.C., USA. The couple has initially started the services as a root beer stand and after sometimes, it has expanded into a restaurant that eventually became a hotel (Ohunakin et al., 2019). Marriott is an international hotel that is recognized worldwide due to the hospitality of the services and operation. The hotel offers a vast portfolio of services by fulfilling different travel needs. Neupaneand Khanal (2022) stated that the hotel offers various facilities to the visitors and guests like luxury accommodation, premium selection, select-service for room, and extended-stay with outstanding facilities. Marriott hotels allows commitment to provide excellent customer service and comfortable amenities to the visitors (Mzembe et al., 2020). Marriott offers efficient stays to grow the comfort of the familiar services worldwide. Marriott has expanded the services to start a hotel chain in the world. The expansion in the new markets helps Marriott to become a pioneer in the hotel and hospitality industry. In year 1957, the hotel management has started the first hotel that was a Twin Bridges Marriott Motor Hotel, in Arlington, Virginia (Marinakou and Giousmpasoglou, 2019).
The report presents a proposal that describes the challenges that re-shape employee recruitment and retention. Reshaping employee recruitment and retention in the hotel industry is considered as challenging for implementing different factors (Kravariti et al., 2022). The Marriott faces different challenges like high turnover rates, seasonal workforce, skill shortages, competition, employee burnout, diversity and inclusion, generational differences, and employee development. It seems that the employee recruitment and retention in the hotel industry is associated with the strategic approach and considering the unique challenges and opportunities in the industry (Islam et al., 2022). The hotel like Marriott offers veracious services like competitive compensation, creation of a positive working environment, and prioritizing effectiveness in employee development, for the attraction and retaining of a skilled and motivated staff members. The process will lead towards the improvement in guest satisfaction and success of the business. According to Gupta (2019), employee retention challenges are significant for the success of different industries and are significantly impact of the stability and reputation of the organization in the competitive world. The proposal describes effective policies of retention that are applied by Marriott to solve challenges within the industry. 
[bookmark: m_9003009330453353541__Toc150645362]Discussion
[bookmark: m_9003009330453353541__Toc150645363]Reshaping Employee Recruitment and Retention by Marriott
Reshaping in the employee recruitment and retention is one of the strategies that are associated with the success of the organization. The Marriott hotel is on no such exception in the hotel industry UK (Golubovskaya et al., 2019). It is a leading global company for hospitality and recognizes as successful for the attraction and retaining the top talent for the provision of exceptional services to the guests. Marriott creates stronger employer brand that helps for the attraction of the top-tier talent from all over the world (Gebbels et al., 2020). Marriott needs showcasing of the commitment to measure employee development, diversity inclusion, and a positive working culture. The career advancement opportunities in Marriott are associate with the success stories of the employees that can enhance the attractiveness of the hotel in the competitive industry (Dwesini, 2019). 
Marriott offers a well-structured system for the onboarding process that is crucial for the integration of new employees to manage the Marriott culture. The management offers a clear communication to gain organizational values, expectation management, and career paths that are incorporated and boost the sense of belonging from the beginning of the services (Dashpar, 2020). Marriott offers competitive salary packages to the employees with offering comprehensive benefits that are instrumental for the attraction and retaining of the skilled professionals. Marriott must work on the regular basis to review and adjust definite compensation management. The hotel aligns services with the industry standards that ensures every employee to feel valued and rewarded for the contributions. Marriott implements robust career development programs for the employees to manage the clear path and managing the growth in the competitive industry (Chang and Busser, 2020). 
Marriott provides training sessions, mentorship, and sponsorship programs that are helpful for the employees to improve their skills and advancement in the career’s development processes (Calinaud et al., 2021). The hotel management offers importance to the employees for managing work-life balances. Marriott explores for the flexible working arrangements that are feasible. There are several options to manage remote work, flexibility in the scheduling, and compression in the workweeks that caters the diverse needs of the employees. Baum (2019) elaborated that Marriott establishes the culture that manage recognition and rewards management system. The system motivates employees and apply possibilities that reinforces the value to the hotel in the competitive industry UK. Marriott implements regular system for the recognition programs that acknowledges the outstanding performance and definite contributions of the employees and workforce (Sealy et al., 2023).
[bookmark: m_9003009330453353541__Toc150645364]Challenges of Retention and Recruitment in Marriott
Some of the significant challenges that are faced by Marriott to reshape the employee recruitment and retention plans are given as under:
• The hospitality industry is considered for the higher turnover rates that is because of the factors like seasonal demand, longer working hours, and the differences in nature of some definite possibilities. Marriott UK face significant challenges of retaining staff for the longer term (Ohunakinet al., 2019).
• The Marriott owns properties in the UK that are particularly within the tourist destinations. The locations may face difficulties in fluctuations of demand that are based on seasons. Management of the seasonal workforce is considered challenging and impacting on the recruitment and retention efforts.
• The hotel industry needs effective and diverse skill set that are from the customer service to specialized roles within the areas such as culinary arts and event planning purposes. Marriott face challenges to manage the individuals with the specific skills that are required for definite positions.
• The UK hospitality sector is considered competitive when the leading hotel Marriott competes with other largest hotel chains and businesses to maintain the top talent. Attraction and retaining of the skilled employees within the competitive market is one of the greater challenges (Neupane and Khanal, 2022).
• The hotel services use diversity and inclusion within the workforce as one of the challenges that is faced by different hotels. Marriott must identify the active system in the addressing and creation of the inclusive environment for providing the broader range of candidates.
• There is a demanding nature of hospitality services that is associated with the irregular working hours and higher guest expectations. The process contributes towards employee burnout. Marriott UK needs effective strategies for addressing the burnout and ensuring effective and well-being of the staff members.
• Marriott UK also faced Brexit impact with the changes in the immigration policies and the procedure of the aftermath of Brexit. It has impacted the recruitment and management of international talent. Marriott leads towards the navigation of new regulations that has ensured the compliance within the recruitment practices (Mzembe et al., 2020).
• There are some external factors like economic downturns, health crises (COVID-19 pandemic), or geopolitical changes, that impact significantly on the hotel industry. These events effect on the recruitment and retention efforts of hotel management. 
• The offers of ongoing training and development opportunities are challenging for the employee satisfaction and growth in the hospitality industry. Marriott UK may face challenges for the provision of the continuous learning experiences with the diverse workforce (Marinakou and Giousmpasoglou, 2019).
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The possible solutions provided to the Marriott hotel to reduce retention and recruitment challenges are as follows:
• Marriott must develop strategic partnerships with the educational institutions for the finding of the talented and skilled pipelines. The collaboration will help in the fulfillment of the internship programs, apprenticeships of internees, and positivity in the career development initiatives for the attraction of the individuals with relevant skills and definite interests of the employees. 
• It is essential to invest in the showcasing Marriott's commitment for the employee development, diversity measures, and a positive working culture. According to Kravariti et al. (2022), utilizing the services on social media, career websites, and industry events for the elevation of employer brand and attraction of the skilled and experienced employees.
• Marriott needs innovation in the recruitment technologies to leverage the cutting-edge in the recruitment technologies. Therefore, it is essential to manage applicant tracking systems efficiently. The HR management needs video interviews and virtual job services for streamlining the hiring process, reaching a wider audience, and improvement of the candidate experience.
• It is possible to create the targeted marketing campaigns that will be helpful for the highlighting of the unique aspects of working in the hospitality industry 9Islam et al., 2020). Emphasizing of the career growth opportunities, employee advantages, and the positive impact of working for the services and success in the hospitality industry.
• Marriott needs comprehensive onboarding programs that will enhance onboarding system and processes for the new employees for their welcome and well-prepared for the tasks and roles. Provision of the clear information will help in managing the career paths, organizational management of the values, and expectations.
• There must be regular review and adjustment of the compensation packages that must remain competitive in the competitive hospitality market (Gupta, 2019). It is essential for Marriott hotel UK to provide additional benefits like wellness programs, employee discounts and vouchers, and recognition incentives for the growth in the industry. 
• Marriott must offer career development opportunities with the implementation of the stronger career development programs such as training, mentorship, and leadership development facilities. The HR management must communicate with the desired pathways for career advancement in the organization.
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In conclusion, it has seen that the reshaping employee recruitment and retention in the services of the Marriott hotel have involved in a comprehensive approach. The services have prioritized the services regarding employer branding, career development process, well-being services, diversity, and continuous improvement of the employees. It seemed that the services of Marriott invest with the strategies. Marriott has created the workplace for not only attracting the top talent but also cultivating a loyal and higher performing workforce. The process has ultimately contributed towards the ongoing success of hotel in the UK hotel industry. Marriott has implemented the retention strategies for the management of workplace and boosting the diversity and inclusion processes. Implementation of potential initiatives are applied by Marriott for the promotion of the diverse workforce and identifying the inclusive culture. It has been contribution to a positive and collaborative working environment. It has seen that for effective employee retention and recruitment processes, Marriott worked for the regularly management of feedback from the employees through surveys and identifying open communication channels. Marriott needs understanding of the employee concerns and level of satisfaction. The collection of feedback has used to inform strategic decisions and improvement in the provided working environment.
In the services of retention and recruitment, Marriott imposed social responsibility and sustainability with effective demonstration of the commitment towards social responsibility and sustainability. It has attracted the employees with providing value to the corporate citizenship in the UK. Marriott has engaged the large community initiatives with the changes in the environmental sustainability programs and description of the ethical business practices. The services have been done with the use of technology in recruitment processes where the employee management seemed as streamlining the operations. Utilization of the innovative tools are associated with the recruitment, training sessions, and communication has improved the efficiency and keeping up the Marriott at the forefront within the industry trends. For the successful retention and recruitment process, Marriott has contributed to the conducting interviews with the valuable insights and description of the employees leave. Marriott has implemented strategies for the information and making informed adjustments for the policies, procedures, and the working environment. Marriott implemented the continuously improvement for the employee satisfaction. Thus, it has seen that retention and recruitment are the common procedures that are helpful for all the organizations. In the hospitality industry UK, retention helped to gain positive insights with the selection of skilled and talented workers Marriott applied similar strategies for gaining success and profitability in the industry. 
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Appendix
[bookmark: m_9003009330453353541__Toc150645369]SWOT Analysis
	Strengths
	Weaknesses

	Employee development plans:
Career development.
Training. 
Job satisfaction. 
Recognition and reward management:
Contributions. 
Boost morale and loyalty. 
Motivation. 
Comprehensive benefits:
Compensation and benefits. 
Opportunities.
Holistic needs. 
Internal career paths:
Career advancements. 
Growth and progress. 
Increasing commitment. 
	High Turn-over:
Lack of retaining staff.
Long working hours. 
Inflexible schedule. 
Employee burnout:
Demanding nature. 
Long working hours. 
Adequately addressing system. 
Communication gaps:
Ineffective communication. 
Transferences of employees.
Affecting retention policies.  
 

	Opportunities
	Threats

	Global Expansion:
Global presence.
Opportunity to transfer employees.
Offers international career growth.
Possibilities and increasing retention.
Technological Advancements:
Leveraging technology.
Personalized employee development plans.
Remote work options.
Use of communication tools.
Enhance the effectiveness of retention strategies.
Diversity and Inclusion Initiatives:
Opportunities exist.
Strengthen diversity.
Inclusion initiatives.
Creating broader range of individuals.
Improves retention.
	Competition for Talent:
Highly competitive.
Threats of employers offering attractive compensation packages.
Benefits to lure away talented employees.
Economic Downturn:
Economic downturn.
Reduction of travel.
Lower demand for hotel services. 
Cost-cutting measures.
Affecting employee retention efforts.
Public Health Events:
Effects of pandemics.
Operational challenges.
Cost pressures.
Job insecurity. 
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PESTEL Analysis
	Factors 
	External Factor
	Industry Evaluation
	Scoring 

	Political
	Labor laws and regulation. 
Immigration policies. 
	Compliance management. 
Working hours.
Changes in political landscape.
Immigration policies. 
Hiring employees from different regions and cultures. 
	Moderate. 

	Economic
	Economic conditions.
Currency exchange rates. 
	Downturns and fluctuation. 
Retention efforts. 
Compensation and benefits. 
	High. 

	Social
	Cultural diversity. 
Work-life balances. 
	Embracing cultural diversity. 
Inclusion initiatives. 
Recruitment and retention policies. 
	High.

	Technological
	HR technology. 
Online reputation. 
	Enhances recruitment. 
Remote working arrangements. 
Positive online presence. 
Attracting and retaining talent. 
	Moderate. 

	Environmental
	Sustainable initiatives. 
Impact of climate change. 
	Environmental sustainability.
Company values and norms. 
Broader impact. Ability to retain employees. 
	Moderate. 

	Legal
	Employment laws. 
Data protection regulations. 
	Changes in employment laws. 
Storing employee data. 
	Low. 




