

[image: ]

Employee Engagement







Student name: Roxana Isabela FODOR
Student ID: 2923083
Module: BMIH 5005 Personnel  Resourcing and Development
Lecturer name: Emma ROBERTS

Introduction
This essay will explain the Marriott firm will be specifically highlighted as an example of how human resources may be used to manage and develop talent inside a major hotel. This essay will elaborate on the many phases of the employee’s lifetime, including recruiting, boarding, development, retention, and separation. The team and organisational performance, the essay will emphasise the significance of sound talent management strategies. Additionally, it will discuss the illustrations of industry best practices while showcasing Marriott's programmes for training and development, career progression, employee engagement, diversity and inclusion, and work-life balance. This essay will explain the crucial part that human resources play in managing and cultivating talent for the success of the organisation.










Discussion
Marriott International is a multinational hospitality firm that manages a variety of hotel brands across the world, from luxury to budget-friendly. With a strong dedication to offering top-notch customer service, Marriott has established a reputation for giving its visitors unforgettable experiences. It is essential for Marriott to recruit and keep top personnel and to support their growth and development throughout their employment experience to guarantee the continual delivery of high-quality service (Armstrong and Taylor, 2020). The process of hiring new employees is an important part of managing personnel at Marriott. This involves creating engaging job descriptions that represent the abilities, credentials, and demands of each position. Reaching a varied pool of competent individuals will be made easier by utilizing numerous recruitment channels, such as Internet platforms, job fairs, and networking events. Marriott needs to use a strict selection procedure to guarantee the selection of the top applicants. Multiple rounds of interviews, skill evaluations, and reference checks could be necessary for this. Marriott can build a solid basis for effective personnel management by making educated recruiting decisions by carefully assessing individuals' credentials, experiences, and cultural fit (Torrington et al., 2020). 
[bookmark: _GoBack]Marriott's human resource division needs to set up a strong performance management system to manage and develop talent across the employment lifetime. This entails establishing specific expectations for workers, offering regular coaching and feedback, and carrying out performance reviews. Evaluate employees' progress, pinpoint areas for development, and acknowledge exceptional performance, regular performance evaluations should be carried out. Through training programs, workshops, and mentorship efforts, Marriott should also offer chances for professional growth (Friedman, 2012). Marriott can improve job satisfaction and provide a positive work environment by supporting employee growth and development. Key components of talent management include employee engagement and retention. The human resource division of Marriott should put methods into place to guarantee that workers stay inspired, content, and dedicated to the company. Marriott needs to promote open dialogue and teamwork while allowing staff members to contribute their thoughts and ideas (Gallagher, 2016). Employer recognition programs such as Employee of the Month or yearly awards, can assist in recognising rewarding exceptional achievements.
The organization’s success and long-term viability depend on human resources (HR) capacity to manage and develop talent. For the duration of an employee's employment lifecycle, HR professionals are in charge of developing strategies and putting into practice practices that attract, retain, and develop brilliant employees. Since it directly affects the performance and competitive advantage of the organization, managing and developing talent is of utmost significance. The appropriate people with the right capabilities are in the right jobs, HR is essential in coordinating talent management strategies with the organization’s goals and objectives. HR specialists assist businesses in creating high-performing workforces that can spur innovation, productivity, and expansion by skilfully managing personnel (Horn, 2009). HR oversees several crucial phases across the employee lifecycle to develop talent. It starts with recruiting candidates who have the necessary skills and credentials through successful employer branding and recruitment strategies. To entice top talent, HR professionals create engaging job descriptions, use a variety of recruitment channels, and conduct focused outreach. They also use techniques to improve the company's standing as a top employer by highlighting its distinct culture, career prospects, and perks for staff members. This entails educating them on the pertinent policies, practices, and expectations as well as acquainting them with the organizational culture (Johnston et al., 2012). The continued development of talent is within the purview of HR. The training programs, performance management procedures, and career development efforts must all be made available. Employees' skills, shortcomings, and goals are identified by HR specialists in close collaboration with managers, who then create growth plans specific to each employee's requirements. HR promotes a culture of continuous learning by investing in talent development, allowing people to realize their full potential and successfully contribute to the success of the company.
Managing and developing talent is of utmost significance. It directly affects the effectiveness, viability, and long-term success of the organization (Marchington and Wilkinson, 2016).  The organizations to remain competitive, acquiring and keeping great people is essential. Talented people with a variety of skill sets and original ideas are in great demand in today's fast-paced corporate environment. Organisations may portray themselves as desirable employers and effectively recruit the finest individuals for their staff by putting into practice effective talent management techniques. It builds and maintains an organisation, and talent development is necessary. Organisations may enhance their employees' skills and competencies through training initiatives, mentoring, and career development programmes (Murton et al., 2010). Organisations develop a highly trained and flexible workforce capable of fostering innovation and accomplishing strategic goals by investing in their professional progress. Employee engagement and work satisfaction are promoted through managing and developing talent. Employees are more likely to be devoted to their job and driven to perform at their best when they feel respected, supported, and given opportunities for progress. Employee retention rates are greater, productivity is higher, and customer service is better when employees are engaged. Strong employer brands are developed by organisations via successful personnel management (Ginete et al., 2021). Top talent is attracted to an organisation with a strong employer brand, and current employees are motivated to stick around. The organisation's reputation may be further boosted by word-of-mouth recommendations from happy workers, which can make it a destination for brilliant people looking for career possibilities. Organisations may create a talent pipeline for future leadership positions by managing and developing their personnel. Organisations may prepare people for leadership roles by identifying high-potential employees and offering them focused development opportunities. This guarantees a seamless changeover and ongoing leadership, avoiding any lapses in organisational efficiency.
The many phases that employee experiences during their employment with an organisation are included in the employee lifecycle (Ofodeme et al., 2019). Employer branding initiatives that highlight the company's culture, values, and growth prospects fall under this category. The objective is to draw talent from a variety of backgrounds who share the organisation's mission and vision. The process of finding, assessing, and choosing individuals for certain roles is known as recruitment. HR professionals use a variety of venues, including job boards, social media sites, and professional networks, to publicise open positions and draw in the right individuals. They thoroughly examine applications, do interviews, and evaluate applicants' suitability for the position. Setting a pleasant tone and integrating new hires into the company are both accomplished throughout the onboarding process (Tajeddin and Chamani, 2020). It entails supplying the pertinent details on corporate rules, practises, and expectations as well as acquainting staff members with their teams and the larger organisational structure. The efficient onboarding process aids recruits in settling in quickly, comprehending their jobs, and developing positive working relationships. The goal of the development phase is to foster employees' abilities, knowledge, and professional development. HR supports efforts for continual learning, mentorship opportunities, and training programmes. Organisations may strengthen staff competencies, support career promotion, and encourage a continuous improvement culture by investing in employee development. Talented individuals must be retained if an organisation is to remain stable and successful. Implementing measures to improve employee engagement and job satisfaction requires the support of HR (Slater, 2019). This might involve initiatives for work-life balance, performance management systems, rewards programmes, and competitive pay and benefits. Organisations may encourage loyalty and keep key talent by placing a high priority on employee well-being and development. The separation phase covers both voluntary and involuntary employee departures from the company. HR oversees this procedure, conducting departure interviews to get feedback, making sure the transfer is easy, and preserving goodwill. 
The performance of teams and organisations may be dramatically impacted by effective talent management strategies in several ways. Talent management promotes a collaborative workplace by carefully choosing and hiring exceptional employees who have the essential abilities and fit in well with the team (Ofodeme et al., 2019). Team members are more likely to work well, share ideas, and play to each other's strengths when they have similar aims and beliefs. Team performance and productivity increase as a result of this collaborative culture. Engagement levels may be considerably impacted by talent management strategies that place a high priority on employee development and advancement. Employees feel appreciated and invested in their job when given the chance to develop their talents and succeed in their professions. Employee engagement increases commitment, motivation, and willingness to go above and beyond, which boosts productivity and better performance (Murton et al., 2010). Finding high-potential individuals and giving them growth opportunities are both parts of talent management. Talent management provides a seamless transfer of important jobs when necessary by identifying and developing future leaders inside the organisation. This lowers the possibility of leadership gaps, upholds organisational stability, and makes succession planning simple. Organisations may foster creativity and introduce novel ideas by promoting cooperation and fostering an inclusive atmosphere that appreciates different points of view (Horn, 2009). Effective people management techniques increase employee engagement and happiness, which lowers the risk of turnover. Employee retention is higher when they feel appreciated and supported by the company. Employees are better equipped to react to shifting market dynamics and changing company demands when talent management practices emphasize continual learning and development (Johnston et al., 2012). Organisations may improve their agility and responsiveness by offering the required training and resources. Employees that are capable of adjusting to new problems can aid the company in maintaining its competitiveness and navigating uncertainty more successfully.
Marriott International is a well-known industry leader in the hospitality sector and has put several best practises in people management into practice. These procedures have helped the business succeed and maintain high-calibre employees. Marriott is dedicated to offering its staff several chances for training and growth. The Marriott Management Development Programme (MMDP) and the Voyage Global Leadership Development Programme, the business provide a number of other programmes. These programmes provide a special emphasis on developing leadership abilities, encouraging personal development, and getting staff members ready for potential internal career promotion (Gallagher, 2016). Internal career progression and mobility are prioritised by Marriott. The business is committed to identifying and advancing internal talent. Employees are encouraged to investigate many areas and responsibilities through the company's "Horizons" program, promoting cross-functional learning and growth. Strong internal mobility prprogramst Marriott allow workers to explore a variety of career routes and further their professional development. Marriott focuses a lot of emphasis on encouraging and rewarding employees. The business recognises the value of valuing and acknowledging employee efforts. The "Spirit to Serve" culture at Marriott fosters a welcoming and diverse workplace where staff members feel appreciated and inspired. The business has put in place appreciation programmes, such as the "Spirit to Serve Our Communities" project, which honours staff members' volunteer work in the community. Marriott is dedicated to promoting inclusion and diversity within its staff. The business aggressively fosters an environment that respects and supports individual diversity (Armstrong and Taylor, 2020). Marriott's diversity and inclusion activities include relationships with groups that support varied talent, diversity training programmes, and employee resource groups. Marriott cultivates a rich and inclusive workplace that fosters teamwork and creativity by placing a high priority on diversity and inclusion. The value of work-life balance and employwell-beinging is acknowledged by Marriott. The corporation provides a variety of perks and programs to enhance well-beingeing of its employees, such as flexible work schedules, extensive health and wellness initiatives, and employee assistance initiatives. Marriott's dedication to work-life balance promotes a happy and productive workplace by increasing employee satisfaction (Friedman, 2012).









Conclusion
This essay has specifically focused on The Marriott organisation, this article has underlined the significance of managing and growing personnel inside a major hotel. The many phases of the employee lifetime, including recruiting, on onboarding development, retention, and separation, have all been covered. This essay has also explained the importance of good talent management techniques in raising team anorganizationalal performance has beeemphasizeded in the article. Additionally, it has given instances of industry best practices, such as Marriott's extensive training and development programs, emphasis on internal mobility and career advancement, employee engagement and recognition programs, dedication to diversity and inclusion, and emphasis on work-life balance and wellbeing. These procedures highlight the crucial part that human resources play in managing and cultivating talent to promote success inside the company.











Reference
Armstrong, M. and Taylor, S. (2020) Armstrong’s Handbook of human resource management practice. 15th edition. London, United Kingdom; KoganPage.
Friedman, A. (2012) Continuing professional development: lifelong learning of millions. London: Routledge.
Gallagher, K. (2016) Essential study and employment skills for business and management students. Oxford: Oxford University Press.
Ginete, R.G., Bathan, E.B. and Bacsa, M.T., (2021). Electronic Platform as School Needs Resourcing Tool. International Journal of Research in Engineering, Science, and Management, 4(8), pp.43-45.
Horn, R. (2009) The business skills handbook. London: Chartered Institute of Personnel and Development.
Johnston, R. Clark, G. Shulver, M (2012). Service Operations Management, Pearson, London
Marchington, M. and Wilkinson, A. (2016) Human resource management at work. 6th ed. London: Chartered Institute of Personnel and Development.
Murton, A, Inman, M., O’Sullivan, N. (2010) Unlocking Human Resource Management, Hodder Education
Ofodeme, E.A., Agbasi, O.E. and Ani, U.T., (2019). Employee Resourcing and Service Delivery in Selected Ministries in Enugu State.
Slater, R.E., (2019). The professionalization of human resource management: Personnel, development, and the royal charter. Routledge.
Tajeddin, Z. and Chamani, F., (2020). Foreign language education policy (FLEP) in Iran: Unpacking state mandates in major national policy documents. Teaching English as a Second Language (Formerly Journal of Teaching Language Skills), 39(3.1), pp.185-215.
Torrington, D, Hall, L, Atkinson, C, & Taylor, S (2020), Human Resource Management PDF EBook, Pearson Education, Limited, Harlow. Available from: ProQuest Ebook Central.

Page 11 of 11

image1.png
Prifysgol Cymru

Y Drindod Dewi Sant
University of Wales
Trinity Saint David




