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Abstract
The research proposal has concentrated on detailed evaluations of the impact of current challenges that have been faced in the context of worker retention and recruitment policy. There have been indicated several reasons for the operations of the hotel segment can be negatively impacted over time. During this time frame the process of employee retention and recruitment has been greatly affected by the continuous improvement in technology and suffered to reflect their actual performance. Along with that, this portion of the research proposal has been copper a proper illustration of the research background literature review as well as profiting some kind of relevant recommendations to enhance their operational performance.
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The research proposal that will be discussed will shed light on the discussion that will be made on Impact of current challenges on the human resource department relating to recruitment and retention. There are several reasons that are considered as a reason to these issues for which, the challenges are faced by the Hotel industry respectively. Three sections will be divided that will include research backgrounds, a literature review and a concluding part of the proposal. Appropriate recommendations will also be made for the respective hotel business The Marriott. 
[bookmark: _Toc148556167]Research Background
Marriott, a well-known hotel company, is confronted with a number of modern issues with recruitment and retention in its Human Resource (HR) division. The purpose of this research proposal is to examine these difficulties, with a particular emphasis on retention. The worldwide labour shortage is one of the most urgent problems, and it has had a big effect on the hospitality sector. This issue was made worse by the COVID-19 pandemic, which reduced labour numbers and raised the need for qualified workers as the sector started to rebound. Because of the competitive nature of the labour market, Marriott has trouble attracting and keeping top personnel. Inadequate possibilities for training and development might also make it more difficult to retain employees. Employees in the hospitality industry must maintain current knowledge of industry trends and competencies. An inadequate training programme may cause disengagement and unhappiness at work. A further obstacle is the standard of management. High turnover rates might result from poor management since problems with supervisors are a common cause of employee departure. To create a happy workplace and keep talent, effective leadership and employee engagement are essential.
[bookmark: _Toc148556168]Research Rationale
For a number of reasons, it is crucial to conduct research on how the present issues are affecting Marriott's HR division, with an emphasis on hiring and retention. Workforce problems can have a big impact on overall profitability, guest satisfaction, and operational efficiency in the fiercely competitive hospitality sector. Marriott can create solutions that are specifically targeted by having a thorough understanding of the unique difficulties and how they affect staff recruitment and retention. In the end, this research will help Marriott maintain a talented, engaged workforce and a strong competitive edge in the global hospitality market by offering insightful information about improving HR policies and practices. 
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Aims
To determine the impact of external environmental factors on employee recruitment and retention
Objectives
1. To understand the impact of macro-environmental factors on the employee recruitment and retention of Mariott.
2. To identify the challenges faced by Marriott on employee recruitment and retention due to external environmental factors.
3. To analyse the strategies that are implemented by the respective business in order to mitigate the challenges being faced. 
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[bookmark: _Toc148556171]Introduction 
This will be indicated in the detailed illustration of the impact relating to external environmental aspects regarding the requirement and retention of workers. With the help of a detailed evaluation, this portion will reflect on the identification of external factors as well as their effect on the performance of workers. Apart from that, this will depict the operational challenges and improvement strategies that will be directly related to the workers' retention along with the requirement strategy.
[bookmark: _Toc148556172]Reflecting the understanding of the impact of macro-environmental factors on the employee recruitment and retention of Marriot 
Pressure from the outside known as macro-environmental variables has the potential to significantly affect a company's success and administration. These variables contain the political, economic, and administrative ecosystems as well as the technologically social, including cultural atmospheres. According to Choi and Choi (2021), the COVID-19 epidemic has been having a large effect on international financial benefits, particularly in the tourism industry. the Marriott Corporation was compelled to deactivate and fire numbers of workers throughout the global flu epidemic. The Marriott Group is having trouble recruiting and keeping staff as the economic situation improves. According to Dashper (2020), employing foreign labour may become more challenging to feed firms if laws about immigration change. Due to the above, it was more challenging for Marriott Global to acquire foreign workers, especially for temporary labour. The latest Glassdoor study found that 66% are employed The price tag of living, according to job searchers, influences whether they agree to or decline a job opportunity significantly. The value of society shifts, among them a growing focus on balancing work and personal life, which can render it a harder task for companies to recruit and keep talent. For instance, a lot of workers are increasingly searching for jobs which provide reimbursement for time absences and schedule flexibility. According to Kotera and Sheffield (2021), in order to satisfy these demands, the Marriott hotel chain provides a number of schedules that are adaptable and monetary time leave choices. The web's growing popularity has made it simpler for hiring managers to gauge pay and perks and discover new employment prospects. The retention of outstanding people may become more challenging for organisations as a result. According to Dwesini (2019), embracing the Internet for communication is the trademark of Marriott International to communicate with new staff members and emphasise the advantages associated with working for the organisation.
[bookmark: _Toc148556173]Identification the challenges suffered by Marriott on recruitment and retention due to external environmental aspects 
Due to circumstances outside its control, the Marriott chain encounters several kinds of difficulties with staff hiring and keeping workers. The epidemic has severely affected the accommodations sector, resulting in cancellations and time off. According to Marinakou and Giousmpasoglou (2019), The Marriott Group is having trouble recruiting and keeping staff as the economy improves. In numerous spots, costs of housing along with additional costs are rising at a faster pace than earnings, which has made it harder for the Marriott brand to recruit and keep staff. By the year 2025, it is anticipated that the worldwide lack of labour will have cost the financial system up to £8.5 trillion. In addition to this, it grows increasingly challenging for the corporation to attract and maintain talented personnel. For The hotel chain Marriott, hiring and keeping workers are facing new problems due to demographic changes with the increasing variety of the labour force. Employers that provide a variety of working hours, monetary time vacation, and a dedication to equality and inclusion are becoming increasingly in demand from workers. Although it may prove difficult to stay competitive against other companies Marriott Hotels and Resorts is striving to address the aforementioned requirements. Additionally, the method that others search for and apply for positions is transforming due to the advent of mechanisation and the increased use of social networking sites. According to Přívara and Kiner (2020), although Marriott International uses technologies to speed up the recruiting procedure and connect with prospective applicants, staying keeping top of the most recent developments is sometimes difficult.
[bookmark: _Toc148556174]Analysing the ways that are used by the mentioned business in order to overcome the challenges being faced
Marriott could use adaptable scheduling techniques in anticipation of alterations in the economy. According to changes in popularity, employee numbers might need to be changed. In this case, throughout financial crises, they might hire fewer people and use temporary and freelance labour instead. In order to draw in an increased number of applicants, the Hotel might concentrate on inclusive and diversity-friendly activities. In keeping with its commitment to diversity, Marriott International estimated a staff that was over 60% female and 45% of various ethnic backgrounds in the year 2021. Additionally, spending money on cutting-edge HR solutions based on artificial intelligence hiring tools as well as management of staff programmes can boost productivity and increase the entire experience for staff members. The business community has taken notice of Marriott's use of technology in hiring and growth of employees. According to Ohunakin et al., (2019), Marriott has demonstrated commitment to environmentalism through programmes like the Serving 360 programme, which seeks to lessen its influence on the surroundings. The corporation had established challenging targets for cutting emissions of carbon and water consumption as of my most recent analysis in September 2021. According to King et al., (2021), Marriott may participate in lobbying campaigns to influence laws that will have an impact on recruiting and keeping employees. For instance, they might support the immigration regulations that make it easier to employ foreign talent, a requirement essential in the hotel and restaurant industry.
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This context has been reflected in several impacts of macro environment factors like economic technological and other aspects in the process of employee recruitment as well as retention programs in the selected business. Also, these have covered several challenges like improper communication among the workers, enhancement of cost of living and other aspects. Furthermore, these have represented several strategies like investing more funds towards employee requirements and retention along with consulting with expert persons implementing more advanced technology in the operational activity of a business is has been reflected here in an effective manner.
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Personal planning and development include setting objectives, learning new skills, and improving one's overall well-being. The process of improving oneself and becoming more aware of oneself is ongoing. Individuals who make goals for themselves define what they want to accomplish in both their personal and professional lives, creating a roadmap for the future. In order to adapt to changing circumstances and realise their full potential, people must engage in continual learning, skill acquisition, and self-reflection. Financial literacy, time management, physical and mental wellness, emotional intelligence, and time management are all included. For one to grow personally, achieve professional success, and live a full life, one must plan and develop personally. The research proposal that has been prepared in the above part has basically shed light on the impact of different types of external factors that impact the staff recruitment and retention of Mariott. In addition to this, there can be many types of external environmental factors that can be considered for the overall performance of the business entity respectively. External environmental factors like PESTLE, SWOT, lack of effective training, and poor management has been determined as the causes for the impact on the performances. Other than this, the literature review section has thoroughly elaborated on the discussions that have been made including the facts as well as the figures for the hotel industry respectively. Furthermore, the research proposal has also covered the summary of all the sections that have been made based on the topic that is been chosen for the mentioned business hotel as well as the sector. 
[bookmark: _Toc148556178]Recommendations 
When it comes to hiring new employees and keeping existing ones, Marriott is affected by the external environment, like many other organisations (Zanetta et al., 2023). Here are some suggestions and strategies to address these effects and those are discussed in the below section:
Economic Conditions- Changes in the economy may have an impact on Marriott’s capacity to hire and retain staff. Think about flexible staffing options like part-time or temporary positions during economic downturns (Gutierrez-Huerter O et al., 2023). Invest in training and development programmes to keep talent when the economy is booming.
Labour Market Trends- In order to offer competitive remuneration packages, it is strongly recommended to stay current on labour market developments and salary benchmarks. Employer referral programmes should be put in place to use the networks of the workers for recruiting (Heyworth-Thomas, 2023).
Technological Advance- It may be advantageous to use HR technology for the hiring and onboarding procedures. Implement applicant tracking solutions to speed up the hiring process. Utilise e-learning tools to promote employee growth.
Legal and Regulatory Changes- It is essential that labour regulations are followed. keeping up with developments in labour laws and ensuring that Marriott’s policies comply with them (Wilson et al., 2023).
Cultural and Social Factors- The business must promote an inclusive and diverse workplace culture. interacting with local universities and communities to draw in a diverse pool of applicants.
Environmental Sustainability- Marriott has a track record of sustainability, which attracts workers who care about the environment. putting in place eco-friendly procedures and promoting them in job application materials (Wilson et al., 2023).
Health and Safety Concerns- Marriott must make sure that safety and staff well-being protocols are in place in the event of a health emergency.   
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