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The hotel industry is experiencing declining employee retention rates, which is a cause for concern especially after the Pandemic. Marriott, like many large organizations, employs a diverse workforce that spans multiple generations. The specific generational composition of its workforce can vary by region, role, and department. Marriott International recognises the importance of catering to the needs and preferences of the younger generations, including Generation Y (also known as Millennials born between the 1980s and mid-1990s) and Generation Z(born between the mid-1990s and the early 2010s). These generations bring unique characteristics and expectations to the workforce and customers.
Marriott, like other companies, has likely adjusted its recruitment and retention strategies to attract younger generations, including Gen Y and Gen Z. This includes offering flexible work arrangements, embracing technology and digital platforms, promoting a diverse and inclusive work culture, and emphasising corporate social responsibility to appeal to the values and expectations of these generations (Stillman,2017).
Creating a productive and positive work environment is crucial for Marriott's success. The company's reputation for delivering exceptional customer service is directly linked to its commitment to employee engagement. To achieve this, Human Resources (HR) plays a fundamental role in engaging employees. HR implements various strategies and initiatives that help to value and support employees, thereby fostering employee engagement and creating a work environment that is conducive to productivity and positivity.
The main characteristic of Generation Y, also known as Millennials, is a generation born roughly between the early 1980s and the mid-1990s. They have had a significant impact on the workforce and employment landscape. One of the defining characteristics of Generation Y is their ability to deliver strong performance with the right management and leadership. Unlike previous generations, they measure loyalty not by the length of their tenure with a company, but by the amount of effort and hard work they have put in (Dorsay, 2018). Millennials are highly proficient in using technology and are quick to adapt to digital tools in the workplace (Rainie, 2012). They also value spirituality and community service as a means of achieving a higher purpose (Pathy, 2021) which is useful in all industries not just in the hotel industries.
Engaging a team is essential for fostering a positive and productive work environment. Engaged teams are more motivated, satisfied, and collaborative, which leads to improved performance and better outcomes.
Effective communication within a team is vital for its success. Encouraging team members to share their ideas, concerns, and feedback regularly can foster an open and transparent environment. It is also important to ensure that team members understand their roles and responsibilities through clear and measurable goals. This can lead to higher engagement and productivity.
Empowering team members to make decisions within their areas of responsibility can create a sense of ownership and commitment. Recognizing and rewarding both individual and team achievements can significantly boost morale and motivation, which in turn enhances overall engagement.
Investing in the development of team members is crucial for their growth. It is important to provide opportunities for training and skill development, as it can increase job satisfaction and engagement. Promoting a healthy work-life balance is equally important to prevent burnout and stress. Supporting flexible work arrangements when possible is a great way to encourage such balance. Engaged teams are more productive, efficient, and innovative. They are happier, more satisfied, and focused on delivering high-quality work. Engaged teams are better equipped to overcome challenges and contribute to a culture of positivity. They provide better customer service, align with the organization's objectives, and are less likely to suffer from burnout and stress. Engaging employees from Generation Y is essential for job satisfaction and retention throughout the employee lifecycle. Marriott International, like other companies, employs strategies to achieve this.
HR plays a vital role in creating a work environment that fosters employee engagement and satisfaction for this we have analysed the life circle within the Marriott company.
Before an organization starts seeking new employees, attraction has already taken place. This includes all efforts that contribute to the organization's attractiveness as a brand. As an HR professional, it is essential to work towards making the company an employer of choice that can attract top-talented individuals by fostering a positive organizational culture, providing appealing benefits and compensation, and building brand strength (Cattermole, 2019). Marriott focuses on employer branding and an appealing online presence to attract younger generations (Adams, 2018).
The process of recruiting new employees begins with the distribution of job descriptions and application forms to potential candidates. This phase also involves careful screening and background checks of the applicants (CIPD, 2020). The next stage includes testing, interviewing, and processing referrals (Thompsen, 2009). These processes require a personal touch and creativity, so it's important to find someone who can work well with others.
Marriot International uses social media and online platforms to advertise itself as an employer of choice for millennial job seekers (Laszlo, 2011). To reach and attract more potential candidates, innovative job portals and websites are utilized. Video interviewing platforms are also implemented to accommodate digital preferences during the hiring process.
During the third stage of the employee life cycle, a new employee is introduced to their new role and the company. This is a crucial stage where the new employee receives ongoing training or orientation from a mentor (CIPD, 2020). The employee learns the details of their job and becomes familiar with the company's culture (Sato et al., 2020). It is a stage that every new employee goes through upon joining an organization. Marriott uses technology for seamless onboarding, providing digital welcome kits and access to training resources. 
Developing talent is an integral part of growing an organization. However, this can be hard for newer companies to do, as their focus is not on retaining existing employees but on recruiting new talent (Peisl & Shah, 2019). Without a strong development and training program, this can spell disaster for the company's growth.
Marriott invests in continuous learning and development opportunities, which appeal to the growth mindset of younger employees(Marriott,2023) 
Marriott incorporates regular feedback, coaching, and recognition into its performance management system, provides structured career paths, and highlights opportunities for advancement within the organization to retain employees(Marriott,2023).
Conducts regular engagement surveys to capture feedback and gauge the satisfaction of Gen Y and Z employees(Schaufeli et al.,2020). Promotes work-life balance and offers flexible work arrangements to cater to the preferences of these generations. Marriott's recognition programs help motivate younger employees and keep them engaged Marriott prioritizes employee well-being by investing in well-being programs that emphasize physical and mental health support. The company's diversity and inclusion initiatives create an inclusive environment that appeals to younger generations. Marriott supports flexible work arrangements, which aligns with the desire for work-life balance among employees. Additionally, Marriott provides attractive benefits and perks that cater to the preferences of younger employees, which helps retain them.
Marriott's emphasis on technology and innovation resonates with Gen Y and Z, who appreciate efficiency. The company also nurtures potential leaders from within the organization, which motivates Gen Y and Z employees. Marriott fosters mentorship programs to help younger employees learn and grow.
Community engagement is also a priority for Marriott. The company encourages employees to participate in community service and volunteer programs, which can enhance engagement. Marriott's open communication and authenticity resonate with Gen Y and Z employees. Furthermore, Marriott's commitment to sustainability can engage employees who value environmental responsibility.
The employee life cycle ends with separation, also known as "transition." Once an employee has gone through all the stages of the life cycle, they will be released from the company (Thompsen, 2009). The reasons for separation vary between employers and are based on different factors.
In the hospitality industry, exceptional customer service and employee satisfaction go hand in hand. Marriott recognizes this and is committed to engaging its employees by creating a positive and supportive work environment, as well as providing opportunities for growth and recognition. By doing so, Marriott aims to retain its talented employees and provide outstanding service to its guests.

The strategies outlined here, backed by solid references, provide a comprehensive approach to engaging Generation Y employees throughout their entire employee lifecycle at Marriott. By aligning with the preferences and values of this generation, Marriott can enhance job satisfaction, retention, and overall performance contributing to the organization's success. Fostering team engagement is a win-win for both employees and the organization, as it leads to improved performance, satisfaction, and a positive workplace culture. Marriott's HR practices reflect the company's dedication to creating an environment where employees feel engaged, satisfied, and motivated, which, in turn, contributes to the organization's reputation for exceptional customer service. These references and insights underscore the central role of HR in Marriott's success in the highly competitive hospitality industry.
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