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Essay 1
Employment Engagement
The Marriotts Hotel


[bookmark: _30j0zll]Organisations like Marriott need efficient talent management to attract, develop, and retain qualified workers across the employment lifecycle in the highly competitive hotel business. To ensure that the correct people are attracted, recruited, onboarded, developed, and retained inside the firm, human resources play a crucial role in talent management and development. This essay will examine the value of talent management and show ways in which Marriott may include its employees at every stage of the employee lifecycle to boost team and organisational performance. By analysing successful programmes elsewhere, we can learn techniques that can help Marriott's HR team with talent management.
Human resources (HR) are an essential department at Marriott for managing and cultivating employees. Human resources specialists are accountable for the full employee lifetime, from attraction and recruitment to onboarding and development, and even separation (Alruwaili, 2018). HR's primary responsibilities in talent management at Marriott include the following:
Firstly, human resources engage in workforce planning to assess Marriott's existing and future personnel requirements. Human Resources is able to better understand the organization's needs in terms of skills, competencies, and jobs by working closely with department managers and executives. As a result, HR is better positioned to anticipate and meet Marriott's growing demand for talent.
Secondly, it has a significant impact on Marriott's employer brand. Human resources promote Marriott as an attractive place to work by promoting the company's distinctive culture, values, and career advancement possibilities through strategic employer branding initiatives (Rafiei and Davari, 2015). Human resources experts use methods including internet job boards, social media, and university collaborations to reach a wide range of potential candidates.
Thirdly, human resources are in charge of developing and enforcing rigorous selection procedures that will help Marriott find the best possible employees. This includes reviewing applications, conducting interviews, and giving tests to determine whether or not a candidate possesses the necessary skills and experience, as well as whether or not they share Marriott's core values. Human resources make sure that hiring practises are lawful and ethical.
Fourthly, it is responsible for ensuring that all new employees are properly onboarded and oriented so that they may quickly become productive members of the Marriott team (Hamidi et al., 2019). It creates onboarding programmes that provide new hires with the knowledge, contacts, and tools they need to do well in their positions. The foundation for employee engagement and productivity is laid by HR during the onboarding process.
Fifthly, it has a significant impact on Marriott's training and development initiatives. Human resources professionals work with managers and subject matter experts to assess employees' knowledge and competencies, determine where training is needed, then design, develop, and implement programmes to fill those gaps (Nolan, 2015). Career advancement at Marriott is encouraged through offering opportunities for cross-functional training, leadership development, and specialised skill-building programmes.
Sixthly, it is in charge of creating performance management systems and processes that help employees by outlining goals, giving them constructive criticism, and advancing their careers. Human resources specialists collaborate with supervisors on all performance management tasks, including goal-setting, periodic evaluations, and coaching and feedback. They help boost morale and output by encouraging open communication and constant improvement.
Seventhly, human resources are crucial to Marriott's success in attracting and retaining talented workers. They adopt measures to gauge employee satisfaction, gathers feedback through surveys and focus groups, and pinpoints ways to enhance the workplace, its perks, and its prospects for professional advancement (Hanif et al., 2013). Human resources specialists design and implement programmes like employee appreciation days, health programmes, and flexible work schedules to improve the working conditions of employees and reduce turnover.
Finally, human resources at Marriott are crucial in managing and developing talent across all stages of the employee lifecycle (Krishnan and Scullion, 2017). Human resources specialists at Marriott help the company thrive in the hospitality business by attracting, keeping, and growing a talented and motivated staff through the use of efficient talent management practises.


There are many reasons why Marriott must prioritise the management and development of its human resources. At Marriott, talent management is crucial for the following reasons:
Marriott's adept utilisation of its human resources has contributed significantly to the company's achievements (Rūta Kazlauskaitė and Bučiūnienė, 2018). Marriott must ensure that its personnel possess the requisite knowledge, skills, and abilities to provide exceptional service and respond to the evolving needs of guests. Increased productivity, customer happiness, and profitability can be achieved through staff engagement strategies such as training and promotion programmes.
Marriott's ability to attract and keep brilliant personnel offers them an edge in the cutthroat hospitality market. By using a strategic approach to people management, Marriott can build a team that can consistently exceed guests' expectations, outperform the competition, and secure and expand the company's market position. Talent management practises like these assist Marriott establish itself as an employer of choice, attracting and retaining the best and brightest workers and ensuring the company's continued success.
The retention of Marriott's institutional expertise depends on efficient talent management. Marriott avoids losing its unique skills and insights when workers leave by investing in their growth and keeping the ones it already has (Palmer, 2017). This facilitates the transfer of expertise from more seasoned workers to their less experienced counterparts, which in turn permits operations to continue uninterrupted. Costs associated with high turnover and substantial retraining are mitigated when institutional knowledge is kept in-house.
Increased participation in and contentment with work are outcomes of talent management practises that prioritise training, recognition, and promotion opportunities for workers. Workers who are committed to the overall success of the organisation are inclined to exhibit a sense of ownership towards their tasks and demonstrate a vested interest in ensuring customer contentment (Shabib-Ul-Hasan, 2019). 
One aspect of talent management is grooming Marriott's next generation of executives. Marriott's ability to foster future leaders’ rests in its investment in leadership training and succession planning. This helps to keep the organisation running smoothly even if new leaders are brought on board. Marriott can build a strong foundation for future development and innovation by cultivating a cadre of strong leaders.
Marriott's efforts to cultivate a reputation as an attractive place to work benefit from its talent management practises. Marriott's ability to attract and retain great people is directly tied to the strength of its employer brand (Wright, McMahan and McWilliams, 2014). Candidates are more likely to choose Marriott over competitors if they believe the company invests in employee development, has prospects for progress, and promotes a healthy work atmosphere. Attracting and retaining top people is just one benefit of cultivating a strong employer brand, which also boosts the company's standing with customers and other stakeholders.
Finally, Marriott's success depends on its ability to effectively manage and develop its personnel in order to boost organisational performance, maintain a competitive advantage, preserve institutional knowledge, increase employee engagement and satisfaction, cultivate future leaders, and provide a strong brand image for the company as an employer (Mujtaba and Senathip, 2020). Marriott's ability to dominate the hotel market is directly tied to the quality of its staff, which it may improve through talent management initiatives.
The human resources team at Marriott has to recruit smart people who share the company's values and culture if they want to grow their workforce. Attracting top talent requires Marriott to effectively market itself as an employer and highlight the many advantages of working for the company, including excellent advancement prospects, generous benefits, and a pleasant work environment (Sparrow and Makram, 2020). The talent pool may be expanded and the right kind of people can be attracted through strategic recruitment drives, the use of digital platforms, and partnerships with academic institutions and trade groups.
The recruitment phase is essential for finding the most qualified applicants to work at Marriott. Human resources should use stringent screening processes to find people who are a good cultural fit for Marriott and have the right set of skills. Assessments like objective resume screening, structured interviews, and competency-based tests can help with this. The basis for a highly competent and engaged team may be laid by hiring people who share Marriott's service-oriented philosophy, attention to detail, and enthusiasm for hospitality.
After a candidate has been hired, they must go through an onboarding process to become fully immersed in Marriott's operations and culture (Gashi, 2013). Human resources should create in-depth onboarding programmes for new hires that explain their function inside the company and how to get things done. Marriott may build a welcoming culture that fosters a sense of belonging and connection among new workers by holding orientation sessions, designating mentors, and enabling introductions to key team members. As a result, employees are more likely to be invested in the company's success from the start.
Marriott needs to invest in its staff members' professional growth if it wants to attract and keep talented people. Strong performance management systems should be established by the human resources department (Fombrun, Tichy and Mary Anne Devanna, 2015). These systems should include objective setting, ongoing feedback, and individualised strategies for improvement. Marriott can provide a wide range of options for professional growth, such as courses, collaborative projects, and mentee programmes. Marriott's commitment to its workers' professional development not only improves employee output but also encourages a climate of lifelong learning and creativity. Employees feel more invested in their work, which boosts their happiness and productivity.
Marriott's long-term prosperity depends critically on its ability to keep its employees. Human resources should routinely poll workers on how satisfied they are to better anticipate and head off retention issues (Wright, McMahan and McWilliams, 2014). Marriott learns about employees' wants, needs, and aspirations through surveys, focus groups, and other channels of open communication. Marriott can create an environment where employees feel appreciated, engaged, and devoted to the organization's goals by offering competitive remuneration packages, recognising and rewarding successes, providing clear career progression tracks, and encouraging work-life balance initiatives. As a result, the company is able to keep more of its valuable employees and their wealth of experience and knowledge.
Despite appearances, the stage of separation is important in talent management as well. Human resources should ask leaving workers questions about their time at the company and then analyse the responses to pinpoint problem areas (Delery, 2013). By investigating the causes of employee turnover, Marriott can better serve its workforce, reduce turnover, and save money. Building a strong alumni network and keeping in touch with past workers can also lead to future employment and useful connections in the business world.
[bookmark: _3znysh7]

To thrive in the highly competitive hotel sector, Marriott must effectively manage and develop its employees' talents across their entire employment lifecycle. The HR team at Marriott is able to cultivate a highly productive and happy staff by deliberate efforts in the areas of attraction, recruitment, onboarding, development, retention, and separations. Better customer service, more output per employee, greater contentment at work, and lower attrition are just some of the many upsides of employee engagement. By following industry leaders' practises and investing in its employees' future success, Marriott can maintain its position at the top of the hospitality industry and its position as an employer of choice.


[bookmark: _2et92p0]References
Alruwaili, N.F. (2018). TALENT MANAGEMENT AND TALENT BUILDING IN UPGRADING EMPLOYEE PERFORMANCE. European Journal of Sustainable Development, 7(1).
Delery, J.E. (2013). Issues of fit in strategic human resource management: Implications for research. Human Resource Management Review, 8(3), pp.289–309. doi:https://doi.org/10.1016/s1053-4822(98)90006-7.
Fombrun, C.J., Tichy, N.M. and Mary Anne Devanna (2015). Strategic human resource management. Long Range Planning, pp.28–42. doi:https://doi.org/10.4324/9781315881881-10.
Gashi, R. (2013). Strategic Human Resources Management: Human Resources or Human Capital. Academic Journal of Interdisciplinary Studies, 2(9). doi:https://doi.org/10.5901/ajis.2013.v2n9p88.
Hamidi, N., A Hasanpoor, M Kiaiy and Mosavi, S.H. (2019). THE ROLE OF HUMAN RESOURCES MANAGEMENT IN ORGANIZATIONAL AGILITY. 4(8), pp.111–127.
Hanif, R., Masood, A., Tariq, S. and Azhar, S. (2013). Strategic Talent Management as Source of Competitive Advantage - Talent Competitiveness Framework. SSRN Electronic Journal. doi:https://doi.org/10.2139/ssrn.2240400.
Krishnan, T. and Scullion, H. (2017). Talent management and dynamic view of talent in small and medium enterprises. Human Resource Management Review, 27(3), pp.431–441.
Mujtaba, B.G. and Senathip, T. (2020). The Role of Human Resources Management. Business Ethics and Leadership, 4(1), pp.17–34. doi:https://doi.org/10.21272/bel.4(1).17-34.2020.
Nolan, S. (2015). The Value of Talent. Promoting Talent Management Across the Organization. Strategic HR Review, 10(4). doi:https://doi.org/10.1108/shr.2011.37210daa.011.
Palmer, G. (2017). Human Resource Management and Organisational Analysis. Asia Pacific Journal of Human Resources, 25(2), pp.5–17. doi:https://doi.org/10.1177/103841118702500202.
Rafiei, N. and Davari, F. (2015). The Role of Human Resources Management on Enhancing Skills of Employees. Materia Socio Medica, [online] 27(1), p.35. doi:https://doi.org/10.5455/msm.2014.27.35-38.
Rūta Kazlauskaitė and Bučiūnienė, I. (2018). The Role of human resources and their management in the establishment of sustainable competitive advantage. pp.78–84.
Shabib-Ul-Hasan, S. (2019). Managing Talent; Twenty Commandments about Talent Management. IOSR Journal of Business and Management, 2(6), pp.31–36.
Sparrow, P.R. and Makram, H. (2020). What is the value of talent management? Building value-driven processes within a talent management architecture. Human Resource Management Review, 25(3), pp.249–263.
Wright, P.M., McMahan, G.C. and McWilliams, A. (2014). Human resources and sustained competitive advantage: a resource-based perspective. The International Journal of Human Resource Management, 5(2), pp.301–326. doi:https://doi.org/10.1080/09585199400000020.
9

