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The Marriot Hotel is one of the largest and most successful global leaders in the hotel industry with more than 3,900 properties in over 74 countries and territories (Marriott, 2022). This implies a high number of people that work for achieving success at different levels. In order to effectively manage such a highly developed brand, it is required to have a well-organised and proficient Human Resources Management department. 
Human Resources Management is defined as a sum of all activities related to the “relationship between the employees and the company” (Boella and Goss-Turner, 2013). Their primary goal is to attract, develop, motivate, and retain a qualified workforce. This involves creating and implementing policies and procedures that will attract qualified candidates, but also providing training and development opportunities to help employees grow and improve their skills, establishing systems to keep them motivated and engaged (Hayes and Ninemeier, 2009). 
[bookmark: _Int_uGPm15qS]The Marriot Hotel utilises the employee life cycle to involve its employees at different stages of their career. The employment lifecycle is composed of all operations from the hiring day to the leaving day: “attraction, recruitment, onboarding, development, retention, separation”. Furthermore, it is the Human Resources department’s responsibility to provide assistance and professional support to the workers’ engagement throughout the entire process. In order to reap as many positive results as possible from it, many scholars have proposed different models of employee engagement as a tool for successful personnel management. These strategies are designed to guide, motivate, and involve people in all phases of their job. 
According to Gallup (2022), employee engagement is based on a four-level hierarchy that meets the workers’ performance and development needs: basic needs, individual, teamwork and growth. Human Resources can use it as a map to improve the employees’ performance by building each level on the previous, not as phases, but as processes that join through the entire professional development. The basic needs section covers fundamental requirements such as expectations, materials, and training. Thus, the workers will know what to do and how to do with the given materials, according to business standards. As an example, at Ritz-Carlton Hotel, the front office staff must answer the phone in less than three rings. That is one of the brand’s standards for front office workers to ensure they pick up the guests’ calls in a short time and meet their needs (Huang, Chen, 2021). As sooner the issue is resolved, the higher the chances of having happy customers, which results in positive feedback and quality recognition.
[bookmark: _Int_lAmUBoPV]Once they are able to handle these steps, they will orientate to the individual category of needs: recognition, reward, appraisement, encouragement, and caring. Although these needs play a vital role throughout the entire hirement, it is crucial to meet them in order to have a smooth transition from sole self-focus to team focus. If the individual’s potential is not seen and recognised, he or she will not be motivated to be involved in teamwork (Huang, Baker, 2021). At Marriott Hotel in Swansea, there are boards in the public areas displaying employees’ remarkable jobs done in a month or the “Wow!” moments they delivered. Undoubtedly, it encourages them to take pride in their work as they acknowledge their efforts will be recognised and seen by many people.
Gallup’s (2022) view of teamwork encompasses connections between co-workers. Also, they need to see that their opinion matters, and their work is an important contribution to the company’s mission.  It is essential to promote cooperation which implies mutual help, positive emotions, increased productivity rather than competition which is self-focused (Richards, Chillas, Marks, 2012). Cooperation facilitates teamwork while competition encourages individuality. In the hospitality industry, all employees should aim together to satisfy the customer’s needs as the customer’s satisfaction represents the core of the hotel’s success.
 To improve teamwork in a workplace, Belbin (2010) proposed different team roles according to the individual’s potential, skills, and some traits of personality. A person can play more than one role, which increases the effectiveness of the group. The benefits of identifying these in a hotel’s staff include more dynamic engagement, discovering potential strengths and weaknesses, and a complementarian approach to problem-solving (Du et al., 2021). 
To discover each employee’s roles according to Belbin’s (2010) theory, completing a questionnaire is the only required tool. Thus, the workers are encouraged to explore their personal potential and may be enabled to orientate themselves to suitable opportunities for professional development within the hotel. Additionally, it provides more clarity on the path of growth, which is the last category of employees' needs. Clear signs of progress, and specific opportunities to develop themselves stand as marks of accomplishment throughout the employee’s development stage (Marneros, Papageorgiou, Efstathiades, 2021). Also, promotion to a new position or learning new skills are also counted as achievements in the growth area. 
By implementing Gallup’s (2022) model of employee engagement throughout different stages of employee lifecycle, Human Resources Department can track and measure each worker’s needs and accomplishments and furthermore, provide the most suitable strategies and tools for covering the gaps and encourage their potential to develop. 
The initial step in the employee life cycle is attraction. This involves attracting the right people to the hotel by creating a significantly positive and encouraging brand image while offering a competitive salary that includes incentives and benefits packages (Murton, Inman, O’Sullivan, 2010). The Marriott Hotel’s flexible work schedule, free-of-charge food for staff and various discounts are some of the elements that make the job desirable. 
Also, the company use the term “associates” for their employees which makes people feel that they are a part of a mission, and that they bring a unique potential to its accomplishment. The way people are viewed by their seniors is empowering and influences how they see themselves at the workplace (Lei et al., 2021). The term “associates” highlights in a particular way that workers are valuable and even indispensable to achieve the business’ goals. Thus, Marriott Hotel attracts through financial benefits, but also, creates a psychological frame of personal value. These strategies and positive traits ensure that the basic and even some of individual employee needs according to Gallup (2022) are met.
The next step is the recruitment of employees, which sums up the process of verifying and interviewing potential employees. Marriott Hotel utilises various methods and techniques to attract the most qualified candidates, including job postings on its websites and social media channels with specific requirements, employee referral programs, and campus recruitment initiatives (Abukhalifeh and Mat Som, 2012).  If the applicants are qualified and meet the minimum requirements, they will be invited to an interview with a member of Human Resources. The interview also includes a tour of the property where the applicants would potentially work. 
Human Resources should encourage the candidates to express their expectations at this stage in order to check the level of their needs the business can meet. There is a risk for the employees to decline or leave the job if they acknowledge that the company does not have the potential to suit the entire hierarchy of needs (Ek Styvén et al., 2022). For example, some of them may be happy to have just the basic, individual and teamwork expectations met, but it would be clearer to know this aspect from the beginning, so a set of issues can be avoided later. By knowing this information, Human Resources can have a wider amount of data and further, they can notice the trends and expectations of different generations of recruits. If both parties feel that it is a good fit, the candidates will be offered the job and will begin their careers at the Marriott Hotel. 
Once the company has acquired highly talented and suitable employees for the jobs posted, the following stage is the onboarding process.  It is the responsibility of the Human Resource to familiarise the employees with the company’s policies, ensuring their proper training, along with different approaches to solving various problems (Armstrong, 2009). As a result, they can meet their section’s needs and successfully accomplish their duties which will fulfill the employee’s basic needs (Gallup, 2022). 
The Marriott Hotel’s international success is due to their complex culture. Pursuing excellence, embracing change and acting with integrity are core values for business (Brown, 2015). Thus, every person has a contribution to accomplish brand’s standards, so Human Resources must make the most of this stage to help the new personnel to focus their potential into the right direction. Having a smooth beginning facilitates the way to growing rather than investing time and energy in assisting the worker to cover some gaps due to lack of information. 
The development stage is one of the most complex stages of the employee lifecycle which mostly addresses the growth needs of the staff (Gallup, 2022). Otoo and Mishra (2018) stated that career progression is associated with a positive view toward the workplace, expanding it to increased enthusiasm, support and commitment. However, the Human Resources Department needs to research marketing trends, customer requirements and industry competition in order to prepare the most appropriate training for the employees (Truitt, 2011). The purpose is to offer the best customer experience and even exceed their expectations. So, it is imperative to offer qualitative knowledge and tools to prepare, assist and support the staff in their learning journey. Also, assessing the workers and getting feedback from them is required to cover the mismatches, the errors and further to implement improvement. 
To keep the company growing and expanding, it is important to retain hard-working employees that show promising results and are highly efficient at their jobs (Aksoy, 2022). At this stage, all needs from Gallup’s (2022) hierarchy must be met. Besides motivation, encouragement, and development opportunities, Human Resources Management must provide exceptional working conditions, competitive pay, and benefits that ensure that the employees are satisfied with their jobs (King et al., 2021). Dawson and Abbott (2011) stated that investing in wellness programs is an effective strategy to retain employees from all generations. 
Marriott Hotel invests in their employee's wellness through the TakeCare program which covers a wide variety of life dimensions such as physical, mental and emotional health, career development, budget planning, social support (Marriott, 2019). Another example from the industry is Hyatt’s Colleague Wellbeing Council which provides everything from flexible work arrangements to exercise options and low-cost healthy snacks, after collecting feedback from employees about what they need the most (Hyatt, 2020).
The final phase of the employee life cycle revolves around separation, when the employee resigns or retires from this designated post. It is the responsibility of Human Resources to process it without any discrepancies on either side. Acknowledging the reasons for an employee’s leaving can be a strategy to prevent other employees from resigning, where it is possible (Gallagher, 2016). The stages of development retention may need more investments or even certain levels of Gallup’s (2022) hierarchy of needs. Additionally, some negotiations can take place if the business recognises the gaps in meeting those needs and is open to covering them.
In conclusion, the role of Human Resource Management in the hospitality industry is a vital one, as the industry relies heavily on its employees to provide quality service. Thus, the success and growth of the Marriot Hotel are due to its increased focus on the engagement of the employees throughout the employee lifecycle. There is a wide range of strategies to be implemented to bring out the best from the workers, but valuing each person, meeting their needs at each stage and investing in his or her potential remains among the highest priorities of the business. Also, by providing a common set of skills and knowledge, the Marriot Hotel's employee training programs help to create a sense of community between associates. They will feel like an important part of the team and will be encouraged to work towards a common goal. Furthermore, this will boost morale and motivate employees to go above and beyond their job duties. By engaging employees through training and development programs, Human Resources Management helps ensure that hotels can provide quality service to their guests.  Consequently, the brand has ensured that the employees have the highest standard of experience working for the company.
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