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The enthusiasm and dedication of the employee towards his job and work are known as employee engagement (De-la-Calle-Durán and Rodríguez-Sánchez, 2021, p.7). It plays a critical role in the success of the company by linking with job satisfaction and employee morale. Human resource management is the department of an organisation which finds, screens, recruits and trains people for the company (Armstrong and Taylor, 2020, p.3). HRM is responsible for developing and implementing employee engagement theories. The essay will be shedding light on the role of the human resource department in engaging the employee. Along with it, the ways to develop the employee engagement stage and its advantages of it will also be evaluated. Moreover, the strategies for employee engagement at each stage of the employee lifecycle will also be discussed. the essay will include insights from the employee engagement model and also the processes in which it can be applied to the Marriott hotel. Marriott is a global company which operates in the hospitality industry and is headquartered in the US. It is associated with 30 brands and has more than 8000 properties across 139 countries (Marriott, 2023). The company considers Diversity and inclusion in its core values and strategic business goals.
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An organisation's HR plays a pivotal role in maintaining employee engagement at all levels. The HR of the companies like Marriott has to consider various aspects associated with employee engagement. For instance, fulfilling work, good managers, developing career prospects, training, fair pay and reward systems all of these by aligning with organisational goals (Van den Groenendaal et al., 2023, p.234). In general, the HR fundamentals have to be appropriate so that a good level of employee engagement is achieved at the workplace. It has been seen that organisations which orient performance management systems depending on the needs of psychological engagement can derive the most out of their employees. This may include practices like positive workplace relationships, ongoing performance conversations, frequent recognition and opportunities for personal development. HR has the role to provide the employees with the right job according to their skill set and a good working environment so that they are engaged with their work (Tien et al., 2021, p.4393). Additionally, HR also needs to have a holistic view of the employer-employee contract. The HR or organisations akin to Marriott even has to ensure that the employees are developing on a personal level so that, they are engaged with their work and serve the customers their best.
Apart from supporting the employees, the HRs also have to look after the managers so that they in turn manage the employees working under them efficiently. According to Li et al. (2019, p. 2), the managers of organisations can adopt a bottom-up approach where the team will have a say in the decision-making process. This way they will feel more valued, respected, and entitled by the company and thus get more involved towards the success of the company. The HR can conduct questionnaires and surveys to implement this approach. It is also a primary requirement of the HR and the managers to keep the employees out of the dark and embed a transparent communication channel within the system (Salari, and Murphy, 2022).  With a trustworthy two-way communication channel, the team will get to know and understand corporate decisions. Hence with this open-door policy, the employee engagement levels of the company are expected to get boosted. Getting the deserved recognition and acknowledgement is not only a motivating factor but also one of the basic requirements of an employee. Therefore, the employees will try to deliver their maximum potential by getting engaged with their work when there is a reward and recognition programme (Clifton and Harter, 2019, p.10).
The HR managers need to create a sense of purpose so that the employees get involved in higher personal investment for contributing more to the company. This will involve the formation of bonding with the organization along with a hefty paycheck. Another important strategy which helps HR managers to increase team engagement levels is the encouragement of community activity participation (Armstrong and Taylor, 2020, p.561). It may involve any communication activity which has the potential to enlighten the community spirit among the team. This starts from organizing a big annual event to simply taking a team out to lunch.  It becomes important for managers to maintain equality and unbiasedness in the community.
Employee engagement strategies benefit business enterprises in numerous ways. The company will benefit by reducing the employee turnover rate, as the company has to pay extra when they want to replace employees (Abarantyne et al., p.3). Additionally, it also affects the morale and productivity of the team. A higher level of employee engagement reduces the stress level of the team which aids the business in saving costs on employee health. A low level of engagement leads to employee burnout and performance gets depleted by a lack of motivation and an inability to connect with one’s work (Prentice and Thaichon, 2019, p.3). Thus it highlights the importance of improving employee engagement. Marriott hotel has designated rooms for relaxation where the employees get sessions for stress management (Marriott, 2023). Moreover, employees who are more engaged with the company put in more effort and the business enterprise can reap the benefits. Thus it can be said that organisations tend to gain a more productive woking force.
The employee lifecycle is a theoretical model which is used to identify the stages that an employee goes through while engaging with the company. These stages are marked by the names attraction, recruitment, onboarding, development, retention, and separation (Kraneis, 2022, p.6). The first stage of the employee life cycle is known as employee attraction. It is generally the stage where the positive brand image of the company is projected to attract current employees and even future prospective employees. Employees can be engaged at this stage by displaying a great office culture. For instance, the working culture of Marriot will influence the existing employees to be great promoters of the organisation. Additionally, HR can offer attractive benefits and compensation to appeal to the top talent in the industry (Wiradendi Wolor, 2020, p.1244). The second stage is recruitment, where the company recruits the most suitable talent for the position (Laurim et al., 2021, p. 5501). The best recruitment plans consist of supporting a collaborative hiring process, and minimal candidate experience which gathers meaningful data that can be used in the future to improve the hiring process. Employees need to get attached to this stage, by clearly stating their roles and responsibilities for the designated position within the company.
The employee onboarding stage is the third stage of the employee life cycle, where the employees get to know about the organisation and its working culture (Jeske, and Olson, 2021, p. 72). The employee will cover the different aspects of his designation and identify the knowledge, skills, attitudes and behaviours required for the job. The company can engage with the new hires by assigning them a mentor so that they feel supported and connected. Moreover, a welcoming and inclusive onboarding process will help to set the tone for the employees from the beginning. Fourth is the development stage, where managers need to encourage the employees to work under them consistently (Lichtenthaler, 2020, p.4). This encouragement and support provided by the managers act as a catalyst for the development path of the employees. Offering the employees training and development opportunities so that they can attain their professional growth would make the engaged towards the organisation. 
The next focus is on the retention of employees, where the company aims to keep the top employees by ensuring their needs (Wijesiri et al., 2019, p.7). Creating a supportive and positive work environment would promote the work-life balance of the employees. The last stage is the exit stage, where the company can Conduct exit interviews to collect feedback and use them to improve the working conditions. Moreover, organisations like Marriott can provide support and resources to departing employees to ease their transition process.
The employee engagement policies of Marriott can be discussed using the Zinger model, which focuses on leveraging connections between people within the company to achieve better results. Under this model, the company has to identify the strategies and recognise the finite energy of the employees (Hussainy, 2020, p.43). Marriot also considers the professional development of the employees equally important as that of serving the customers. It has been seen that Marriot is engaged with a global leadership development program known as Voyage (Marriott University Programs, 2023). It aims to support the future leaders of the company by offering the required resources. It includes hands-on and virtual training sessions on multiple disciplines like accounting & finance, event management, engineering, human resources, food & beverage and many more. Marriot can implement this model by adhering to the CARE acronym. It stands for Connection, Authentic relationships, Recognition and Acknowledgement and Engages.
Connection refers to the degree which defines the level of the relationship among co-workers. The feelings of camaraderie, support and collaboration are encompassed under this element.  Marriott does this by getting involved in the walk the world challenge where the employees are asked to create teams and a team captain is designated (Marriott, 2023). This way the sense of healthy competition will be incorporated among the employees and will feel more connected. Authentic relationships are the second element of the model where the employees have genuine, trustworthy and meaningful relationships with their supervisors and colleagues. This element within the office culture generates the feeling of being valued and respected. Marriot tries to establish this element by arranging a secret-pal week where employees will provide notes with quotes, treat kind messages and words of encouragement throughout the week (Marriott, 2023). This will enhance the employee engagement of the organisation by contributing towards a positive work environment.
The recognition and Acknowledgement element refers to the extent to which the employees feel appreciated and valued for their contributions towards the company (Roberson and Perry, 2022, p.773). This element sheds light on the importance of meaningful feedback and recognition of work done by the employees. Marriott identifies its best employees every year via its programme of Awards of Excellence (Marriott, 2023). The core values of the organisation are exhibited by its four groups of awards. The employees are more engaged with the company and focussed on their work when they are recognised and appreciated. The engagement element of the model defines the commitment of employees at Marriott towards their work. Under this, the employees are given challenging but meaningful work where they can utilise their skill set to accomplish the task. Marriot has utilised the innovation aspect to incorporate the latest technology in the system so that work engagement increases. For instance, the Meeting Technology of Marriott enables a fusion of live and virtual meeting solutions (Marriott, 2023).
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On a concluding note, it can be said that the HR department of Marriot is associated with roles that lead to higher employee engagement. For instance, orienting performance management systems brings out the best in the employees. The employees within an organisation will get engaged more when the companies adopt a bottom-up approach, set up a transparent communication channel, and reward and recognise the contributions made by the company. Additionally, forming good bonds with the employees and encouraging them to participate in community activities increases the engagement level. Increasing the employee engagement level gives the company many benefits like a reduction in the employee turnover rate, improves the employee well-being of the company and also gets a more productive workforce. Marriott can implement employee engagement strategies at each stage of the employee life cycle. For instance, in the development stage, the managers can give the employees constant support so that they can overcome difficulties and engage with their work. Marriot seems to implement the Zinger model of employee engagement via practices like the walk the world challenge and secret-pal week. Lastly, the company also fosters employee engagement levels with help of rewards and recognition programs and innovations.
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