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This report will discuss what the concept of talent management is and how it is currently impacting Human Resource (HR) departments. Talent management will be considered with in the Marriott hotels and how addressing it will be important for the corporation. The report will focus closely on two priority areas that HR teams are having to concentrate on within the current hospitality climate. One key focus for the sector is the current labour shortages and so the report will discuss the role of HR within this and ways in with Marriott could potential combat the large amount of vacancies. Additionally, the report will then move on to consider other stages of the employee lifecycle in terms of talent management such as development and retention. 
It will be suggested that the Marriott could align their Voyager programme with more internal development in the corporation to maximise the talent the company already possess in the workforce. To finish, the report will offer recommendation on how HR team and the Marriott could improve talent management in relation to labour shortages and development. 
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According to Bianca (2019) the role of Human Resource Management (HRM) is to oversee the workforce and ensure they are considered an asset to the organisation. In the book ‘Managing Human Asset,’ Michael Beer takes this one step further to suggest that the responsible of HR is to all consider all stakeholders when looking at policies and planning for the future (Beer et al, 1984). Therefore, the HR team play an important role in the success of the organisation as their decision making impacts the people that are driving the direction of the organisation. 
Within the hospitality industry the role of HR is largely the same, although an essential element of the role is recruitment and retention due to the industries customer centric nature (Reilly, 2018). The industry relies on customer experience and so companies need to adapt their attraction and retention strategies in accordance to developing the right talent. 
Marriott have evidence of focusing on employing the right talent with their Voyage programme (Marriott, 2017). This programme attracts new graduates in the industry to work for Marriott and in return be exposed to training and practical experience to prepare for management roles in the company (Changeboard, 2014). However, with focussed attention for developing talent being on more than just one stage of the employee lifecycle, it could be argued Marriott need to also look at considering their talent management strategies for the whole workforce. 
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The concept of talent management looks at multiple stages of the employee lifecycle, including attraction, development and retention, in order to ensure employees have the necessary skills needed to meet the business needs (Holliday, 2020).  Previously, the predominate focus of talent management was around just ‘looking’ for the right talent. The main focus was on ensuring the right person was in the right job (Lewis and Heckman, 2006). However, it could be argued this is quite narrow view on talent management and so the CIPD (2022) recognise that talent management should take into consideration the whole workforce and so managing, developing and retaining staff is just as essential within a talent management strategy. 
The Covid-19 pandemic caused most industry to be subject to unprecedented changes and the hospitality industry was no exception. According to Hutton et al (2022), the hospitality sector experienced the biggest economic decline as a result of the pandemic due to large amount of public health restriction. This is one factor that has led to concentrated attention on talent management within the industry because companies need to focus on attracting staff with the right work attitude back into the industry (Edeh et al, 2022).  Additionally, the concept of talent management is also being discussed in the hotel industry due to the workplace evolving and the expectation of employee changing (Serrano, 2023). Therefore, talent management strategies need to reviewed and reshaped to ensure all aspects of training and develop, as well as recruitment to incorporate a younger generation of talent (Serrano, 2023).  
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Since the Covid 19 pandemic, the hospitality industry has found themselves in a time of record staff shortages and it is predicted that the UK industry is experiencing 83% more vacancies compared to March 2019 (McAllister, 2022). In the US, Marriott have highlighted a struggle to fill staff shortages with an estimated 10,000 vacancies across 600 hotels (PYMNTS, 2021). Research conducted by UK Hospitality put a lot of the job shortages down to the pandemic as many workers found alternative employment during this time and not returned to hospitality (UK Hospitality, 2022). However, Escobar (2022) further argues that labour shortages are due to modern workforce expectations advancing beyond more than just wanting a job but instead employees are looking for better perks, career opportunities and flexible schedules. Nevertheless, it is evident that labour shortage are impacting the hotel industry and it will become a strategic focus for the organisation to combat this, which will inevitably involve input from the HR department.
The HR teams within the Marriott corporation will be facing huge pressures to support other departments in trying to fill these vacancies. The large number of vacancies suggest many departments within each hotel will be experiencing shortfalls which will be affecting the wider organisation. Companies need to reconsider their hiring procedures and also look a incentives for both current and prospective staff (Caterer, 2022). Additionally, the current labour shortages affecting hotel operating costs as more money is being spent of consistent recruitment and staff training (Smallwood, 2023). This therefore increases the importance on the HR department within Marriott to put a priority focus on combating these labour shortages and many departments within the hotels will be experiencing budget pressures. As a result, hotel departments will need to cohesively work with the HR team to find solutions in terms of labour shortages, without exceeding budgets or sacrificing the level of customer service (Smallwood, 2023). 
Furthermore, this implies Marriott directors and HR representatives need to re-think a revised strategy going forward as to how they can look to reduce the percentage of vacancies, whilst also ensuring they attract the right talent to fulfil the roles. The benefits of a revised strategy should result in the retention of current staff as the existing shortfalls are causing the work environment to be more stressful and line managers to be under added pressure (Adams, 2021). Also, it should create a better customer experience as staff will not only possess the right capabilities to fulfil the role, but also have the time and resources available to meet the customer needs (Caterer, 2021).
However, Marriott need to be meticulous in their plan to combat labour shortages and not be rash when it comes to recruitment otherwise it could lead to the wrong staff being appointed for a role. Komm et al (2021) states organisations need to think deeply about talent and getting the right people in the role requires discipline. Therefore, it is important that Marriott align talent and recruitment when it comes to reducing the amount of vacancies they are currently facing, otherwise in the future Marriott could be seen to be experiencing further issues with staff who do not have the ability to fulfil the role in line with company values. 
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As previously mentioned, talent management now goes beyond attracting the right people but also involves nurturing the talent already available within the organisation (CIPD, 2022). Companies need to encompass development into their talent management strategies to boost motivation and increase retention (Danao, 2022). Marriott’s Voyager programme shows evidence of the corporation attempting to  attract the right talent and give them development opportunities through undertaking the programme (Marriott, 2017). However, this programme only focuses on bringing new talent into the organisation and doesn’t consider the potential skills and capabilities the workforce may already possess. 
Labour shortages has caused the recruitment market to be more competitive which as a result has put even more emphasises on the importance of focusing on employee retention (Paulsen, 2021). Further to this, Durth et al (2023) addresses the prospect of talent shortages that organisations are also facing, with could be linked to increased digitisation and automation of work procedure. Therefore, another priority focus for any HR team is to consider what is required to keep current staff within the organisation. Otherwise, the opportunities to replace those staff with good talent and good attitude is becoming increasingly more difficult.
Shelton (2001) states there is a positive correlation between development and increased employee satisfaction and retention. This is further supported by Gatero (2022) who says it is the employers responsibility to keep staff interested in the organisation which could be achieved through development practices and improved performance reviews. However, even though there is positive research available to organisations on the topic of development, this is often not reflective in many corporations as people development can be overlooked and underused (Durth et al, 2023). As a result, employee development should become a strategic focus within Marriott and a priority focus for their HR teams as it provides an opportunity to capitalise on the talent already available in the workforce. 
Marriott could look to adopt this strategy of internal development and potentially align it with the Voyager programme. The programme already has foundations in place to offer training and support to new leaders joining the industry to progress within their chosen department (Marriott Career, 2019). These resources and knowledge could then be used and exposed to current employees to support with their development in the Marriot. This could be achieved by having strong communication between line managers and the HR team to highlight those employees displaying the right talent and attitude to grow within the company. In the long term, the Marriott should achieve a workforce that possess highly skilled staff, with a positive engagement with the company. 
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Talent management has become increasingly more important for the hospitality sector since the pandemic because during this time many companies made the decision to retrench employees (Edeh et al, 2022). As a result, the industry has experience a more unengaged workforce, which coupled with the current labour shortages is creating a unpleasant working environment for all involved. Simpson (2018) agrees with Durth et al (2023) that talent management is often ignored by companies or not implemented effectively. However, when taken more seriously organisations could benefit from and improved brand image, which in turn could further result in the increased quality of candidates the company is receiving for each job role (Simpson, 2018). Therefore, Marriott could benefit from reviewing their approach to talent management in order to assist with combating their current challenges of staff shortages and should be posed as a priority area of focus within the HR teams. 
Marriott’s labour shortages is currently underpinning the priority focus of the directors and HR teams. Although this is affecting the whole industry, Marriott need to focus on how they are going to look to resolve these issues to ensuring they can maintain a competitive advantage and plan for the future. For example, Hilton already have evidence of an internal approach to development because they have partnered with Guild Education to offer coaching and educational resources to staff to access to help them growth and advance in their careers (Chipkin, 2022).
 Further to this, Hilton also have a Thrive@Hilton programme which highlights the flexible working practices staff can be exposed to when being employed with Hilton (Chipkin, 2022). The Thrive@Hilton programme was introduced in 2017 which arguably puts Hilton at the forefront of companies understanding the importance of focusing on staff well being (Divecha, 2017). McIntyre (2021) states that organisations that actually pay attention to staff health and wellbeing will be able to attract and retain talent and in turn benefits the employee and company. Hilton highlighted the importance of this prior to McIntyre (2021) by launching the programme in 2017 and being an early mover within the direct focus on the value of staff. Both these approaches show evidence of Hilton thinking about their approach to talent management and labour shortages at different stages of the employee lifecycle. This puts vital importance for the HR departments at the Marriott to consider their approaches to this issues to ensure they remain competitive in the industry and present themselves with a chance of recruiting the best talent in a competitive recruitment market. 
As previously mention, Marriott could look to exploit the resource already available in from their Voyager programme and make this available to staff currently within the organisation. Durth et al (2023) suggests one approach to personal development is to create ‘learning factories.’ This provides staff with the power to decide what learning they want to access and at a time or format that is convenient to them. However, this also requires the business leaders to act a coaches and support staff in applying these new skills (Great Place to Work. 2018). This could be a concept introduced by Marriott and monitored by the HR teams at each location, whereby resource are made available to employees and the HR team can monitor when learning has been completed. This scope of this new practices will also involve the respective line managers to ensure availably of the resources is communicated with employee or that time is potentially make available to employee to complete the learning. A cohesion between the line manager, HR team and employee looking for development will be a vital part of the success of this strategy, but done well will increase the opportunity to maximise talent in the workforce. 
A second recommendations for Marriott could be to revisit their recruitment practices and ensure they message they convey is set to attract an employee with the right skills and talent. Marriott is known to have many brands within the umbrella of the corporation, from Ritz Carlton in the luxury category to Moxy in the select category (Marriott, 2023). The employee skills and attributes necessary for one brand, may not be appliable to another and therefore it is important to evaluate if the recruitment practices align with the particular locations requirements. This could be a task delegated from senior management to each HR representatives for each brand to address what the value or mission statement is for that particular brand and if the recruitment strategy is congruent with that. Coon (2022) supports this views and states the benefits of doing so can lead to increased employee productivity and a more efficient onboarding process. 
Therefore, it could be recommended that Marriott need to take into consideration the increased workload in the short term to experience the positives and improved talent management in the future for the organisation. Polowyj (2022) suggests that the more efficient and coherent the recruitment practices, the increase chance of hiring the best candidates in a time when demand is very high. As a result this further supports priority focus for HR departments to be putting attention on recruitment and retention. 
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In conclusion, it have been determined that the Marriott hotel could ensure the priority focus for the HR department should be on combating labour shortages and concentrating on employee retention. These two areas are becoming industry wide initiatives and Marriott cannot afford to get left behind. Hilton already have shown their focus on retention with the Thrive@Hilton programme (Chipkin, 2022). This further supports the importance for Marriott to ensure their future strategy includes employee retention as this dedication should support them maintaining a competitive advantage within the hotel industry. Furthermore, it was discussed how the term talent management has developed in more recent times to include not just hiring, but managing, developing and retaining staff (CIPD, 2022). This is an important concept to consider before Marriott begin implementing new strategies for talent management as they should be considering all elements of the employee lifecycle.  Overall,  the recommendations suggested to the HR team within the Marriott have been to firstly attempt to align their Voyager programme with staff retention and then look to revise their recruitment strategies to ensure each recruitment process is coherent with the specific brand of hotel that requires staff. This will not only result in a more efficient process, but should lead to ensure the right person , is in the right job, at the right time (Lewis and Heckman , 2006). 
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