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INTRODUCTION
Employee recruiting is the procedure of finding and selecting the most qualified applicants to fill unfilled jobs within a business. This procedure usually entails posting job opportunities, assessing applications and resumes, holding interviews, and eventually choosing the best applicants for the position. On the other side, employee retention refers to a company's capacity to hold onto its staff over time. This entails building a welcoming workplace that motivates staff to remain with the business and continue to contribute to its success. Offering competitive pay and benefits, chances for professional growth and progress, a welcoming and inclusive workplace culture, and other incentives to keep staff on board are a few examples of what may be done. Organizations that successfully retain employees are able to limit turnover and uphold institutional. The recruitment and retention of employees in the hospitality sector are being hampered by a number of issues.   This research proposal aims to provide the hotel's general manager a better understanding of the external issues impacting the hotel and the sector as a whole, as well as how they are affecting staff retention. In order to address these issues and enhance staff retention, this proposal will look at some of the possible solutions.
Background of Marriott hotel
Marriott Hotel is a multinational hotel chain with more than 7,600 locations in 133 countries and territories. One of the top hotel brands in the world, Marriott Hotel is renowned for its luxurious rooms and first-rate guest services. Marriott Hotel is nonetheless dealing with issues that are harming staff retention, just like many other hotels (Marriott, 2019). The labour scarcity in the hospitality sector is one of the major issues that Marriott Hotel is dealing with. It is getting harder and harder to locate competent candidates for available positions with the unemployment rate at an all-time low. As a result of the staffing crisis, current workers may be overworked, which may result in burnout and high turnover rates (Marriott, 2019).
Low pay is another problem that Marriott Hotel is dealing with. As many hospitality roles, especially entry-level ones, pay modest compensation, it can be challenging to recruit and keep personnel. Employees could choose to take positions that pay better as a result, which might increase the turnover rate. Moreover, the hospitality sector is renowned for its hard work schedules and lengthy hours. Employee burnout and high turnover rates may result as a result of the difficulty in balancing work and personal obligations. Lastly, ineffective management, a lack of training, and few career development possibilities can also have an influence on employee retention. The likelihood that an employee may look for work elsewhere may be higher for those who do not feel appreciated or involved in their positions.
Discussion
Employee retention is a crucial component of every business, but it is especially important in the hospitality sector since the personnel is the foundation of the company's success (Ghani et al., 2022). Labor shortages, poor pay, lengthy workweeks, and a dearth of prospects for professional advancement are just a few of the issues the hospitality sector is dealing with that are influencing employee retention. It's crucial to comprehend the variables that affect employee retention and the tactics that may be used to raise retention rates in order to solve these issues. In this discussion, the research employee retention in the hospitality sector will be discussed in summary, along with the variables that affect retention rates and the techniques that may be used to boost retention (Ghani et al., 2022).
The hospitality sector has a number of challenges with staff retention. Job satisfaction is one of the most important elements. According to a Hinkin and Tracey ( 2000) , job satisfaction was a strong predictor of employee retention in the hospitality sector. The likelihood that an employee will stay with their present company increases if they are satisfied in their position. Organizational commitment also has an effect on staff retention. Employee loyalty to their company and willingness to go above and above for the organisation are both examples of organisational commitment (Meyer et al., 2010). Workers who exhibit a high level of organisational commitment are more likely to remain with their present job. Another element that influences employee retention is work-life balance (Das et al., 2013). It can be difficult for professionals in the hospitality sector to reconcile their job and personal life because of the long hours they are renowned for working. According to a Khan et al (2011) research, workers who have a better work-life balance are more likely to remain with their present employment.
In the hospitality sector, a variety of strategies may be used to increase staff retention. Offering opportunities for training and development to employees is one of the most successful tactics. According to Kim et al. (2020), workers who have chances for training and development were more committed to the company and more happy with their careers.  Offering pay packages that are competitive is another tactic. It might be difficult to recruit and keep staff in the hospitality sector due to the low pay that are well-known in the sector. According to a study by Li et al. (2016), employees with greater incomes reported better levels of organisational commitment and job satisfaction. The improvement of employee retention also requires a crucial technique called work-life balance (Ghani et al., 2022). Companies may support workers in balancing their professional and personal life by providing flexible working options like telecommuting and shortened workweeks. According to a Khan et al (2011), workers who had a better work-life balance reported being happier at work and being more committed to the business.
Brexit and retention
The UK's work environment has seen substantial changes as a result of Brexit. Brexit has had a significant negative impact on the hospitality sector in particular, since many businesses are having trouble attracting and keeping staff (Sima, 2017). The decline in the number of EU nationals coming to the UK to work is a significant element contributing to this issue. To cover low-skilled positions like kitchen workers, housekeeping, and waiting personnel, the hotel sector has historically depended significantly on EU citizens (CIPD, 2022). In a poll by UK Hospitality, the hospitality sector's employers stated that since Brexit, fewer EU citizens had applied for jobs (UK Hospitality, 2018). Due to this, it is becoming increasingly difficult for hotels to retain employees and fill openings.
Furthermore, the status of EU citizens who are currently employed in the UK is unknown as a result of Brexit. Due to this, some employees have decided to leave the UK, either because they are unaware of their legal rights to remain or because they feel unwanted (CIPD, 2022). The hospitality sector has suffered a serious loss of talent as a result. In the current market, hotels are vying for a limited pool of talent, which has made it increasingly harder to keep personnel.
Covid-19 and retention
The hospitality sector has been greatly affected by the Covid-19 outbreak, with hotels being one of the most severely affected industries. Several restaurants have been forced to close because to the pandemic, which has also resulted in lower occupancy rates and income (Ibrahim et al., 2020). Initially, many hotels had to fire staff, which resulted in the loss of talent. According to the American Hotel & Lodging Association, the pandemic caused the hotel industry to lose more than 1.5 million jobs in 2020 (AH&LA, 2021).
Second, the pandemic has produced an atmosphere of unpredictability and volatility that has impacted the mental health and general wellbeing of workers. Long hours, heavier responsibilities, and the possibility of catching the virus have all been common among employees. This has led to burnout, tension, and anxiety, which has impacted their desire to work in the sector (Ibrahim et al., 2020). Finally, the epidemic has changed how hotels run, which has had an impact on the duties and employment tasks of personnel. For instance, new cleaning and safety procedures have been implemented in hotels, which has increased the workload for housekeeping and front-desk workers. Increased pressure and stress as a result have lowered employee satisfaction and retention.
Inflation and retention
There are various ways in which inflation might impact retention. First of all, rising living expenses as a result of inflation may make it more challenging for employees to live comfortably on their existing earnings. This may prompt workers to seek out positions with greater salaries, which might increase hotel turnover rates (Howell et al., 2012). Second, rising salary demands from workers may increase labour expenses for hotels as a result of inflation. As a result, lodging establishments may have to raise their room rates and fees, which might affect their occupancy rates and income (Gordon, 2012). Inflation can also cause economic uncertainty, which can impact job security and employee morale. Employees may look for work in sectors that are viewed as more stable or recession-proof during uncertain economic times. As a result, hotels may have greater turnover rates (Baloch, 2009).
Evaluation
PESTLE analysis
Political factors: Government policies including taxation, employment legislation, and safety standards are extensively controlled and apply to the hotel business. Political unrest in the nations where Marriott conducts business might potentially have an effect on the company (Shaw, 2021).
Economic factors: The hotel sector may be impacted by economic issues including inflation, currency rates, and downturns. These elements could also have an impact on how much hotel services cost.
Social Factors: The hotel sector may be impacted by social aspects such as shifting consumer preferences, lifestyles, and demography. For instance, many hotels have adopted sustainable procedures as a result of the movement towards eco-friendly operations (Shaw, 2021).
Technology factors: The hotel sector has changed as a result of technological developments. For instance, smartphone applications have made it simpler for visitors to make reservations for hotels and services. For Marriott to stay competitive, technological advances must be kept up with.

Legal factors: The hospitality sector is governed by laws pertaining to employment, health and safety, and data protection. Marriott is responsible for ensuring adherence to these rules.
Environmental factors: The hotel sector may be impacted by environmental aspects including climate change, natural catastrophes, and sustainable practises. For Marriott to have a less environmental effect, they must implement sustainable practices (Shaw, 2021).
SWOT analysis
	Strengths 
· Strong brand reputation and recognition 
· Diverse portfolio of hotels and brands 
· Focus on innovation and technology. 
· High customer satisfaction ratings (Shaw, 2021)
	Weaknesses 
· High employee turnover rate 
· Dependence on online travel agencies for bookings 
· Limited presence in some markets

	opportunities 
· Expansion into new markets 
· Development of new hotel concepts 
· Growing demand for eco-friendly practices and sustainable tourism
· Increasing use of mobile technology for bookings and services
	Treats 
· Intense competition from other hotel chains and independent hotels 
· Economic downturns and currency fluctuations 
· Changing customer preferences and shifting travel trends (Shaw, 2021)




Conclusion
In conclusion, this research study looked into the current issues facing the hospitality sector that are impacting employee recruitment and retention. By a review of the literature, the study was able to pinpoint a number of outside factors that have made it challenging for the sector to recruit and keep competent people, including Brexit, Covid, and inflation. Additionally, it covered in depth how these issues have affected hiring and keeping employees, as well as how firms may address them by putting in place solutions like bettering employee benefits, paying competitive wages, and investing in training and development programmes.
Given the findings from the research, the following are recommendations Marriott Hotel can adopt.
· Upskilling personnel and bridging the skills gap through funding training and development initiatives.
· providing staff with flexible working hours, health and wellness initiatives, and employee reward schemes.
· Paying employees, a competitive compensation to entice and keep them.
· Offering a secure and encouraging workplace while investing in new technology and equipment to improve working conditions.
· Offering chances for job progression through mentorship, leadership development, and training programmes.





References
American Hotel & Lodging Association. (2021). State of the hotel industry 2021. Retrieved fromhttps://www.ahla.com/soti2021.
Baloch, Q.B., 2009. Effects of job satisfaction on employees motivation & turn over intentions. Journal of Managerial Sciences, 2(1), pp.1-21.
CIPD (2022). Workforce trends: the impact of Brexit. [online] CIPD. Available at: https://www.cipd.co.uk/knowledge/brexit-hub/workforce-trends.
‌

Das, B.L. and Baruah, M., 2013. Employee retention: A review of literature. Journal of business and management, 14(2), pp.8-16.
‌Ghani, B., Zada, M., Memon, K.R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A. and Araya-Castillo, L., 2022. Challenges and strategies for employee retention in the hospitality industry: A review. Sustainability, 14(5), p.2885.
Hinkin, T.R. and Tracey, J.B., 2000. The cost of turnover: Putting a price on the learning curve. Cornell hotel and restaurant administration quarterly, 41(3), pp.14-21.
Ibrahim, I., Ali, K., Al-Suraihi, W.A. and Al-Suraihi, A.H.A., 2021. The impact of COVID-pandemic and media on sustainability and employee retention, in Malaysian industries. International Journal of Management and Human Science (IJMHS), 5(2), pp.1-6.
Khan, A.A., Mahmood, B., Ayoub, M. and Hussain, S., 2011. An empirical study of retention issues in hotel industry: A case study of Serena Hotel, Faisalabad, Pakistan. European Journal of Economics, Finance and Administrative Sciences, 29(29), pp.7-18.
Kim, H.S. and Jang, S.S., 2020. The effect of increasing employee compensation on firm performance: Evidence from the restaurant industry. International Journal of Hospitality Management, 88, p.102513.
Marriott.com. (2019). Marriott History | History of the Marriott Family. [online] Available at: https://www.marriott.com/culture-and-values/marriott-family-history.mi.
Meyer, J.P. and Parfyonova, N.M., 2010. Normative commitment in the workplace: A theoretical analysis and re-conceptualization. Human resource management review, 20(4), pp.283-294.
Shaw, A.A. (2021). SWOT Analysis of Marriott. [online] SWOT & PESTLE Analysis. Available at: https://swotandpestleanalysis.com/swot-analysis-of-marriott/.
Sima, C., 2017. Brexit impacts on British tourism. Strategii Manageriale, 5(34), pp.297-303.


