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Personnel management is one of the most important activities in any large organization. It is the responsibility of the human resource management to handle every aspect of personnel management and development (Kerdpitak and Jermsittiparsert, 2020). The success and growth of an organization are achieved through the employees due to which employee management is extremely important. The human resource department of large organizations is given significant priority due to its responsibility of effectively managing the work force (Aslam et al., 2014). The key focus of human resource management is to develop and implement practices and policies regarding employee management and treatment. The human resource management of an organization has multiple responsibilities which increase with the size and scale of the organization (Gill and Meyer, 2011). A key responsibility of the human resource management is to engage employees in the organization and in tasks and activities with a view to achieving the best possible outcomes from employees. This essay discusses the role of human resource management in engaging employees, in engaging a team, managing employee life cycle in the context of Marriott hotel. Marriott International Inc. is an American multinational company which operates, licenses and franchises lodging services including hotel, residential and timeshare properties (Marriott, 2019). The company was founded by J. Willard Marriott and Alice Marriott in 1927. Marriott is the largest hotel chain in the world by the number of rooms which estimates to be 1,423,044 spreading over 139 countries and territories. The head quarter of the company is in Bethesda, Maryland, U.S. Being the largest hotel chain in the world, Marriott International employs remarkably large number of employees. The human resource management of Marriott hotel chain is large, efficient, and responsible sector of the hotel which has been successfully managing the large work force over the years. 

The human resource management sector of an organization comprises of several important roles and responsibilities regarding the treatment and management of the work force (Daniel, 2020). Human resource management is responsible for developing, implementing, and maintaining policies and procedures regarding how the work force must be recruited, retained, treated, motivated, to obtain the highest level of performance from the employees (Ertekin and Avunduk, 2021). Among the several responsibilities, a key responsibility of human resource management is to engage employees through various activities. Large organizations throughout the world employ significantly large number of employees which leads to the human resource management having big responsibilities of the large work force. The hotel industry is a significantly large sector which is one of the largest employers in the world. The human resource management in large and established hotels employ various practices to engage employees throughout the employee life cycle. Employees can relate and engage with an organization when they are provided with a clear vision of the goal and objectives of the organization (Farnham, 2015). The clear vision of goal and objectives enable the employees to work systematically towards achieving the goal and objectives. The human resource management communicates the goal and objectives of the organization to the employees. The human resource management has the primary responsibility of developing an improved work place environment for the employees. The work place environment has significant impacts on employee engagement. It is not possible to achieve employee engagement when employees are not provided with growth and development opportunities in the work environment (Agustien and Soeling, 2020). Moreover, employee engagement can be achieved by providing the employees a work environment where diversity, equity, safety and security are practiced. The human resource management department creates policies, rules, procedures regarding the mentioned aspects of work environment thus leading to obtaining employee engagement. 
In large organizations, teams are developed with a view to accomplishing different tasks and activities. For example, a team is developed to carry out marketing activities while a different team is developed to handle finance activities. The organization needs to conduct various team engagement activities to engage all the teams to achieve the overall success of the organization through the teams. Keeping the team connected to the organizational goal is vital in the process of engaging the team (Fitzpatrick, 2020). Clearly defining the expectation from the team as well as from individual team members is another important factor in achieving team engagement (Price, 2015). Different organizations carry out different activities for engaging teams. Among the various available processes of team engagement, the reward process is a widely accepted factor that gains team engagement. Effective communication among the team members is crucial to achieve team engagement. Working in a team provides an individual the opportunities of learning from other team members’ ideas, opinions, and knowledge (Abidi et al., 2017). The learning opportunities motivate a team member to engage in the team and the learning opportunity is possible only by strong and effective communication. Achieving team engagement enables an organization to experience multiple benefits and advantages. Increased productivity is the primary and one of the key advantages of engaging a team. Team engagement results in increased team productivity. Being able to engage all the different teams within the organization leads to overall increased organizational productivity by accumulating the individual team productivity (Lancaster, 2019). The employee turnover rate of the organization also reduces by enabling team engagement. When employees get ample opportunities of growth and development by learning from the teams they are engaged in, they tend to be more engaged with their work as well as with the organization leading to less employee turnover rate. Team engagement also leads to producing efficient leaders within the organization. As team members get the opportunity to work effectively in an improvement team environment, they get to learn how to lead and motivate a group of people. Producing efficient leaders eventually leads to organizational benefits. 
Employee lifecycle is a set of stages or phases that an employee goes through while being engaged with an organization. Each stage in the employee life cycle is important for engaging an employee, achieving organizational growth from the employee’s performance, and providing growth opportunities to the employees as well (Lee et al., 2021). There are six stages in an employee life cycle which are, attraction, recruitment, onboarding, retention, career development, separation. The employees of an organization pass through the stages consecutively. The attraction is the stage is the first phase where a prospective employee is exposed to the organization which is the prospective employer. Employee engagement starts from the very first stage of employee life cycle. The Marriott hotel has strong brand image which already works as a motivating factor for prospective employees to be a part of the brand. The company focuses primarily on further improving their brand image constantly so that candidates become attracted towards the brand. The recruitment process is the most important phase for the organization as in this stage, the organization chooses the most appropriate and most skilled employees for the organization. Failing to identify and recruit the best talents can result in slower growth and success for the organization. The third stage is the onboarding stage which is important for actively starting employee engagement. Onboarding the process of helping employees understand the organizational vision, goal, objectives, policies, organizational culture. Employee engagement can be ensured to a large extent by effectively communicating the organizational vision, goal, objectives, policies, organizational culture in the onboarding stage. The retention phase is not time bound rather the retention process is active throughout the employee life cycle. Keeping employees motivated and satisfied with factors like rewards and recognition is the way of obtaining employee retention as well as employee engagement (Rao et al., 2018). Career development phase is stage of combined efforts. The Marriott hotel brand provides opportunities for the employees to develop and grow their career in the respective field while the employees identify potential opportunities and utilize the opportunities to get better in their roles. Effective synchronization of the two processes results in increased employee engagement. Separation is the last stage in the employee life cycle. An employee moving on and getting separated from the organization is the separation stage. Employee engagement activities are carried out in all the stages of the employee life cycle. The Marriott hotel brand has been successfully conducting employee engagement activities over the years which has resulted in high employee engagement and it is reflected in the success of the Marriott International. 
There are various employee engagement models developed with the purpose of assisting organizations to ensure employee engagement more effectively (Taylor, 2008). The IES model of employee engagement is a useful model that demonstrates practical ways of employee engagement. The primary belief of IES model is that employees must feel involved with the organization and work as well as feel valued in order to effectively engage with the employer. Employing the IES model of engagement can lead to individual as well as team engagement within an organization. According to the model, job satisfaction is the key factor that motivates employees to engage with their work as well as with the organization. Job satisfaction can be achieved through a combination of multiple factors. Creating an improved work place environment is a mandatory requirement for achieving job satisfaction. The work place environment should nurture policies like diversity and equity, safety and security, equal opportunities, rewards and recognition, overall an improved organizational culture. When employees are satisfied with the work place, environment, organizational culture, they tend to be satisfied with the work they do and engage more with the organization. Individual job satisfaction is important for achieving team engagement as distracted and dissatisfied employees cannot form a strong and efficient team. Cooperation and communication must exist among the employees in the team setting for building strong bonds among the team members (Anwar et al., 2014). The positive and strong bond among the team members create a feeling of warmth and friendliness among the employees enabling them to engage more in work. The IES model of employee engagement believes that conditions and benefits should be provided to the employees in order to achieve engagement. Benefits are the reasons employees look forward to further improving their performances. Performance management and appraisal are important motivators for employees. Appraisal and recognition psychologically stimulate employees to produce improved work outcomes (Susanto et al., 2022). Proper employee management and training opportunities are also important to achieve job satisfaction. The core concepts of the IES model can be easily and effectively implemented within an organization and desired employee engagement can be achieved. 
Employee engagement practices can vary from industry to industry. The importance and practices of employee engagement in the hotel industry have significantly high priority. The Marriott International hotel brand primarily believes in keeping employees motivated through opportunities of growth and development. On the other hand, employee engagement is various retail organizations is often achieved by providing product benefits. The organizations under different industries design their employee engagement practices based on what the industry deals with, what tasks the employees are required to do, and what resources the industry has to provide employees with engagement requirements (Stern, 2019). 

The essay discusses an extremely important aspect of employment which is employee engagement. It is necessary to understand the employee life cycle to be able to design effective employee engagement strategies. Organizations which successfully achieves employee engagement focus on every stage of the employee life cycle. The human resource management of an organization is bestowed with the responsibility to achieve employee engagement (Saengchai et al., 2019). The human resource management needs to be remarkably efficient for achieving employee engagement and this is even more important when it comes to the hotel industry. The hotel industry employs significantly large number of employees which requires human resource management of hotels to be active and efficient to handle and manage such large number of employees. The Marriott International is an established multinational brand with efficient human resource management sector. The brand has been successful in achieving extensive employee engagement. The essay has also highlighted an effective employee engagement model which is the IES model. The IES model is an effective tool that can achieve individual as well as team engagement. Organizations under different industries employ varying engagement activities depending on the respective industry’s offerings, resources, abilities, etc. Although there are various rules and practices for achieving employee engagement, it is largely dependent on the efficiency of the human resource management of the organization to achieve high employee engagement. 
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