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Abstract
The current challenges that Marriott's human resources department is facing with both attracting and retaining personnel, as well as the investigation's aim and objectives, have been covered in this research proposal. By thoroughly examining the causes and obstacles, this study project aims to provide insights into effective strategies and solutions for resolving Marriott's and the hotel industry's recruiting and retention issues. To better understand the external effects, as well as the internal strengths and weaknesses, that determine Marriott's hiring and retention rates, this research study uses PESTEL and SWOT analysis.
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This research proposal will aim to investigate the ways Marriot, a significant player in the hospitality sector, is affected by contemporary issues in terms of recruiting and retention. Due to reasons including fierce competition, shifting workforce demographics, and changing candidate expectations, the hospitality industry, especially hotels like Marriot, suffers particular difficulties in attracting and maintaining competent workers. Through the use of approaches like PESTEL (Political, Economic, Social, Technological, Environmental, and Legal) and SWOT (Strengths, Weaknesses, Opportunities, and Threats) analysis, this research will apply a thorough examination of the present difficulties encountered by Marriot's HRM department. This discussion will also intend to give Marriot useful insights to improve its hiring and retention practises and preserve a competitive advantage by identifying the issues and examining workable solutions.
[bookmark: _Toc137326757]Background of the Marriot 
J. Willard Marriott established Marriott International in 1927, which is a preeminent global provider of hospitality services. Under a variety of brand names, such as Marriott, Sheraton, Ritz-Carlton, and Courtyard, it manages a broad portfolio of inns and resorts. With operations in more than 130 nations, Marriott is famous for its dedication to delivering first-rate guest experiences (marriott, 2023). The business prioritises diversity, innovation, and sustainability while working to make a positive difference in the communities it serves. Customer satisfaction and high-quality service are the cornerstones of Marriott's success.
[bookmark: _Toc137326758]Rationale of the research
The goal of the research is to address the urgent need for comprehending and resolving the difficulties Marriot's human resources division faces in attracting new employees and keeping existing ones. This research attempts to improve Marriot's HR practises and increase its capacity to draw in and keep top people in the cutthroat hospitality sector by pinpointing the difficulties and creating workable solutions.
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The HR department at Marriot is now having trouble finding and keeping diverse applicants due to fierce competition for talent, high turnover rates, and other difficulties. The hospitality sector is very competitive, making it difficult for Marriot to find and keep talented employees. The business may also have trouble implementing efforts for employee engagement, work-life balance, and attractive career progression prospects (Magrizos et al., 2023). The complexity of HRM at Marriott is further increased by the need to respond to shifting applicant expectations, shifting workforce demographics, and the effects of technological innovations. To maintain an engaged and high-performing team and a sustainable talent pipeline, Marriot must address these concerns.
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PESTEL analysis 
Government rules and regulations pertaining to taxation, employment laws, and tourism are examples of political influences. The general state of the economy, exchange rates, and consumer spending trends are all considered economic factors. Demographic shifts, cultural preferences, and shifting consumer habits are all examples of social variables. Digital technology improvements, online reservation systems, and automation in hotel operations are examples of technological elements. Sustainability programmes, environmental laws, and worries about climate change are all considered environmental considerations (Magrizos et al., 2023). Legal considerations also include laws governing data privacy, worker rights, and health and safety. For players in the hotel business to make wise choices and create winning strategies to succeed in the competitive UK market, they must have a thorough understanding of these aspects.







SWOT analysis 
	Strengths
	Weaknesses

	1. Strong global brand awareness and reputation.
2. A broad collection of hotel brands serving different market nichesn (Magrizos et al., 2023).
3. Loyalty programme and a strong distribution network.
4. Strong financial standing and international reach.
	1. Exposure to swings and economic downturns in the hotel sector.
2. Limited presence in some markets and regions.
3. Reliance on independent hotel franchisees and proprietors (San Luis, 2023).
4. Potential difficulties managing many brand identities and merging purchases.
Opportunities:

	Opportunities 
	Threats

	1. Growing interest in high-end and unique travel.
2. Expansion into new markets and geographic areas (San Luis, 2023).
3. Technological developments to improve operational effectiveness and consumer experience.
4. Green practises and sustainability are getting more attention.
	1. Strong rivalry from other hotel groups and other lodging options.
2. Uncertainties in the economy and in politics are affecting the travel and tourism sector.
3. Adaptive booking platforms and shifting consumer preferences (San Luis, 2023).
4. Challenges with regulations and standards for compliance.
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Aim
To understand the impact of current challenges on the Human Resource department regarding recruitment and retention in Marriot
Objectives
To Analyse the impact of current challenges that are faced by Marriot in HRM department regarding recruitment and retention
To assess the Challenges faced by the HR Department in Marriot regarding recruitment and retention
To determine effective strategies and solutions to overcome the challenges regarding recruitment and retention in Marriot 
[bookmark: _Toc137326762]Literature Review
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The recruiting and retention rates in the Marriott hotel business have been significantly impacted by current events including Brexit, the COVID-19 epidemic, and inflation.
Brexit: Immigration and labour regulations have changed as a result of the United Kingdom's exit from the European Union. As a result, it may be harder to find and keep talent from EU nations because the procedure has grown more difficult and constrained. Concerns about Brexit have also been raised by EU workers who already work at Marriott hotels in the UK, which may have an impact on retention rates (Meira et al., 2023).
COVID-19 Pandemic: The COVID-19 Pandemic has significantly impacted the hospitality sector, especially Marriott hotels. Layoffs and labour reductions have resulted from temporary closures, travel restrictions, and a decline in the demand for lodging. This has made it difficult to retain seasoned workers and keep a professional workforce. Additionally, the pandemic has made workers feel confused and uneasy, which could affect their loyalty and dedication to the company (Meira et al., 2023).
Inflation: The hospitality sector may be affected by inflationary pressures, which could result in higher costs for goods, services, and labour. Rising inflation may make it difficult for Marriott to provide competitive compensation packages, which could damage its capacity to draw in and keep outstanding people. Furthermore, as workers look for better-paying jobs elsewhere, inflation may result in higher turnover rates, potentially making recruitment issues worse (Meira et al., 2023).
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The human resource management (HRM) division of the hotel sector has numerous pressing issues with regard to hiring and retaining staff. These difficulties affect the capacity to find and keep skilled workers, maintain labour stability, and satisfy the shifting demands of the sector.
Intense Competition: There is fierce competition among hotels for the best employees in the hospitality industry. This makes it difficult for HRM departments to find and hire qualified people. To meet this challenge, hotels must distinguish themselves as desirable employers (Ladkin et al., 2023).
High Employee Turnover: The hospitality sector has relatively high turnover rates as a result of things like long hours, seasonal shifts, and high standards for customer service. Effective retention measures, such as providing competitive remuneration packages, career advancement possibilities, and work-life balance initiatives, are required for HRM departments to combat employee attrition.
Changing Workforce Demographics: The hotel sector needs to adjust to a multigenerational workforce with a range of expectations and tastes. HRM departments must put into place initiatives that resonate with many generations, including flexible work schedules, individualised career development plans, and inclusive policies (Ladkin et al., 2023).
Evolving Candidate Expectations: Candidate expectations are changing, and they increasingly place more importance on things like work culture, employee benefits, and prospects for advancement. To attract and keep top personnel, HRM departments must match their recruitment efforts with candidate expectations.
Technological Advancements: The hotel sector has been completely altered by technology, and HRM departments must adjust to these changes. This involves utilising data analytics for talent acquisition, using digital platforms for recruiting, and putting technical solutions into place to expedite HR procedures (Ladkin et al., 2023).
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The success and competitiveness of the hotels are strongly impacted by the difficulties the HR departments in the hotel industry experience in recruiting and retaining employees. These difficulties include:
High Turnover Rates: The hotel industry has a high turnover rate as a result of things like long working hours, high expectations from visitors, and seasonal changes. To fill positions, HR departments must continually hire and educate new workers, increasing recruitment expenses and possibly disrupting business operations (Johnstone, 2023).
Intense Talent Competition: Hotels fight with one another to entice knowledgeable and experienced people. The lack of competent individuals in the market makes it difficult for HR departments to find and hire top personnel.
Employee Engagement and Satisfaction: Hotel staff frequently work in tough workplaces with inconsistent hours, stressful circumstances, and strenuous physical requirements (Bouteraa and Bouaziz, 2023). In order to ensure employee engagement, contentment, and retention, HR departments must create strategies that support work-life balance, offer chances for professional advancement, and acknowledge employee achievements.
Skills Shortage: The hospitality sector needs workers with a variety of abilities, including language competence, knowledge of customer service, and technical know-how. The difficulty in finding and hiring suitable applicants due to the dearth of people with these talents is a concern for HR departments.
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Employer branding: As per Rustiawan et al., (2023), create a powerful employer brand that promotes the special perks of working at a hotel, such as opportunity for professional advancement, perks for employees, and a supportive workplace environment. Top talent who are drawn to the hotel's ideals and offerings may be attracted and kept there.
Targeted Recruitment: Implement targeted recruitment methods by utilising social media, industry-specific job boards, and technology platforms to find qualified people. Create alliances with nearby academic institutions to offer internship and apprenticeship opportunities and to attract new talent.
Employee Engagement and Recognition: Focus on developing a supportive workplace climate that encourages employee participation and recognition. To increase employee happiness and loyalty, offer regular feedback, opportunities for skill improvement, and career promotion (Kobusinge, 2023).
Competitive Compensation and Benefits: Offer competitive remuneration and benefits, including all-inclusive benefit packages, appealing salary structures, and performance-based incentives. To recruit and keep high-performing individuals, make sure the salary is in line with industry standards.
Training and Development Programmes: Spend money on training and development programmes to improve employee skills, both in hard skills like customer service and in soft skills like technical areas. This not only raises employee productivity but also reflects the hotel's dedication to career advancement and employee growth (Oyelude et al., 2023).
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This research proposal has explored the present difficulties Marriott's human resources division is having with both hiring and keeping employees, as well as the purpose and goals of the investigation. This research project intends to offer insights into efficient tactics and solutions for solving recruiting and retention difficulties at Marriott and the hotel industry as a whole by undertaking a thorough investigation of the effects and challenges. This research project uses PESTEL and SWOT analysis to better understand the external influences and internal strengths and weaknesses that affect Marriott's hiring and retention rates. The review of the literature will give readers a thorough awareness of the current events that have an impact on hiring and retaining staff as well as the tactics used by the hotel industry to deal with these issues. The findings of this research will improve Marriott's HRM procedures and help the company attract and keep brilliant workers in the fiercely competitive hospitality sector. Recognising and tackling the difficulties the HR division has, Marriott is better able to come up with workable solutions to recruitment and retention problems, assuring a qualified and motivated workforce that will contribute to the company's success.
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Improve Employer Branding: Create a compelling employer brand that highlights Marriott's distinctive culture, chances for career advancement, and benefits for employees. Utilise a variety of platforms, such as social media and career portals, to promote the company as a desirable employer.
Improve Recruitment Strategies: Enhance the ways to recruit by using innovative methods like working with educational institutions to access new talent pools and utilising digital platforms to conduct focused talent searches. Use a streamlined and effective hiring procedure to draw in qualified prospects (Padave and Kanekar, 2023).
Focus on Employee Engagement: Employ programmes and initiatives that promote a positive work environment, stimulate employee involvement, and acknowledge employee accomplishments with a focus on employee engagement. Increasing employee satisfaction and engagement, regularly seek out employee input and act on it (Bahuguna et al., 2023).
Diversity and Inclusion Initiatives: Implement initiatives to promote diversity and inclusion that foster an environment of respect and equality. Encourage a diverse and inclusive workplace where workers from all backgrounds feel appreciated and supported (de Castro Junior et al., 2023).
Employee Retention Programs: Develop focused employee retention initiatives, including as mentorship programmes, employee appreciation programmes, and career development strategies. These programmes can increase job satisfaction, foster loyalty, and lower turnover rates.


[bookmark: _Toc137326770]References
Bahuguna, P.C., Bangwal, D. and Kumar, R., (2023). Talent Management and Its Impact on Organizational Commitment: An Empirical Investigation of Indian Hospitality Industry. FIIB Business Review, 12(2), pp.176-192.
Bouteraa, A. and Bouaziz, F., (2023). Do talent management practices improve organizational resilience? An empirical study within Tunisian companies. African Journal of Economic and Management Studies.
de Castro Junior, D.F.L., de Abreu, J.C., Miura, M.N. and Silveira-Martins, E., (2023). Dynamic marketing capability and strategic human resource management: predictors of performance in Santa Catarina's hotel industry. International Journal of Scientific Management and Tourism, 9(1), pp.95-118.
Johnstone, S., (2023). Human resource management in recession: Restructuring and alternatives to downsizing in times of crisis. Human Resource Management Journal.
Kobusinge, S., (2023). Challenges during recruitment, selection and placement of workers in the hospitality industry amidst the COVID-19 pandemic (Doctoral dissertation, Makerere University).
Ladkin, A., Mooney, S., Solnet, D., Baum, T., Robinson, R. and Yan, H., (2023). A review of research into tourism work and employment: Launching the annals of tourism research curated collection on tourism work and employment. Annals of Tourism Research, 100, p.103554.
Magrizos, S., Roumpi, D. and Rizomyliotis, I., (2023). Talent orchestration and boomerang talent: seasonally employed chefs’ evaluation of talent management practices. International Journal of Contemporary Hospitality Management.
marriott, (2023). We are Marriott International. [Online] Available at: https://www.marriott.com/en-gb/marriott/aboutmarriott.mi[Accessed 3 June 2023].
Meira, J.V.D.S., Hancer, M., Anjos, S.J.G.D. and Eves, A., (2023). Human resources practices and employee motivation in the hospitality industry: A cross-cultural research. Tourism and hospitality management, 29(2), pp.157-167.
Oyelude, O., Akinbode, J., Ogunleye, O.I., Bakare, A. and Ogunrinade, R., (2023). Digitalization of Human Resources Management Practices in Nigeria's Hospitality Industry. In Strategic Human Resource Management in the Hospitality Industry: A Digitalized Economic Paradigm (pp. 79-96). IGI Global.
Padave, P. and Kanekar, R., (2023). Emprical study on organisational commitment of employees in Indian Hotel Industry. Materials Today: Proceedings, 80, pp.1946-1950.
Rustiawan, I., Safariningsih, R.T.H. and Zen, A., (2023). Talent Management Concepts: Analysis Recruitment, Program Training, Mentoring, and Leadership. International Journal of Business and Applied Economics, 2(2), pp.233-244.
San Luis, K.M., (2023). Filipino Nurses' Perception of Migration and Recruitment Practices to Finland.



Page 2 of 2

