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[bookmark: _Toc126070623]1.1. Research’s Background and Rationale 
The tourism and hospitality sector plays a vital role in the world economy by providing jobs and boosting regional development (Hapsari et al., 2022). The industry's distinctive features, such as frequent turnover, a diverse workforce, and a fast-paced atmosphere, make it difficult to attract and retain people. As a result, expenses rise, productivity drops, and morale plummets. The purpose of this report or study is to identify efficient approaches to the problems of hiring and keeping employees in the hospitality sector. Results can help hospitality businesses boost worker happiness and decrease turnover. Moreover, it will help us better grasp the opportunities and threats facing the hospitality business, which is a contribution to the discipline of hospitality management. This study aims to propose solutions to the widespread problems of employee recruitment and retention in the hospitality sector. The findings will aid in expanding our knowledge of the sector and helping to nurture a committed and consistent labor force.
[bookmark: _Toc126070624]1.2. Research Aim and Objective
The aim of this research is ‘to better understand the barriers to hiring and retaining staff in the hospitality sector and to provide solutions to those barriers.’ For this, the objectives are: 
1. To determine the main causes of high turnover and retention levels in the hospitality business.
2. To evaluate how these obstacles affect productivity, service quality, and morale in the sector's workforce.
3. To investigate and assess effective strategies for enhancing hospitality industry recruitment and retention.
[bookmark: _Toc126070625]1.3. Research Questions
Now, based on the above aim as well as objectives, the research questions related to the study are: 
1. What are the main causes of high turnover and retention levels in the hospitality business?
2. How does these obstacles affect productivity, service quality, and morale in the sector's workforce?
3. What are the effective strategies for enhancing hospitality industry recruitment and retention? 
[bookmark: _Toc126070626]Chapter 2: Literature Review
In the hospitality industry, one of the most important processes is employee recruitment. Finding the ideal people, convincing them to work for you, and putting them in the positions you need them to have been all steps involved in this process (Ross, 2021). The goal is to fill available positions with applicants who not only have the necessary experience but also share the organization's core values and long-term vision.
[bookmark: _Toc126070627]2.1. Employee Recruitment in the Hospitality Industry
In today's increasingly competitive market, firms will employ a wide array of strategies to lure the most suitable applicants to apply for open positions (Sutanto and Kurniawan, 2018). This is done in an effort to fill the available vacancies as quickly as possible. According to Yadav (2020), the recruitment management includes making use of digital and social media platforms to publicize job openings, as well as providing benefits such as flexible work schedules and opportunities for professional advancement. As stated by Mistry, Okumus and Orlowski (2021), recruiters are making use of digital and social media platforms to publicize job openings increasingly every year. The following graph shows how the quality of application varies with the usage of different digital media: 
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[bookmark: _Toc126069833]Figure 1: Quality of Applications based on Digital Platforms | Source: (J. du Plessis, Douangphichit and Dodd, 2018)
According to Ross (2021). when employing new staff members, it is common practice to proceed through a number of processes, such as gathering applications online, interviewing individuals in person, and performing background checks on each individual. In addition, Sutanto and Kurniawan (2018) mentioned that, companies make it a top effort to cultivate a culture of support inside the workplace and to offer workers opportunities for professional growth and advancement in their careers. This not only helps people develop in their careers but it also contributes to the organization's overall brand strength, which is a major benefit.
According to Yadav (2020), the performance of a business in the hotel industry is directly correlated to how well it recruits and retains employees. Companies are able to find, attract, and hire the most qualified persons for their organizations by utilizing a combination of technology and human contact. Besides, Chong (2022) have argued that, companies are able to recruit and keep top talent if the workplace culture is one of support and they provide opportunity for employees to learn new skills and advance their careers.
[bookmark: _Toc126070628]2.2. Employee Retention in the Hospitality Industry
According to Hapsari et al. (2022), keeping good workers in the hotel industry is a major concern for businesses. Companies in the hospitality business must prioritize employee retention to combat the industry's high turnover rate, which has a direct impact on service quality for clients. J. du Plessis, Douangphichit and Dodd (2018) have argued that, companies in the hotel business who want to keep their staff around should focus on creating a fun and supportive workplace. The authors have added that, among these are fostering open communication and feedback, allowing for flexible scheduling, and paying employees fairly. Besides, Employee morale is boosted when companies invest in their growth by giving them access to ongoing training and education programs (Sutanto and Kurniawan, 2018).
As stated by Worsfold (2021), employee retention can be increased in the hospitality business through the introduction of initiatives that acknowledge and compensate employees for their efforts. The authors Biswas and Cassell (2020) have mentioned that, incentives can be offered in the form of monetary payments, job advancement opportunities, or something else. Motivated and enthusiastic workers are the result of employee recognition programs that help instill a sense of pride and accomplishment in their work. According to Hapsari et al. (2022), Marriott International is a good example of a hotel industry employer that cares about keeping its staff happy and productive. According to the article, as part of its complete staff retention program, Marriott offers competitive wages and benefits, provides chances for professional growth and development, and recognizes employee contributions through a range of reward and motivation programs. According to Yadav (2020), despite the company's best efforts to keep its employees, Marriott recorded a 92% retention rate in 2020. The following data shows the number of employees of Marriott had over the years: 
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[bookmark: _Toc126069834]Figure 2: Employee Size of Marriott International | Source: (Statista, 2018)
Ross (2021) mentioned that, keeping good workers is a major obstacle for businesses in the hospitality sector. Companies can combat this by prioritizing employee happiness and satisfaction through measures such as providing a supportive work environment, encouraging professional development, and publicly acknowledging and applauding employees for their efforts (Chong, 2022). Improved customer service, greater productivity, and higher profits can all result when businesses in the hospitality sector focus on keeping their best employees. 
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According to Biswas and Cassell (2020), the hotel business has a unique set of issues for human resource managers, including significant employee turnover, a multicultural workforce, and a constant rush to meet deadlines. The authors mentioned that, the high rate of turnover in the industry is a major problem since it can increase the cost of doing business, make it harder to find and train new workers, and lower productivity and quality of service. Hapsari et al. (2022) mentioned that, to effectively manage a workforce that represents a wide range of cultural backgrounds and linguistic backgrounds, leaders need to be able to adapt their leadership style and communication methods to accommodate these variances. Besides, burnout and low morale are the results of a lack of opportunities for coaching, feedback, and dispute resolution in today's fast-paced workplaces (J. du Plessis, Douangphichit and Dodd, 2018). 
According to the study conducted by Yadav (2020), businesses like Accor have established staff management efforts, such as engagement and inclusion and diversity programs, to counteract these trends. The authors mentioned that, despite these difficulties, Accor stated a high level of employee satisfaction. To overcome these obstacles, businesses must practice adaptive leadership, develop efficient channels of communication, and take into account the unique requirements of each employee (Worsfold, 2021). Companies in the hotel industry can boost service quality and productivity by investing in solutions to these problems. The following relation of hypothesis developed and proved by Mistry, Okumus and Orlowski (2021) have showed that HRM practices is a major component in ensuring better hotel performance: 
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[bookmark: _Toc126069835]Figure 3: Relation of HRM Practices with Hotel Performance | Source: (Mistry, Okumus and Orlowski, 2021)
To sum up, efficient staff development in the hospitality sector necessitates tackling obstacles including high turnover, a diversified workforce, and a fast-paced work environment. A steady and motivated workforce is essential to a company's success, and this is something that can be achieved by placing a premium on employees' requirements and taking a flexible approach.
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[bookmark: _Toc126070631]3.1. Research Philosophy, Method and Approach
The study will take an epistemological ontological position with inductive approach, interpretivist views, employing overall a qualitative research methodology. Understanding the meaning and interpretations that individuals attach to experiences is central to the interpretivist paradigm, which acknowledges the subjectivity and context-dependency of human experience (Cooper and Schindler, 2017). Data collected from secondary sources will be used as part of this study's qualitative methodology to compile a wealth of information about the hospitality industry's staff recruiting and retention issues. The inductive method is chosen because it will help sifting through field data in search of commonalities and developing explanations from there.
[bookmark: _Toc126070632]3.2. Research Data and Data Collection Method
All of the information included in the study will be secondary information gathered from a variety of secondary sources. Information that has already gathered and evaluated for another reason is called secondary data (Schindler, 2022). Journal articles, papers, books, and official government figures are all good examples of secondary sources of information. Using secondary sources, we can get a bird's-eye view of all the research done on the difficulties of finding and keeping hospitality employees. It will help to have a better grasp on the subject at large and lay the groundwork for delving into the material in an inductive fashion. The research will use multiple secondary data sources in an effort to triangulate its findings, so increasing the credibility and validity of its conclusions as well. Besides, the analysis will be based on thematic analysis.
[bookmark: _Toc126070633]3.3. Research Limitations
As a result of its reliance on secondary data, the study may have missed certain important details from the participants' points of view. Both the inductive method and theme analysis can lead to different views. Multiple data sources and careful analysis are used in an effort to compensate for the study's flaws. 


[bookmark: _Toc126070634]4. Evaluation and Conclusion
The study's effectiveness in addressing Marriott International's staff recruiting and retention issues is evaluated here. The study's findings are reviewed and compared to existing literature and theories to assess whether they support or contradict current knowledge of employee recruitment and retention in the hotel sector, specifically Marriott International. The results of the thematic analysis are also interpreted in light of Marriott's issues in the area. The study has concluded that Marriott International struggles to recruit top people in a competitive business and fill remote or less desirable roles. Job satisfaction, workload, and professional progression prospects are Marriott's retention issues. These findings support hospitality industry data on employee recruitment and retention, suggesting Marriott must target these areas to retain and attract top talent. The result have reveal Marriott International's employee recruiting and retention difficulties and suggest areas for additional research as well. The study attempted to improve managers' and practitioners' understanding of hospitality staff recruitment and retention and provide practical advice for Marriott International. The findings will interest hospitality scholars, managers, and practitioners and help Marriott International enhance staff recruitment and retention in this key sector as well.


[bookmark: _Toc126070635]References
Biswas, R. and Cassell, C. (2020). Strategic HRM and the gendered division of labour in the hotel industry. Personnel Review, 25(2), pp.19–34. 
Chong, D. (2022). The Effect of Employee Selection, Recruitment and Employee Skills on Employee Performance. International Journal of Advanced Multidisciplinary, 1(2), 
Cooper, D.R. and Schindler, P.S. (2017). Business research methods. Boston: Mcgraw-Hill Irwin.
Hapsari, I.D., Qomariah, N., Putu Martini, iNi N. and Nursaid, N. (2022). Recruitment and Competence: It’s Influence on Employee Performance through Employee Placement, A case on Hospitality Industry. JOURNAL OF ECONOMICS, FINANCE AND MANAGEMENT STUDIES, 05(11)
J. du Plessis, A., Douangphichit, N. and Dodd, P. (2018). HRM in Relation To Employee Motivation and Job Performance in the Hospitality Industry. Journal of International Business Research and Marketing, [online] 1(4), pp.12–21. doi:10.18775/jibrm.1849-8558.2015.14.3002.
Mistry, T.G., Okumus, F. and Orlowski, M. (2021). Employee perceptions of diversity management in the hospitality industry. International Hospitality Review, ahead-of-print(ahead-of-print).
Ross, G.F. (2021). Management-employee divergences among hospitality industry employee service quality ideals. International Journal of Hospitality Management, 14(1), pp.11–24
Schindler, P.S. (2022). Business research methods. 14th ed. New York, Ny: Mcgraw-Hill Education.
Statista (2018). Marriott: number of employees 2007-2018 | Statista. [online] Statista. Available at: https://www.statista.com/statistics/297269/number-of-marriott-international-employees-worldwide/.
Sutanto, E.M. and Kurniawan, M. (2018). THE IMPACT OF RECRUITMENT, EMPLOYEE RETENTION AND LABOR RELATIONS TO EMPLOYEE PERFORMANCE ON BATIK INDUSTRY IN SOLO CITY, INDONESIA. International Journal of Business and Society, 17(2). 
Welman, J., Kruger, F. and Mitchell, B. (2019). Research methodology. Cape Town ; Oxford: Oxford University Press.
Worsfold, P. (2021). HRM, performance, commitment and service quality in the hotel industry. International Journal of Contemporary Hospitality Management, 11(7), pp.340–34
Yadav, S. (2020). Strategic Green HRM – The Integration of Environmental Management into HRM with reference to one of the Healthcare Industry. IRA-International Journal of Management & Social Sciences (ISSN 2455-2267), 6(1), p.85



2

image3.jpeg




image1.png
Quality of Applicants

LinkedIn

CareerBuilder

T " —
O ——
0% 20% 40% 60% 80% 100%

Percent of sample

W High quality W Average quality Ml Low quality Wl Not used WMl Not sure




image2.jpeg
2265

2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021




