


Introduction
The hospitality sector, as illustrated by prestigious companies such as Marriott Hotel, is built on providing excellent visitor experiences. The devoted and engaged workers who work relentlessly to ensure each guest's stay is memorable are at the core of these amazing experiences. Employee engagement is critical in the hospitality industry because it directly effects visitor pleasure, operational efficiency, and, ultimately, the establishment's long-term profitability.
This research article investigates the tactics and models used by Marriott Hotel to effectively engage its workers across the various stages of the employee lifecycle. The debate will dig into the multidimensional role of human resources (HR) in influencing the participation of this dynamic workforce in a world defined by varied generational dynamics, with a specific focus on Generation Z.
The article will begin by discussing the function of human resources in employee engagement, highlighting its critical role in developing and sustaining employees' cognitive, emotional, and behavioural commitment. Following that, it will go into Generation Z's distinct qualities, giving insights into the generational aspects that affect engagement techniques in the modern workplace.
The article will present practical recommendations and industry-specific examples from Marriott Hotel's practices as we proceed through the employee lifecycle, from attraction to separation, exemplifying how the concepts of engagement are effectively turned into action. By the end of the trip, we want to have emphasized the strategic relevance of good employee engagement models and practices, stressing their contribution to employee happiness, retention, and Marriott Hotel's continued success in the dynamic hospitality sector.

Human Resources' Role in Employee Engagement
The importance of Human Resources (HR) in employee engagement has grown substantially in the modern business environment. Employee engagement is a multidimensional concept that encompasses employees' cognitive, emotional, and behavioural commitment to their employment and the organization (Macey & Schneider, 2008). Throughout the employee lifecycle, human resources are crucial for nurturing and maintaining this dedication. This academic-style discussion aims to expand on HR's numerous responsibilities for bolstering employee engagement by providing germane scholarly insights to demonstrate its significance.
I. Acquisition and Selection of Talent
The process of acquiring and selecting talent is a critical function of human resources that contributes considerably to employee engagement. HR personnel are tasked with selecting applicants whose talents and characteristics are compatible with the organization's culture and values (Kristof-Brown et al., 2005). Ensuring this congruence is critical for cognitive engagement, as workers who share the values of their firm are more likely to feel their job meaningful and worthwhile (Grant, 2007).
II. Socialization and Onboarding
The onboarding process is a vital point in an employee's career, and HR is critical to facilitating a smooth transfer. According to Bauer, Morrison, and Callister (2013), effective onboarding integrates newcomers into the organization's culture, giving them a sense of belonging and emotional attachment. HR creates and manages these initiatives, creating emotional involvement by providing a pleasant first impression.
III. Development and training
HR is in charge of coordinating training and development efforts that improve workers' skills and competences. This is consistent with Hackman and Oldham's (1980) concept of skill variation and task identity in job design. HR helps to cognitive engagement by making work more difficult and exciting by giving workers opportunity to broaden their skill sets and engage in various activities.
IV. Rewards and recognition
HR is responsible for the design and management of recognition and reward programs. HR experts are in charge of putting in place reward structures that correspond to desired behaviours and performance levels. This strategy congruence is critical for evoking optimal employee behavioural engagement (Huselid & Becker, 2011). According to Maslow (1943), acknowledging successes and performance satisfies workers' esteem needs, prompting them to display behaviours that benefit the business.
V. Feedback and interaction
HR is also important in building effective feedback and communication channels. Employee engagement requires two-way communication because it encourages openness, trust, and involvement (Eisenberger et al., 1986). Human resources should promote platforms for ongoing discussion, allowing workers to express their issues and giving them a voice in organizational problems. Employees' emotional and behavioural involvement is increased when they are involved in decision-making (Eisenberger et al., 1986).

Exploring Generation Z's Characteristics
Generation Z, often known as Gen Z, is the demographic generation born between the mid-1990s and early 2010s that succeeded Generation Y (Millennials). Understanding Generation Z's distinct qualities is critical for properly engaging and managing them in the workplace. Let's take an academic approach and look at some of the key characteristics and characteristics that constitute Generation Z, based on scholarly study and analysis.
I. Pragmatic and enterprising
Seemiller and Grace (2017) describe Generation Z as pragmatic and enterprising. They are more likely to pursue alternative job options like freelancing, founding their own firms, or working in the gig economy. This generation cherishes independence and the ability to establish their own professional pathways.
II. Want for Authenticity
Generation Z values authenticity (Coughlan, 2019). Organizations should communicate with them in a true and open manner. These characteristic shapes their expectations of businesses and employers, and they are sceptical of firms that look dishonest.
III. Limited Attention Span
Because of their regular exposure to a steady stream of information online, Generation Z frequently has a reduced attention span (Twenge, 2017). This influences how they choose to consume information and interact with stuff. Organizations must adapt to their desire for brief, visually appealing communication.
IV. Financial Caution
Generation Z, having grown up during the Great Recession and in an era of economic instability, is financially conservative and risk-averse (Nelson, 2018). They are more inclined to save money and be frugal with their expenditures, which might impact their employment choices and preferences for work stability.
V. A desire for adaptability
Gen Z values work-life balance and flexibility (Seemiller & Grace, 2017). They want positions that allow them to balance their professional and home life, and they value the ability to work remotely or on a flexible schedule.
VI. Lifelong Learning
Generation Z is dedicated to study and skill development (Nelson, 2018). They are aware of the fast speed of change in the work market and are willing to constantly improve their abilities. This generation places a high priority on lifelong learning.


Engaging a Team in the Marriott Hotel Context
Engaging a team in the hospitality sector, especially with well-known brands like Marriott, is critical for providing excellent guest experiences and maintaining the organization's success. Let us look at how to engage a team at different stages of the employee lifecycle in the context of Marriott, highlighting the importance of such engagement.
1. Attraction:
· Marriott can recruit top talent by emphasizing its commitment to diversity and inclusion, as well as its worldwide footprint and possibilities for global experience.
· Marriott's reputation for social responsibility and environmental activities may be highlighted in recruitment marketing materials, appealing to the ideals of socially concerned individuals.
2. Recruitment:
· Implement a thorough selection process, including behavioural interviews and evaluations, to find applicants who not only have the necessary abilities but also fit within Marriott's service-oriented culture.
· Involving current workers in the hiring process to assess cultural fit and generate a sense of ownership.
3. Onboarding:
· Create a systematic onboarding program that includes an in-depth overview of Marriott's service philosophy and principles.
· Match new workers with mentors to help with social integration and coaching.
4. Development:
· Provide chances for continued training and development, including cross-training in other hotel departments.
· Encourage team members to participate in Marriott's environmental and community impact efforts, which connect with many Generation Z employees' ideals.
5. Retention:
· Provide flexible work arrangements to encourage work-life balance while acknowledging the importance of personal time.
· Implement frequent feedback and recognition programs to recognize and reward accomplishments and efforts.
6. Separation:
· When workers opt to leave, conduct exit interviews to gain input that may be used to improve engagement efforts.
· Create alumni networks to keep in touch with past workers.
By using these tactics, Marriott guarantees that its workforce is motivated, engaged, and aligned with the organization's vision, resulting in increased performance, higher retention rates, and long-term success.

Employee Engagement Model
Implementing an employee engagement approach is critical for the Marriott Hotel, especially when striving to maximize staff commitment and performance. The "Gallup Q12 Employee Engagement Model" is a significant framework among the various models, consisting of 12 actionable aspects that correspond with increased employee engagement (Gallup, 2023). In this academic setting, we will investigate the model's applicability inside Marriott and offer specific implementation ideas, supported by an industry example from the hotelier's own practices.

Suggestions for Implementation:
Expectations are clear
· Marriott should implement a systematic performance management system that prioritizes clear communication of individual responsibilities and goals.
· Regular performance assessments can be implemented, with an emphasis on aligning individuals' duties with company goals (Gallup, 2023).
Quality Resources and Equipment
· Marriott may invest in cutting-edge technology and resources to ensure that staff have access to tools that allow for effective task execution.
· To maintain high standards, frequent maintenance and equipment upgrades should be prioritized (Gallup, 2023).
Feedback and assistance
· Marriott should promote an open communication culture by encouraging management to offer constructive feedback on a regular basis and by acknowledging employee efforts.
· Employees can express their issues by using anonymous feedback gathering platforms (Gallup, 2023).
Possibilities for Growth
· Marriott has the ability to provide a complete training and development program that includes both technical and soft skills.
· Employees' skill sets should be broadened through job rotation and cross-training opportunities (Gallup, 2023).

Marriott Hotel Industry Example:
Marriott's "TakeCare" campaign is an excellent example of using features from the Gallup Q12 model (Marriott International, 2023). This effort focuses on the health and well-being of workers, highlighting Marriott's dedication to work-life balance and support. Marriott's "TakeCare" program gives access to wellness amenities such as workout facilities, stress management programs, and dietary advice. Furthermore, the program promotes employees' financial well-being by providing financial wellness services and perks.
Marriott aligns with the Gallup Q12 model's "Work-Life Balance" factor by aggressively supporting the well-being of its workers. This strategy, which is founded on the concept that a healthy work-life balance leads to higher employee engagement, demonstrates Marriott's commitment to establishing a rewarding and supportive work environment (Gallup, 2023).
By incorporating elements from the Gallup Q12 Employee Engagement Model, as well as industry-specific initiatives such as "TakeCare," Marriott positions itself as a model organization in terms of employee engagement, ultimately driving enhanced job satisfaction, heightened performance, and a superior guest experience.

Conclusion
Employee engagement emerges as the crux of success in the hospitality industry, because every visitor experience is a reflection of the devoted individuals who work diligently behind the scenes. This article has traversed the diverse landscape of employee engagement techniques, particularly against the dynamic background of Generation Z employees, and is rooted in the setting of Marriott Hotel.
We've examined the function of Human Resources (HR) in advocating employee engagement throughout our investigation, stressing HR's critical role in developing cognitive, emotional, and behavioural commitment. The identification of Generation Z's distinguishing features has given insight on their beliefs, expectations, and preference for real and long-term work experiences. Marriott Hotel has blazed the trail for effective engagement initiatives by matching their operations with the generational zeitgeist.
From recruitment to separation, the phases of the employee lifecycle have been studied, offering essential insights on how Marriott Hotel integrates aspects of the Gallup Q12 Employee Engagement Model to retain a motivated and dedicated team. Marriott's "TakeCare" initiative illustrates the company's proactive commitment to employee well-being, harmonizing with the model's ideals and reinforcing a satisfying work environment.
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