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Marriott International Inc. runs hotels and restaurants. It franchises, operates, and licenses luxury, premium, and select hotels, residential, and timeshare properties. Courtyard, Westin, Ritz-Carlton, St. Regis, JW Marriott, Marriott Hotels, Renaissance, Gaylord Hotels, Le Meridien, Marriott Executive Apartments, Delta Hotels, Design Hotels, Tribute Portfolio, and SpringHill Suites are its brands. Marriott provides timeshare vacations, hotel bookings, airfare and hotel packages, and vehicle rentals (Macfarlane, 2022). It runs Marriott Bonvoy and other reward programs. The corporation operates in the Caribbean, Europe, North America, the Middle East, Africa, Asia-Pacific, and Latin America. Marriott is based in Bethesda, Maryland. Marriott International Inc. has trouble keeping employees, suggesting the management team is incompetent and nobody is pushing them to succeed. A few workers have complained about pay and conditions. Work stress causes many hotel staff to resign. Hotel workers are typically tired of stress. Due to poor performance, many leave. Marriott International Inc. scored a "B" for retention from 174 workers. Marriott International Inc. prioritizes staff retention. Marriott International Inc.'s Retention is 73/100 for three months. Managers must allocate tasks, convey expectations, recognize accomplishments, and more (Hermann, 2022). Effective leadership may be the best way to retain hotel workers. This research will explore increasing hotel HR effectiveness and reducing worker turnover. Find out how socioeconomic factors affect regulating and monitoring workers in different situations, including hospitality from HR's viewpoint.
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[bookmark: _Toc160839584]Literature Review
Few societies in the world have ever had social and dynamic uncertainty caused by a number of outside environmental forces. The outside world also has an effect on the human resources offices of many businesses. "External factors are uncontrollable and dynamic in HRM," the statement says, stressing how important it is for outside factors to have an impact on HRM methods. This is the reason why HRM methods vary from one company to the next, across the country and around the world (Talhelm & English, 2020). When it comes to business success, people think that controlling human resources is one of the most important things. In today's very competitive business world, people are what give businesses an edge. The most important thing to talk about here is how HR managers handle situations that change quickly. The international economy and technological growth are the two most important things that can change international HR practices (Nguyen et al., 2021).
[bookmark: _Toc160839585]Drivers of employee turnover
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Predictor of turnover: demographic
Demographic factors are very good at predicting plans to leave a job.
Family duties: how ready someone is to switch depends on how much family responsibilities they have.
Children: Following on from the first two points, having children also means taking on more duties. People who have kids are less likely to change jobs.
Age: We've all read that Millennials are hard to deal with and switch jobs a lot (Fang, 2020).
Turnover Predictor: Stress
Up to 9% of change is due to stress. Indicators are: 
Clarity in jobs: roles that are clearly outlined help people more and cause them less stress.
Role conflict: (Zhang et al., 2023) define role conflict as when someone is asked to do the work of two different roles at the same time.
Turnover Predictor: Job content 
How people feel about their job is what job content is all about.
No to routinization: When there is a lot of routine, productivity goes up, which means that people leave their jobs more often.
Promotional chances: people are less ready to stop when they think they can get a raise within the next few months (Zhang et al., 2023).
Turnover Predictor: External environment
External surroundings are a predictor of turnover because people are always comparing their own lives to those of other people. In the same way, this is true for jobs.
Opportunity to find another job: People are less likely to quit when they can't find another job.
Comparison to the present job’s alternatives: Look at the alternatives to the current job. People are less likely to quit if their job is better than the other options, even if there are many of them (Frynas & Mellahi, 2022).
Turnover Predictor: Work and job satisfaction
Job satisfaction: As a way to find out how happy people are with their work, job happiness is often asked about in polls.
Work satisfaction: When someone is satisfied with their job, they are job satisfied. But when someone is satisfied with their work, they are work satisfied. There is a lot of overlap between job satisfaction and work satisfaction (Frynas & Mellahi, 2022).
Turnover Predictor: Compensation
People often think that pay is a good indicator of why people leave. But this isn't always true. Pay is not a good indicator of whether or not someone will leave their job (Harvey, 2022). But being happy with your pay is.
Pay satisfaction: People love to compare things, so pay attention. If someone you work with or know who has the same job makes a lot more money, you're more likely to switch jobs. To put it another way, what counts is not the actual pay but how happy the person is with it.
Just distribution: the same is true for just distribution. A worker will lose motivation and be more likely to quit if a boss with only a few extra duties makes two or three times as much as other workers (Harvey, 2022).
Turnover Predictor: Leadership
The old saying "people leave their bosses, not their jobs" is still true in the business world.
Supervisory satisfaction: When a worker is pleased with his or her boss, that worker will remain with the business longer (Thomas, 2020).
Turnover Predictor: co-workers
People often love their jobs because of the people they work with. Coworkers are a factor that can truly predict loss.
Group cohesion: When people in a workgroup get along, dropout rates are lower.
Co-worker satisfaction: people who are happy with their coworkers are also less likely to leave their jobs (Thomas, 2020).


Turnover Predictor: Indicators
There are also a number of things that could show if someone is going to leave the company or not.
Lateness: If someone is always late to work, it could mean they aren't motivated, which could be a sign that they should leave the company.
Ability: ability is another important thing to think about. People who do a bad job are more likely to leave than people who do a good job (Thomas, 2020).
In this case, we can say that HRM can't change external factors because they change over time.
[bookmark: _Toc158859155][bookmark: _Toc160839586]External factors affecting HRM performance.
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The political aspects of HR
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It is important to remember that HR went through a quiet change in the years before the pandemic. In the past, HR was mostly concerned with administrative tasks like hiring, firing, salary, and managing benefits (Supiyanto, 2017).
Economic factors
Globalization and human resource economics: Globalisation has altered employment, hiring, and hiring. How and who we employ affects the job market. HR doesn't know about market developments, thus they can't employ the correct personnel (Supiyanto, 2017). 
The social aspects of HR
As said, residency doesn't determine hiring. Many rapid chat and productivity applications help you hire and work remotely. Companies will certainly recruit many foreigners (Supiyanto, 2017).
Changes in technology in human resources areas
Anyone with skills can be found and talked to with ease. HR staff can quickly post a job opening. After then, the database may be used to sift through the candidates until only the most qualified ones are left. Utilising social networks, websites, and organisations is yet another method that human resources may use to recruit new employees.
Laws that affect HR
Lawful duty: There are many rules that HR has to follow, but the most important one is about privacy. The law says HR has to do it, and it's the right thing to do. If HR staff don't follow them, they can be fired.
Human resource issues that affect the environment.
Since the internet is around, HR doesn't need as much paperwork. You no longer have to print out a lot of paperwork, like contracts, handbooks, and other forms. It is all managed online. A digital file system is all a business needs to keep track of all its info (Supiyanto, 2017).
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· The average yearly change rate across the country was 47.2% in 2021.
· In December, 5.9 million more people quit their jobs, were laid off, were fired, or were otherwise separated from their jobs.
· Every year, on average, companies lose 18% of their staff to change. 12% of this is optional, and 6% is not (like cutbacks, firings, etc.).
· The total cost of employees leaving their jobs on their own was over $1 trillion in 2022 (Pau, 2022).
· People who are 87% more involved at work are 87% less likely to quit. For the past three months, Marriott International's Retention score has stayed the same at 73/100 (Pau, 2022).
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About 60 to 70 percent of all change is spontaneous.
The ADP Research Institute did a study in 2015 and 2016 that said most businesses fell into this range of change percentages (Pau, 2022).


According to the study, 33% of workers quit their jobs in the first 90 days.
A hiring company polled 1,500 workers in the US in 2018 and found that almost 500 of them had quit their jobs in the first three months (Pau, 2022).
Eleven million jobs are open in the United States as of December.
In 2022, this number has stayed remarkably steady. Since December 2020, 4.1 million more jobs have become available, which is a huge increase.
About 17.42% of people who quit their jobs do so within the first month of working there.
On the contrary, 16.45% of people quit their job in the first week, and 14.48% of people who quit after six months.
Management at Marriott International Inc. isn't very good because they can't keep workers. No one is really pushing them to do their best (Pau, 2022).
[bookmark: _Toc158859157][bookmark: _Toc160839588]How Marriott International Inc. can deal with the issue of staff turnover.
To cut down on staff loss, Hotel Marriott International Inc. can use the following plan:
Effective Getting on Board
· Tell new employees all the rules and paperwork right away, that way they know what is expected of them before they even come in.
· Unlock a positive orientation with a warm greeting from your boss and personalized introductions to team members on the first day. 
· As a welcome gift, give the new employee a small gift and ask their boss to take them to lunch on their first day (Pau, 2022).


Prizes for Competing
Over 60% of restaurant workers in the UK said they would quit their job for a better one if it paid more. The Bureau of Labour Statistics has information on how much different jobs pay.
Chances ahead of time
We already talked about the UK study where 35% of workers said that the lack of jobs made them want to quit (Pau, 2022).
Provide Generous Perks
There are different kinds of perks. In the hospitality industry, perks that work include:
· [bookmark: _Toc160839589]Offering complimentary branded merchandise.
· Earning additional income via recruiting others to enroll in a loyalty program.
· Implementing an Employee of the Month program that offers incentives.
· Hosting Christmas gatherings in Pau, 2022.
Conclusion
Sociocultural issues impact HRM strategies. Gender, ethnicity, society, and social class affect HRM because they affect how workers behave and expect to be treated. Human resources are affected by culture and society. Inspirational company culture affects managers and employees. A group's ideals, objectives, drives, and personnel requirements evolve. Cultural and community characteristics influence human resource usage, which impacts economic and social advancement. Marriott International Inc. was chosen. The hotel personnel changes often. People quit often at times of transition. Employees remain longer with little change. The frequency of employee turnover is seen below. Marriott International can solve this. A cheerful workplace is one of the greatest ways to retain people. This includes fair compensation, respect, professional advancement, and supportive management.
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