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1. Introduction:
According to Dwesini (2019), the hospitality sector is having trouble keeping its trained personnel. To overcome this problem, it is putting more of an emphasis on environmental and social initiatives to improve HR procedures and keep its employees. By implementing sustainable HR practises, the sector may better comprehend and handle employee concerns, which will boost their commitment to and work satisfaction with their employer over time (Wagner, 2011). In the coming ten years, the hotel sector, a crucial one, is expected to generate 72 million new employments. By attracting tourists from abroad, creating job opportunities, and encouraging foreign investment in the nation, it contributes significantly to the country's economic and social development. Hence maintaining the hospitality sector's expansion and growth is essential for the economy (Dwesini, 2019).
From the viewpoint of the human resource manager, this paper aims to examine the difficulties Marriott Hotel has had with hiring and retaining staff. The hotel industry has trouble attracting and retaining personnel because of issues like low pay, little opportunities for career advancement, and a lack of work-life balance (Salazar, S. & Peng, M. 2016). To achieve this, the PESTLE and SWOT analyses will be used to assess the internal and external factors that affect the hotel industry's capacity to recruit and retain personnel. From the viewpoint of the human resource manager, this paper aims to examine the difficulties Marriott Hotel has had with hiring and retaining staff. The hotel industry has trouble attracting and retaining personnel because of issues like low pay, little opportunities for career advancement, and a lack of work-life balance (Salazar, S. & Peng, M. 2016). the PESTLE and SWOT analyses will be used to assess the internal and external factors that affect the hotel industry's capacity to recruit and retain personnel.
PESTLE Analysis will investigate the external issues that the hotel sector is facing, with a focus on Marriott Hotel specifically (Djekic & Stojanovic-Aleksic, 2019). The research will also outline viable approaches and solutions to deal with these issues and boost worker retention. Excellent customer service is the primary goal of the hospitality sector, and to sustain this advantage and further economic growth, the sector must place a high priority on personnel investment (Budhwar & Debrah, 2013). In the service industry, interactions between employees and customers are a key component of a company's competitive edge. the goal of this study is to explore and pinpoint the issues and tactics that the hospitality industry encounters when attempting to keep personnel.
2. PESTLE analysis of Marriott Hotel:
A range of outside factors can have an impact on the Marriott Hotel's operations and profits. By carefully examining these factors and adjusting as needed, Marriott can maintain its position as a leading hotel operator and continue to provide top-notch guest experiences.
2.1 Political:
Changes in immigration regulations may restrict Marriott's access to qualified personnel, making it challenging to fill crucial roles (Budhwar & Debrah, 2013). Marriott's capacity to draw and keep talent may be impacted by new government rules on labour laws or working conditions (Baum & Haiyan, 2015). It may be difficult for Marriott to keep workers and draw in clients during periods of political instability, such as turbulence or civil upheaval (Ali & Hussain, 2017). According to Baker and O'Malley (2015), changes in tax laws may also have an impact on Marriott's profitability and its capacity to provide staff with attractive compensation packages. Trade policies may also have an impact on Marriott's capacity to acquire raw materials or supplies, which may have an impact on attempts to recruit and retain staff as well as the quality of services provided (Djekic & Stojanovic-Aleksic, 2019). Marriott must therefore keep an eye on these political issues and adjust its plans as necessary to assure a steady workforce (Marriott International, 2021).
2.2 Economical:
The capacity of Marriott International to recruit and retain employees may be affected by a range of economic factors. According to Choi and Oh (2016), the ability of the hotel business to recruit and keep people is positively impacted by economic growth. Yet, rising inflation rates can raise the cost of living, making it challenging for Marriott to provide market-competitive wages and benefits (IMF, 2022). This may affect employees' salary demands, which may influence Marriott's profitability (Federal Reserve Bank of San Francisco, 2021). Marriott's capacity to draw and keep skilled workers may be impacted by the unemployment rate and the cost of living in a specific area or nation (Bureau of Labour Statistics, 2022).
High inflation rates can also make it more challenging for Marriott to invest in new endeavours, grow its business, and provide workers with market-competitive wages and benefits (World Bank, 2021). 
2.3 Social:
According to PwC (2019), the ability of a firm to attract and retain employees can be adversely affected by societal factors like demographics, diversity and inclusion, work-life balance, social responsibility, and technology advancements. Marriott can provide advantages like health insurance to draw in and keep older staff. To recruit and keep staff from a variety of backgrounds, Marriott can also promote diversity and inclusivity through training programmes (Marriott International, 2020).
Benefits like flexible scheduling, paid time off, and parental leave are prioritised by employees to maintain a healthy work-life balance (Society for Human Resource Management, 2019). Marriott may attract job applicants who respect corporate social responsibility by encouraging sustainable practises and community engagement programmes (Marriott International, 2020). Also, to keep workers with technical abilities, Marriott could need to spend money on training initiatives and provide competitive pay scales (PwC, 2019).
2.4 Technological:
 The usage of automation technology is changing the hospitality sector and necessitates that staff have a certain set of technical abilities. Examples of this technology include robotics and artificial intelligence. Marriott should spend money on training programmes and provide competitive pay scales to draw in and keep workers with such skills (Iqbal, 2020). Moreover, social media sites like LinkedIn and Glassdoor give Marriott the chance to advertise its employer brand, post job openings, and showcase its workplace culture to draw in and keep top talent (Dubois, 2018). 
Using mobile technology, Marriott can engage with prospects, speed up the application process, and offer on-the-job training and assistance to staff (Deloitte, 2017). Marriott can identify areas for improvement and make data-driven decisions about recruitment and retention tactics by using insights from data analytics into employee engagement and performance (Iqbal, 2020). Finally, virtual, and augmented reality can offer employees fully immersive training experiences that will improve their performance and create a distinctive and fun work atmosphere that will draw and keep top talent (Dubois, 2018). For this reason, Marriott must take the influence of technology variables into account while establishing recruitment and retention tactics.
2.5  Legal:
As per O'Brien's (2020) PESTEL/PESTLE analysis, legal concerns have a substantial impact on Marriott International's efforts to recruit and retain employees. For attracting and retaining great people, Marriott must adhere to few employment rules, health and safety requirements, intellectual property laws, privacy laws, and immigration laws. Marriott may face legal action and reputational damage if it violates local, state, and federal employment rules and health and safety requirements, which will make it more difficult for it to recruit and keep top employees. In addition, Marriott must safeguard its intellectual property and follow privacy regulations like the CCPA in California and the GDPR in the European Union to stay out of legal trouble and defend its brand. Marriott, an international chain of hotels, must abide with immigration regulations to employ foreign labour. It is difficult to draw in and keep great people when there is a risk of legal action and reputational damage to Marriott because of noncompliance with immigration laws.
2.6 Environmental:
according to a Panmore Institute PESTEL/PESTLE analysis  Marriott may use sustainable practises to draw and keep workers that value sustainability and environmental responsibility(O'Brien, 2020). It may be difficult for Marriott to maintain staff or customers in affected locations due to environmental concerns such as natural catastrophes and climate change, which can also affect the company's location. Marriott can obtain green certifications and work with suppliers who value sustainability to demonstrate their commitment to environmental responsibility and draw in environmentally conscientious personnel. it is crucial for Marriott to prioritise sustainable practises across all aspects of its business operations to recruit staff that place a high value on environmental responsibility (O'Brien, 2020).
3. SWOT analysis:
The ultimate focus of the Marriott Hotel's SWOT analysis is to assess the company's opportunities, threats, and strengths in relation to hiring and retaining staff.
3.1 Strengths:
solid brand recognition and reputation (Marriott International, 2021) Many advantages and incentives are available to employees, including career development opportunities, healthcare and retirement programmes, and employee discounts (Marriott International, 2021).  High emphasis placed on inclusion and diversity in the workplace (Marriott International, 2021)
3.2 Weaknesses:
High talent competition in the hospitality sector (Becker & Joerin, 2021). Possibility of limited prospects for career growth for workers in particular roles or areas (Galanaki et al. 2020). Gen Z and millennial recruitment and retention issues because of shifting workplace norms and values (Bullough & Nguyen, 2019)
3.3  Opportunities:
Global demand for hospitality services is increasing, offering opportunity for company growth and expansion (Marriott International, 2021), Technology and data analytics are used to enhance hiring and retention tactics (Cossio-Silva, et al, 2021). creation of flexible scheduling and remote work opportunities for employees, which can boost loyalty and job satisfaction (Bauer & Zaiser, 2021)
3.4 Threats:
Economic downturns and disruptions have the potential to have an impact on the hospitality sector and reduce available funds for attempts to recruit and retain staff (Kang, 2020). Legal and regulatory adjustments that could influence hiring and employment practises (Becker & Joerin, 2021). the emergence of novel rivals or game-changing technology that could change the competitive environment Galanaki et al. 2020).
4. [bookmark: _Hlk128790176]Recommendations:
· Offer competitive compensation packages:
To attract and keep the top people in the market, Marriott should provide alluring remuneration packages, including competitive salary, incentives, health benefits, and retirement plans.
· Provide growth opportunities: 
Marriott might provide training and development opportunities for staff members so they can develop professionally and rise in the company. This will not only aid in employee retention but also guarantee that the organisation has a skilled and motivated team.
· Foster a positive work culture:
Marriott must foster an environment that values open communication, teamwork, and collaboration. This can be accomplished through team-building exercises, frequent feedback sessions, and reward systems.
There are four factors that affect employee satisfaction and retention rates. These include having a good working environment that is sustainable, opportunities for sustainable growth, effective communication that is sustainable, and sustainable hiring and selection practises. The low retention rate in the hotel industry is impacted by a few internal and external factors.
5. Conclusion:
The capacity of Marriott Hotels to recruit and keep talented, motivated staff is a key factor in the company's success. Effective recruitment and retention tactics are crucial for the company's long-term performance given the present trend of high staff turnover in the hospitality industry. Offering fair wage packages, presenting possibilities for advancement, and promoting a positive work environment may all tremendously benefit Marriott.
The hotel industry faces challenges with employee recruitment and retention. Because of the seasonality of the sector and the prevalence of temporary and part-time positions, it could be difficult to recruit and retain long-term employees. The hotel industry usually struggles to recruit skilled workers when it comes to hiring. A common misconception among prospective employees is that jobs in the hospitality industry are entry-level, low-paying occupations with few opportunities for promotion. However, the company has a reputation for long hours, high turnover rates, and demanding work environments, which may deter potential candidates.
The report emphasises the elevated significance of Marriott's employee retention and recruitment strategies. It examines the causes of the high turnover rates in the hotel. The report provides a brief overview of numerous situations where employee retention strategies can be applied, including the work environment, work culture, salary negotiations, compensation management, rewards and recognition, leadership, and employee-management interactions. Marriott International may enhance employee performance and promote their continuing stay with the company by putting these methods into practise and offering welfare measures.
Simply, Marriot International won't ever lose staff if they truly respect, value, and treat them well.
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