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1-Introduction and background:
Recognizing and responding to the external difficulties now affecting the hotel business is a top priority for the manager in charge of the Marriott Hotel. Marriott Worldwide is a well-known hotel and resort operator with a substantial international footprint. For more than 90 years, Marriott has been at the forefront of the hotel industry, earning a reputation for unparalleled service, luxurious rooms, and unwavering dedication to its guests' complete happiness. An outline of Marriott's history, development, and distinguishing characteristics are discussed here. The success of the hotel depends on attracting and retaining good personnel, both of which are hampered by these problems. Therefore, this proposal addresses these issues and suggests measures to enhance Marriott Hotel's ability to recruit and retain staff (Weatherford and Kimes, 2003).
Commitment to Service Excellence: Marriott has earned a stellar reputation thanks in large part to its tireless pursuit of customer excellence. The organization is committed to providing each guest with a unique experience, anticipating their needs, and meeting or exceeding those expectations. Service at Marriott is guided by the company's fundamental principles of putting guests first, seeking excellence, welcoming change, maintaining integrity, and giving back to the community (Liu-Lastres, Wen and Huang, 2023).
Innovation and Sustainability: Marriott has always been ahead of the curve when it comes to adopting new ideas and putting them to use to better serve guests. Mobile check-in & keyless entry are just two examples of the company's digital initiatives that make it easier and more simple for visitors to stay at their properties (Ghaniet al., 2022).
Global Presence: Thousands of resorts and hotels in over 130 nations and territories provide a wide variety of lodging options and services to meet the demands of a wide spectrum of tourists. The company's wide reach means it can accommodate both vacationers and business travelers with a range of prices and amenities, from five-star resorts to hostels (Djajasinga et al., 2021).

1.2-Employee Recruitment and Retention:
The external issues have had an obvious effect on the hotel industry's ability to attract and retain staff. Because of this,
There are currently fewer employment openings in the tourism business as a result of falling demand.
The shortage of talented workers is making it tough to locate competent people to fill open positions because of the rise in competition.
As guest preferences evolve, hotels will need to staff up with individuals who possess a wide variety of skills, making it more difficult to fill open positions (Breaugh, 2013).
2- Discussion/Literature:
The hospitality sector is an important part of the economy since it provides lodging, food, and drink to consumers. There are many obstacles hampering the industry's progress at the moment. Challenges such as a lack of available workers, shifting customer preferences, and the pervasiveness of new technologies are just some of the topics that will be covered in this literature study.
Marriott Worldwide is a worldwide hotel chain with properties in more than 130 nations. Since its inception in 1927, the company has expanded to become a global leader in the hotel industry. The effects of the COVID-19 pandemic, a lack of available workers, and greater competitiveness are all problems that Marriott and other hotel businesses face. In response, the corporation has implemented changes like improved cleaning processes, contactless check-in, and accommodating cancellation rules. Marriott has also put effort into its personnel by providing competitive pay and benefits as well as establishing training and development programmes (Segarra-Oñaet al., 2012).
The emergence of the young and Gen Z generations of people, as well as other workforce shifts, have created new challenges for the human resources team at the Marriott Hotel. According to studies, millennials and Generation Z members have different ideas about work-life balance, job advancement, and workplace culture than previous generations. The purpose of this analysis is to determine whether or not the Marriott Hotel has adjusted its hiring and retaining strategies to meet the expectations of the millennial and Gen Z generations (Hayes and Ninemeier, 2009).
In response to this issue, some hospitality businesses have instituted salary and benefit enhancements for their staff. Marriott International, for one, has stated that it will increase its minimum pay to $15 per hour by 2025. Increased digitization and automation of numerous human resources procedures are just one result of the technological revolution that has swept through the hotel industry in recent years. The effect of technology on Marriott Hotels hiring and staffing practices. It talks about how organizations might benefit from using social media, online job boards, and application tracking software while trying to find new employees. It also looks at how the Marriott Hotel may use technology to better involve and keep its workers (King et al., 2011).
Numerous resorts and hotels in the hospitality business are all vying for the same pool of qualified applicants. The effects of the labor market's fierce competition on the Marriott Hotel's hiring and retaining strategies are discussed here. This report examines how Marriott Hotel may differentiate itself as an employer preferred through employer branding, recruiting for talent, and salary and benefits (Booneet al., 2013).
Providing adequate training and development opportunities is vital for attracting and retaining talent within Marriott Hotel. This impact of training and development programs on recruitment and retention efforts. It explores the effectiveness of mentoring programs, leadership development initiatives, and continuous learning opportunities in nurturing a skilled and engaged workforce (Andreani et al., 2012)


2.1-SWOT Analysis:
Here's a SWOT analysis on the impact of current challenges on the human resource department, specifically focusing on recruitment and retention as a HR Manager in The Marriott Hotel:

Strengths:
· Even in difficult times, a business can recruit top people if it has a strong employer brand thanks to a great reputation and an appealing employee value offer.
· Effective talent acquisition strategies: Human resources can expand their candidate pool by using modern recruitment tools like social media and online forums.
· Talented in-house workers can assist alleviate some of the difficulties associated with recruiting from the outside world.
Weaknesses:
· An increase in rivalry means that businesses in sectors with labor shortages may have a harder time luring and keeping talented employees.
· Budget cuts or layoffs in the human resources department might make it hard to fund recruitment and retention strategies.
· The inability to offer attractive wages and perks might make it difficult for a company to draw in and keep skilled workers (Alonsoet al., 2020).
Opportunities:
· Increased support for remote work allows employers to tap into a larger talent pool in more locations and attract applicants who value work-life balance.
· Human resources departments can reap benefits from training and development programs by investing in them to better retain employees and fill up skill gaps.
· Positive employee experiences, inclusive and diversifying programs, and a focus on employee well-being are all ways in which businesses can improve their employer brand (Solnet et al., 2010).
Threats:
· Recruiting and retaining top talent can be difficult in sectors where there is a shortage of experienced individuals.
· Increased recruitment efforts and costs may be necessary if the company is experiencing significant turnover due to dissatisfied or unengaged workers.
· Candidates' work-life balance, career advancement, and organizational culture-related expectations may be changing, and HR departments will need to adjust their practices accordingly (De Grosbois, 2012).
It's worth noting that the influence of these elements varies based on the sector, region, and organizational setting in question. Thus, it is essential for HR to conduct in-depth analysis and adapt strategies for dealing with the distinctive difficulties in hiring and keeping employees that they confront.

2.2-PESTLE Analysis:
Here's a PESTLE analysis of the impact of current challenges on the human resource department concerning recruitment and retention:
1. Political Factors:
· For example, if immigration or visa policy were to change, this may have a significant impact on current recruitment and retention strategies.
· Worker attraction and retention can be affected by government employment, taxation, and welfare laws.
2. Economic Factors:
· Budget cuts during a recession or slow economy can hinder your ability to advertise for new employees.
· Job market fluctuations might reduce the pool of available workers, making it harder to find and keep talented employees.
3. Sociocultural Factors:
· The talent pool can be impacted by demographic shifts and cultural shifts, necessitating adjustments in how human resources recruits people.
· Human resources may need to make adjustments to rules and practices to account for the changing expectations of employees with relation to work-life balance, flexible scheduling, and diversity (Tsui, 2021).
4. Technological Factors:
· The use of AI in screening applicants or the rise of online employment platforms are two examples of how technological progress can have an impact on traditional recruitment practices.
· Human resources departments must use new online resources and platforms to improve candidate engagement, employee onboarding, and retention efforts.
5. Legal Factors:
· Recruitment procedures, such as job listings, interviews, and selection processes, are affected by compliance with employment regulations and rules, such as equal opportunity and discrimination statutes.
· Human resources departments have a responsibility to safeguard employee and candidate information in light of potential changes to privacy and security regulations (Zhang et al., 2015).


6. Environmental Factors:
· People's desire to work in sustainable environments has led to a possible shift in HR policies and practices.
· If HR professionals want to keep environmentally concerned workers on staff, they may need to prioritize sustainability programs and push for greater CSR  (Provencheret al., 2014).
It's worth noting that these characteristics can have different effects based on the sector, region, and company setting. So, HR should examine the opportunities and threats posed by each element, and adjust their hiring and keeping tactics accordingly.

3- Evaluation and Conclusion (recommendations):
In conclusion, the future of Marriott Hotel depends on the management team's ability to respond to the external issues and improve recruitment and retention efforts. The proposed changes would boost the hotel's profitability, provide better service to guests, and make for a more pleasant workplace. Marriott Hotel may develop as a dominant company in the hotel sector by executing these tactics and so overcoming the external hurdles it faces.Marriott needs to address external concerns like labour shortages, rivalry from sharing economy systems, and the impact of technology in order to increase employee recruitment and retention. Marriott can attract and retain competent individuals and remain competitive in the hotel business by improving compensation and benefits, emphasising employee engagement, adopting technology, differentiating offerings, and cooperating with local organisations (Chung, and D’Annunzio-Green, 2018).
Methods to Attract and Keep the Best Employees
Increase Wages and Benefits:If Marriott wants to recruit and keep talented employees, it may need to raise pay and perks. Some examples of this would be providing generous benefits packages that include salary, health insurance, retirement savings, and promotion potential.
Focus on Employee Engagement:If Marriott wants to increase its retention rate, it might do it by focusing on establishing a pleasant workplace and encouraging employee participation. Training and development programmes, encouraging a healthy work-life balance, and suggestion and feedback forums are all good examples (Khattak et al., 2014)
Embrace Technology:Technology presents an opportunity for Marriott to boost its recruiting and retention rates. The organisation may, for instance, publicise available positions via social media and other online forums and establish contact with interested individuals. Employee morale and happiness on the job would increase if Marriott made use of technology to improve the guest experience (Khalimova 2020).
Differentiate Services:Marriott can set itself apart from sharing economic initiatives by providing guests with memorable, customised experiences. This may involve providing unique features and services that can't be found on traditional sharing economy websites.
Partner with Local Organizations:To build training programmes and find local talent, Marriott might collaborate with local institutions like schools and community centers. This has the potential to alleviate the scarcity of workers in the hospitality sector by giving locals the training they need to find employment in the field (Chen and Tabari 2017).
Sustainability and Corporate Social Responsibility:In order to attract and retain workers who share these values, Marriott should highlight its dedication to sustainability and its commitment to social responsibility. The company may engage in eco-friendly practices, give back to the community, and encourage employee giving and volunteering.
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