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[bookmark: _Toc160228707]Executive Summary
The aim of the following research project proposal is to discuss the effects of technological forces on employee development. The project proposal is for the General Manager of Marriott International, emphasising solutions to the current external challenges, such as automatic intelligence (AI), retirement tide, etc., that the hotel and the entire sector are facing and how these challenges influence employee recruitment and retention. The objectives of the report include a brief background of the hotel, a discussion regarding the technological development in the hospitality industry, the turnover rate in the sector, the technological factor as part of PESTLE analysis, and how it affects employee recruitment and retention at Marriott International through SWOT analysis. It also provides illustrative examples. Lastly, the report provides recommendations for overcoming these challenges based on the provided assessment.
In the context of strategic HRM, it is extremely important to have a comprehensive understanding of the labour market, which is constantly changing under the influence of macro-environmental forces such as political, economic, social, technological, environmental, and legal factors. The effectiveness of recruitment and retention strategies depends on this comprehensive understanding of the labour market, including its size, level of technological development, elasticity, remuneration levels, geographical dispersion, and status, which includes primary and secondary labour markets. The work environment is reshaped, and it constantly evolves under the impact of technological progress and societal changes, determining changes in labour law and regulation. In the last three decades, employment legislation has changed to adapt to the advancement of technology. Concerns have been raised about how technological advancement might alter the character of certain professions. This mostly relates to how artificial intelligence (AI) represents the highest level of technology and how, in due course, AI will be able to replace intellectual and manual labour. Furthermore, technological advancements have resulted in embedding the latest technology through significant capital investments to improve productivity and profitability, as well as an increasing need for highly digitally skilled employees who require higher remuneration and must offer improved interactions with customers.
In this context, it is recommended to continue to embed digitalization and the latest technological developments into HRM strategies and activities to enhance talent recruitment and retention. AI, virtual reality, and gamification are new strategies to attract and retain talent to contribute to the achievement of organisational goals.










Table of Contents
Executive Summary	2
Introduction	4
Discussion/Literature	5
Conclusion	8
References	10
Appendices	12
Appendix 1. PESTLE Analysis	12
Appendix 2 SWOT Analysis	13
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The aim of the following research project proposal is to discuss the effects of technological forces on employee development. The project proposal is for the General Manager of Marriott International, emphasising solutions to the current external challenges, such as automatic intelligence (AI), retirement tide, etc., that the hotel and the entire sector are facing and how these challenges influence employee recruitment and retention. The objectives of the report include a brief background of the hotel, a discussion regarding the technological development in the hospitality industry, the turnover rate in the sector, the technological factor as part of PESTLE analysis, and how it affects employee recruitment and retention at Marriott International through SWOT analysis. It also provides illustrative examples. Lastly, the report provides recommendations for overcoming these challenges based on the provided assessment.
Marriott International is the leading brand in hospitality, a global operator, franchisor, and licensor of accommodation establishments, including hotels, residences, timeshares, and other types of lodging (Marriott International, 2023). The global chain of the corporation includes a vast and strong portfolio with more than 30 brands and circa 8,700 properties across 139 countries and territories, offering their customers more methods to bond, experience, and develop their world (Marriott International, 2024). Marriott managed the employment of about 377,000 employees as of the end of 2022, including 237,000 people who work for the property owners, which are supervised by Marriott, and 140,000 individuals employed by Marriott at properties, customer support centres, and above-property operations (Marriott International, 2023).
There are many significant challenges that influence employee recruitment and retention at the leading international hotel brand, including labour shortages, attitudes towards employment, potential employees’ skill level, digitalization and technological advancement, an ageing population, changing work patterns due to technology, changing legislation regarding the use of technology by corporations, the need for additional jobs, digital upskilling, etc. (Boella and Goss-Turner, 2013). The advancement of technology reshapes hospitality operations, work patterns, behaviours, and attitudes. In the digital era, companies need to adapt, find solutions to adapt to the changes, and devise and implement HRM policies to overcome the challenges that occur due to the impact of macro-environmental forces. Since 2013, Marriott International has found a solution to overcome staff shortages and to attract digitally skilled university graduates through the Global Voyage Leadership Development Programme, offering a mixture of hands-on, discipline-detailed training and a curriculum focused on leadership that can be accessed via custom technology (Marriott International, 2023). Over 550 graduates in the US and Canada finished the programme in 2022 and were employed by the corporation (Marriott International, 2023).

[bookmark: _Toc160228709]Discussion/Literature 
Armstrong and Taylor (2020) define HRM as a strategic and coherent approach to the management of a firm's most important assets, namely the employees who individually and collectively contribute to the achievement of organisational goals. Additionally, CIPD (2023) emphasises that HRM is the process of developing a plan framework for hiring, managing, and developing staff members in a way that leads to the fulfilment of the long-term objectives of the company, ensuring that all the aspects are coherent in promoting the attitudes and behaviours required to generate value and fulfil performance goals.
In the context of strategic HRM, it is extremely important to have a comprehensive understanding of the labour market, which is constantly changing under the influence of macro-environmental forces such as political, economic, social, technological, environmental, and legal factors. According to Boella and Goss-Turner (2013), the effectiveness of recruitment and retention strategies depends on this comprehensive understanding of the labour market, including its size, level of technological development, elasticity, remuneration levels, geographical dispersion, and status, which includes primary and secondary labour markets.
Moreover, according to Autor (2015), automation, artificial intelligence, and significantly increased processing capacity present a chance to replace labour on a never-before-seen scale. However, Boella and Goss-Turner (2013) argue that there is no chance that the primary services offered by the hospitality sector will become obsolete in the short run, explaining that certain employment categories will vanish as a result of outsourcing or technological advancements (telephonists, for example). Thus, the hospitality industry will certainly continue to grow, even though certain job positions will be altered.
Another challenge is the fact that countries differ significantly in their level of technological progress as well as in their views on the acceptance and usage of it. The workforces of certain nations are highly educated and sophisticated, making it easier for them to adopt new technology; in contrast, the attitudes of certain other nations towards technology and machines will make this process more difficult, as per the view of Boella and Goss-Turner (2013). The work environment is reshaped, and it constantly evolves under the impact of technological progress and societal changes, determining changes in labour law and regulation. Boella and Goss-Turner (2013) explain that in the last three decades, employment legislation has changed to adapt to the advancement of technology.
Furthermore, according to Su et al. (2022), concerns have been raised about how technological advancement might alter the character of certain professions. This mostly relates to how artificial intelligence (AI) represents the highest level of technology and how, in due course, AI will be able to replace intellectual and manual labour (Su et al., 2022). On the other hand, the business tourism segment has significantly grown in technologically advanced economies as a result of increasing demand for business professionals to meet (Boella and Goss-Turner, 2013).
Another macrotrend that impacts the hospitality industry is the ageing population, which affects demand and results in labour market shortages in this labour-intensive sector (Baum, 2010). According to Michael and Fotiadis (2022), recent statistics show that personnel turnover rates in the hotel segment range from 30% to 73% worldwide.
Moreover, there is an increased requirement for superior digital skills to generate and disseminate concepts and data (van Laar et al., 2019) and also for adapting to the characteristics and work attitudes and behaviours of young people (Bencsik, Horváth-Csikós, and Juhász, 2016).
Furthermore, technological advancements have resulted in embedding the latest technology through significant capital investments to improve productivity and profitability, as well as an increasing need for highly digitally skilled employees who require higher remuneration and must offer improved interactions with customers. As a result, HRM professionals must consider enhancing training strategies to develop the workforce (Stone et al., 2015). Boella and Goss-Turner (2013) explain that embedding the latest technologies into the hospitality sector can improve the productivity and performance of the organisation, for example, through enhanced digital booking systems. This impact could also be referred to as the "process" effect since it primarily addresses the method by which the client obtains or receives the "service" offering. Additionally, hospitality operators may be able to provide improved "service" options or goods, like e-conferencing, thanks to these advanced technologies, as per the "product" impact (Boella and Goss-Turner, 2013). In other situations, the personal touch components of service are the main source of reliance. This kind of product may be referred to as "hi-touch" when the human element is strong. Hence, work is reorganised and redistributed as a result of technological progress.
In recent decades, artificial intelligence has expanded the scope of researching employment trends (Vrontis et al., 2022), considering that big data analytics, machine learning, and other technological advancements have made it possible to identify and assess patterns and, consequently, to anticipate potential human decisions and behaviours. Vrontis et al. (2022) argue that automation represents a novel strategy for personnel management and improving business performance, providing several HRM opportunities along with significant technological and ethical constraints. The effect of automation on HRM activities, such as hiring, training, and performance management, as well as HRM policies and strategic decisions, such as job replacement, collaboration between employees and robots and AI, decisional processes, and learning opportunities, According to Cooke et al. (2019), machine learning algorithms, smart devices, and the Internet of Things (IoT) enable more effective management and collaboration, making them especially beneficial for firms that operate internationally. Additionally, digital HRM information systems and other software developments represent a significant opportunity for HR departments to reduce the costs of departmental operations, incorporating employee performance appraisals and job applicant evaluations (Vrontis et al., 2022). Moreover, digitalization is transforming HRM-related activities through the introduction of e-training, e-recruitment, or e-competence management, hence improving the quality of HRM services.
Stone et al. (2015) emphasise that interactive digital tools such as Web 2.0, social media, virtual reality, and virtual job previews may improve the customisation of e-recruiting and raise its efficiency. In the future, job candidates would be able to participate in interactive discussions with employers, join virtual job fairs, and get a virtual glimpse into the firm's regular operations. Virtual job fairs are online events where companies and candidates interact virtually using chat rooms, webinars, webcasts, and computer-based simulations. Participants can browse corporate data, submit resumes, and have face-to-face meetings with employers over the Internet in a virtual environment (Stone et al., 2015).
PESTLE and SWOT analysis are assessment tools that support decision-making in strategic HRM. Please see Appendix 1 for PESTLE analysis and Appendix 2 for SWOT analysis of Marriott International.
Marriott launched new digital resources in 2022 to give employees access to a variety of stress-reduction, anxiety-reduction, and anti-depression programmes (Marriott International, 2023). Moreover, Marriott's Global Privacy Office offers online and in-person privacy awareness training to its employees worldwide. Every year, Marriott conducts an evaluation of their global privacy training, which is available in multiple languages (Marriott International, 2023). In the past, the hotel chain has used the recruiting game My Marriott Hotel to appeal to candidates in a more interactive and entertaining manner (Brassfield, 2011), which can be considered an effective way to attract young people. Moreover, Marriott International has significantly redesigned its HR technology by implementing a new Human Capital Management (HCM) system driven by Oracle Fusion, which emphasises the employee experience (Accenture, 2024). The new mHUB platform made it possible for employee data, learning and training information, internal job openings, and other vital HR resources to be accessed quickly, easily, and customised in 15 different languages.

[bookmark: _Toc160228710]Conclusion 
The research project proposal has discussed the effects of technological forces on employee development. The project proposal emphasised solutions to the current external challenges that the hotel and the entire sector are facing and how these challenges influence employee recruitment and retention. The report included a brief background of the hotel, a discussion regarding the technological development in the hospitality industry, the turnover rate in the sector, the technological factor as part of PESTLE analysis, and how it affects employee recruitment and retention at Marriott International through SWOT analysis, and it also provided illustrative examples.
In the context of strategic HRM, it is extremely important to have a comprehensive understanding of the labour market, which is constantly changing under the influence of macro-environmental forces such as political, economic, social, technological, environmental, and legal factors. The effectiveness of recruitment and retention strategies depends on this comprehensive understanding of the labour market, including its size, level of technological development, elasticity, remuneration levels, geographical dispersion, and status, which includes primary and secondary labour markets. The work environment is reshaped, and it constantly evolves under the impact of technological progress and societal changes, determining changes in labour law and regulation. In the last three decades, employment legislation has changed to adapt to the advancement of technology. Concerns have been raised about how technological advancement might alter the character of certain professions. This mostly relates to how artificial intelligence (AI) represents the highest level of technology and how, in due course, AI will be able to replace intellectual and manual labour. Furthermore, technological advancements have resulted in embedding the latest technology through significant capital investments to improve productivity and profitability, as well as an increasing need for highly digitally skilled employees who require higher remuneration and must offer improved interactions with customers.
In this context, it is recommended to continue to embed digitalization and the latest technological developments into HRM strategies and activities to enhance talent recruitment and retention. AI, virtual reality, and gamification are new strategies to attract and retain talent to contribute to the achievement of organisational goals.
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	Politic
	Economic
	Social
	Technological
	Environmental
	Legal

	Political stability
	Economic stability
	Demographics
	Digital technologies
	Environmental law and regulations
	Trade law and regulations

	Governmental policies
	Exchange rates
	Aging population
	Virtual reality 
	Increasing requirement for sustainability
	Employment law

	Monetary policies
	Minimum wage
	Use of digital technology
	Artificial Intelligence
	ESG requirements
	Data security and protection

	Regulatory bodies’ policies
	Taxation
	Lifestyles
	Machine learning
	Climate change
	Environmental law

	Employment policies
	Industry regulations and standards
	Employment attitudes and trends
	Robotics
	Sustainable Development Goals 
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	Strengths
	Weaknesses
	Opportunities
	Threats

	Global leader in hospitality
	Organisational size
	Attracting younger generation
	Inflation

	Strong employer brand
	Heterogenous workforce
	Digitalisation of operations
	Strong competition

	Strong organisational culture
	Issues with data protection
	Emerging economies
	Changing international trade policies

	Effective strategic HRM policies and strategies
	Reputational and ethical issues (Parker, 2024)
	AI, VR, robotisation, automation
	Geopolitical instability
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