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[bookmark: _Toc134753689]Introduction and Background
[bookmark: _Toc134753690]Brief Overview of Marriott Hotel
Marriott International is a well-known hotel chain that manages a variety of hotel brands all over the world. With a long history that dates back to 1927, Marriott has made a name for itself as a major player in the hospitality sector, renowned for its outstanding service, first-rate lodgings, and dedication to guest happiness. Marriott will rank among the largest hotel chains in the world by 2023, managing thousands of facilities in more than 130 nations. The foundation of Marriott’s success and reputation has been its capacity to adjust to shifting market dynamics and provide exceptional guest experiences (Rhou and Singal, 2020). However, Marriott has several difficulties that affect the way its business performs, just like many other participants in the sector. This research proposal focuses on topics related to employee recruitment and retention to identify and address existing concerns experienced by Marriott hotels.
[bookmark: _Toc134753691]Identification of Current Challenges and Retention Issues
The performance of the Marriott Hotel is impacted by several issues that limit its capacity to recruit and retain outstanding staff. One of the main issues is the ongoing dearth of trained personnel in the hospitality sector, which makes it difficult for Marriott to find qualified candidates to fill open positions (Ntounis et al., 2022). Due to the shortfall, existing employees may have to work harder, produce less, and risk burnout.
Inadequate training and development programmes can also impede an employee’s ability to advance within an organisation, which can lead to disengagement, lower job satisfaction, and higher turnover rates. Low employee morale and higher turnover can result from poor management practices since they can create an unfavourable work atmosphere, lack of employee support, and ineffective communication channels (Ali et al., 2021).
To strengthen its hiring processes, draw in top talent, and increase employee retention, Marriott must properly address these issues. This research proposal intends to thoroughly examine these problems and offer suggestions to lessen their difficulties.

[bookmark: _Toc134753692]Discussion/Literature
[bookmark: _Toc134753693]Literature Review
Reviewing the existing literature and research in this area is crucial to gaining a thorough awareness of the problems the hospitality sector faces, particularly regarding employee recruitment and retention (Frye et al., 2020). An overview of the major conclusions from earlier studies that form the basis of the suggested study can be found in the section that follows.
Recruitment and retention of personnel are major issues for the hospitality sector since doing so is crucial to providing excellent client experiences and keeping a competitive edge. Numerous studies that looked at the issues and elements affecting recruitment and retention in the hotel industry provided insightful information.
The scarcity of skilled people is one issue that keeps coming up in the literature. Due to a lack of specialised knowledge and training, the hotel sector frequently has trouble finding qualified candidates to fill open positions (Martnez-Martnez et al., 2019). This scarcity is ascribed to several issues, including a mismatch between the skills required by the business and those possessed by job seekers as well as the unfavourable impression of hospitality employment among prospective employees.
Programmes for training and development have become important elements in luring and keeping staff. Research emphasises the value of thorough training programmes that emphasise improving workers’ abilities, expertise, and professional development. Effective training initiatives help employees develop the necessary skills while also enhancing their job satisfaction and long-term dedication to the company (Catana and Toma, 2021).
Poor management practices, which can have a detrimental effect on staff retention, are another important issue that has been found. According to research, incompetent management, poor communication, and a lack of supervisory support can result in dissatisfied workers and higher turnover rates. On the other hand, it has been discovered that effective leadership, encouraging management approaches, and open lines of communication promote employee engagement and loyalty.
Additionally, studies have emphasised the need for work-life balance for employee retention. For workers looking for work-life balance, the hospitality industry frequently requires unpredictable work schedules and high levels of commitment (Ge, 2020). Talented people are more likely to be attracted to and retained by organisations that prioritise work-life balance efforts, such as flexible scheduling and employee wellness programmes.
Programmes for rewarding and recognising employees contribute significantly to retention. According to research, employees who feel valued and appreciated are more likely to stick with an organisation. Employee happiness and loyalty are influenced by recognition programmes, performance-based rewards, and career growth chances.
It is important to consider how external influences affect hiring and retention. The hospitality sector is facing unheard-of difficulties as a result of events like Brexit and the COVID-19 outbreak. Brexit has altered labour mobility and raised uncertainty, which affects the supply of skilled employees (Sanvitale, 2020). Employee loyalty and morale have been impacted by the COVID-19 epidemic, which has resulted in temporary closures, reduced operations, and layoffs.
The researched literature offers insightful information about the difficulties the hospitality sector faces in retaining and hiring staff. These difficulties are exacerbated by a lack of qualified people, inadequate training and development, poor management techniques, issues with work-life balance, and outside influences like Brexit and the COVID-19 pandemic (Neupane and Khanal, 2022). To solve these issues and enhance business performance in the hospitality sector, particularly at the Marriott Hotel, it is imperative to have a thorough understanding of these elements.

[bookmark: _Toc134753694]PESTLE and SWOT Analysis
A PESTLE analysis and a SWOT analysis will be undertaken to learn about the external and internal factors influencing the hospitality industry and the Marriott Hotel in particular (Rosner et al., 2019).

[bookmark: _Toc134753695]PESTLE Analysis
As a framework, the PESTLE study looks at how an industry is affected by political, economic, sociocultural, technological, legal, and environmental variables (Harnjo et al., 2021). The following are important in terms of attracting and keeping employees in the hotel industry:

Political Factors:
· Availability of skilled workers is influenced by government labour law rules, immigration policies, and work visa requirements.
· Uncertainty in the labour market can be caused by political and international shifts like Brexit (Rhou and Singal, 2020).
Economic Factors:
· There is a correlation between the state of the economy and the job market and employee expectations (Ntounis et al., 2022).
· Layoffs lowered job security, and a drop in employee loyalty are all possible outcomes of economic downturns like the Great Recession and the COVID-19 pandemic.
Sociocultural Factors:
· To attract and retain a broad talent pool, diversity and inclusion activities have become increasingly important in light of shifting demographic trends, lifestyle preferences, and cultural values (Ali et al., 2021).
Technological Factors:
· Technological developments have an impact on recruitment and retention methods, such as the usage of digital platforms for hiring and employee engagement.
· Traditional employment functions may be disrupted by automation and AI, necessitating adaptation and upskilling (Frye et al., 2020).
Legal Factors:
· For recruitment and retention practises, adherence to employment rules, health and safety requirements, and equal opportunity legislation is crucial.
· Employee rights and employment contracts may be impacted by changes to labour laws or regulations (Martnez-Martnez et al., 2019).
Environmental Factors:
· Consumer choices and staff expectations are influenced by rising environmental concerns and sustainability initiatives.
· Businesses that support sustainable practices could draw eco-aware employees.

[bookmark: _Toc134753696]Impact of External Factors on Recruitment and Retention
Significant effects on hiring and retaining staff in the hospitality sector are caused by external events like Brexit, COVID-19, and inflation:
· Brexit: The availability of skilled workers may be impacted by Brexit-related concerns over labour mobility and immigration laws. Marriott might have trouble finding workers from the European Union and might need to look towards new recruitment tactics (Catana and Toma, 2021).
· COVID-19: The epidemic has severely affected the hospitality sector, resulting in temporary closures, scaled-back operations, and layoffs. Due to the uncertainty and low staff morale caused by this, Marriott must focus on restoring employee loyalty and trust during the recovery period (Ge, 2020).
· Inflation: The cost of labour, employee pay, and benefits are all subject to inflationary pressures. To maintain a competitive and in-line employee compensation structure, Marriott must take inflation into account while developing its recruitment and retention strategy.

[bookmark: _Toc134753697]SWOT Analysis
With regard to the outlined difficulties, a SWOT analysis evaluates Marriott’s internal strengths, weaknesses, opportunities, and threats:

Strengths:
· Commitment to client pleasure and service quality;
· Strong brand recognition and reputation;
· Widespread global presence and network of hotels (Sanvitale, 2020).
Weaknesses:
· Programmes for employee training and development may have gaps.
· Potential problems with management techniques and communication.
· Staffing issues and difficulties finding qualified candidates (Neupane and Khanal, 2022).
Opportunities:
· Using technology to improve employee engagement and recruitment procedures.
· Expanding programmes for inclusion and diversity.
· Creating creative staff retention methods.
Threats:
· Fierce competition for skilled workers.
· Consumer buying and travel habits are being impacted by economic uncertainty.
· Changes to labour rules and regulations that have an impact on employment p.

Marriott may get insight into the external forces affecting the hotel business and pinpoint its internal strengths, weaknesses, opportunities, and threats by completing a thorough PESTLE and SWOT analysis (Rosner et al., 2019). This research will assist in the creation of efficient plans and suggestions to handle problems with hiring and retaining staff, improve operational efficiency, and keep a competitive edge in the hospitality sector. Marriott may improve its recruitment and retention efforts by utilising its strengths, fixing its weaknesses, seizing chances, and minimising dangers.

[bookmark: _Toc134753698]Industry Examples and Solutions
The hospitality sector has seen several organisations create measures to deal with the difficulties in recruiting and retaining employees. It is possible to obtain important insights into effective practices, cutting-edge ideas, and lessons learned by looking at industry-specific examples, such as initiatives taken by Marriott and other industry leaders (Rhou and Singal, 2020). Several significant examples include:

Marriott International: To address issues with hiring and retention, Marriott has taken aggressive initiatives. They have created elaborate training and development initiatives, like the Marriott Management Development Programme, which aims to foster the growth of future leaders inside the company (Ntounis et al., 2022). Additionally, Marriott places a high value on diversity and inclusion by fostering an environment of inclusion for all employees and advocating for equal opportunities. Marriott also prioritises employee recognition through initiatives like "Spirit to Serve Our Communities," which promote involvement and volunteering.
Hilton Worldwide: Innovative tactics have been used by Hilton to recruit and keep staff. They provide a comprehensive package of employee benefits, which includes fair pay, access to healthcare, and retirement programmes. Additionally, Hilton has started the "Hilton Apprenticeship Academy," a programme that offers organised training and chances for career advancement to anyone interested in the hospitality sector (Ali et al., 2021). To increase job satisfaction and loyalty, Hilton makes investments in the development and well-being of its staff.
Four Seasons Hotels and Resorts: To address the recruitment and retention issues, Four Seasons has adopted a people-centric strategy that places a premium on cultivating a positive work environment and encouraging employee participation. The company also provides employees with individualised training and development programmes that are geared towards their specific interests and goals (Frye et al., 2020).

[bookmark: _Toc134753699]Lessons Learned
1. Investment in Training and Development: For staff growth and retention, thorough training programmes that emphasise both technical skills and human development are essential.
2. Embracing Diversity and Inclusion: Wider talent pools are attracted when diversity is prioritised and an inclusive workplace is established (Catana and Toma, 2021).
3. Work-Life Balance and Well-being: By encouraging work-life balance, providing flexible scheduling alternatives and employee wellness programmes aids in attracting and keeping talent.
4. Recognition and Career Advancement: Employers can increase employee loyalty and satisfaction by implementing recognition programmes and offering opportunities for professional development (Ge, 2020).
5. Building Trust and Collaboration: Building trust, establishing clear rules, and encouraging cooperation among staff members, hosts, and visitors can improve workplace morale and cement ties.

[bookmark: _Toc134753700]Evaluation and Conclusion
[bookmark: _Toc134753701]Summary of Work and Findings
Looking at the current concerns the hospitality sector is facing throughout this study project, with an emphasis on the Marriott Hotel’s employee recruiting and retention problems. The literature study emphasised the important influence of outside influences on hiring and retention strategies, including Brexit, COVID-19, and inflation. Employee retention may also be impacted by internal issues like staff shortages, inadequate training, and poor management.
We investigated the external factors affecting the hospitality industry’s recruitment and retention by performing a PESTLE analysis. The SWOT analysis also enabled us to evaluate Marriott’s internal advantages, disadvantages, opportunities, and threats concerning the cited difficulties.
The study’s conclusions emphasised how crucial it is to address these issues if you want to boost corporate performance. The recruitment and retention methods of Marriott and the larger hospitality sector are impacted by a variety of variables, including political unpredictability, economic situations, cultural changes, technological improvements, regulatory compliance, and environmental concerns.

[bookmark: _Toc134753702]Implications and Recommendations
The research’s conclusions have substantial effects on Marriott’s company operations and performance. Marriott can improve its recruitment and retention efforts by recognising and solving the obstacles, which will ultimately improve employee happiness, lower turnover rates, and keep Marriott at the forefront of the hospitality industry.
Marriott can gain from implementing the suggested solutions, such as extensive training and development programmes, diversity and inclusion initiatives, and cutting-edge employee retention techniques (Rosner et al., 2019). Top talent attraction, encouraging a great workplace culture, raising employee engagement and loyalty, and improving customer satisfaction are some of these advantages.
Additionally, solving the problems found is essential for Marriott as well as the whole hotel sector. Prioritising recruiting and retention practices is essential to ensure a trained and engaged workforce as the industry deals with external disturbances and changing market dynamics (Harnjo et al., 2021). Marriott can lead the industry and contribute to its general growth and success by actively addressing the issues and putting up workable solutions.
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