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Introduction:
For larger hotels in particular, keeping and motivating staff is essential to the business's success. Increased productivity, enhanced customer service, and, eventually, greater profits can be achieved by providing a happy and supportive workplace that encourages employee satisfaction and loyalty. Hotels may improve their bottom lines by investing in their staff from recruitment through retirement.
Hotels should take care to hire qualified staff members during the hiring process. Effective recruitment techniques involve reaching out to a wide variety of candidates, including developing a compelling employer image that showcases the hotel's distinctive culture and values (Xianget al., 2023).
Hotels should ensure that their newly hired staff receive thorough orientation and training to ensure that they settle in quickly and feel comfortable in their positions. Employees can expand their skills and move up the corporate ladder with access to ongoing development and training opportunities.
Finally, hotels should provide competitive pay and benefits, as well as possibilities for career progression and succession planning, if they want to keep their best employees around. The hotel's ability to motivate and engage its personnel during the course of their employment can be enhanced through the use of regular performance reviews and recognition programs (Gladkaet al., 2022).
Hotels may improve their bottom lines by prioritizing employee engagement across the board to establish a welcoming and productive workplace culture that inspires employees to give their all.
Employee Life Cycle:
There are numerous methods to segment the employee life cycle, but one of the most straightforward is to divide it into the five stages of attraction, recruitment, introductions, professional growth, and offboarding. Let's break down each of these five categories into its component parts.
It's important to remember that the life cycle of an employee is cyclical, thus the opinions of former Marriott Hotel workers who were offered jobs there may have swayed the final decisions of prospective new hires. Potential employees will learn about Hotel's standing through online forums like Glassdoor and social media like LinkedIn, and also through word of word. Any business or hotel can publish its core principles and employee value proposition  for potential workers to peruse.
The culture of Marriott Hotel can be defined as a set of shared values that employees are expected to develop, promote, and live out. This is typically in line with the hotel's mission, intended clientele, or overall objectives. Candidates are going to want to discover if the hotel's reputation ideals correspond with their own before applying. Values-based recruiting is a strategy that, if executed well, can lead to the hiring of dedicated workers who understand and appreciate the company's mission (Pasban and Nojedeh, 2016).
There is still a lot of work to be done in talent acquisition for private hotels, but they must incorporate values, enticement, and the EVP into their hiring procedures. To begin, the hotel industry as a whole needs to establish a regular and systematic method of hiring. Creating job descriptions and qualifications that detail what is expected of each employee and how their performance will be evaluated is an important step in this process. These frameworks and descriptions can then be used to create job postings and interview questions. Employer branding and advertisements should reflect the EVP and be based on the company's core values.
Behavioral questions, an interview method based on the idea that an individual's past actions are the best predictor of their future ones, should be incorporated into the framework of interview guidelines. Managers need to be educated on how to use such interview aids to reduce instances of unconscious bias in the hiring process.
Depending on the nature of the post and the difficulties encountered in finding qualified candidates, HR departments should collaborate with company heads to develop a comprehensive recruitment plan. Consistency is key in recruitment, but so is the ability to adapt quickly to changing circumstances (Peisl and Shah, 2019).
The hotel's direct supervisor is responsible for creating an individualised training programme that will help the new hire hit the pavement running. The manager in charge of the new hire should go over the induction plan with them in detail before they start working to make sure it covers everything important to them. Employee orientation training is the first step in the induction strategy, which spans the probationary term of three to six months. The new hire will be given a thorough orientation to their new position, which will include meeting and training with other employees, as well as introductions to management and departments.
Managers need to check in with new hires on a frequent basis to see how they're adjusting to the company and the role they've taken on. This is typically done during probation review meetings, but it can also happen over coffee on a more frequent basis. The management should always give the impression that they are open and willing to help.
A successful onboarding process concludes with arranged opportunities for new employees to meet and mingle with established staff. Workers are encouraged to mingle and meet new friends during this social break. The importance of team building and bonding through social activities during the onboarding process cannot be overstated (Werner, 2021). 
Workers anticipate ongoing training and development opportunities that are tailored to their specific interests and goals. A typical and effective method for ensuring continuous career development is to link it to the organization's performance development processes, such as regular reviews of both goals and capabilities. Managers might use an individual growth strategy to build on feedback and reevaluation of goals as part of this process. PDPs, like corporate goals, are often established at the beginning of the year and are 'SMART' (specific, measurable, attainable, realistic, and time-bound) (Meyer and Xin, 2018).
The offboarding process is the final phase of the employee lifespan and addresses what happens after an employee leaves the hotel. Employees typically have already made irrevocable commitments to their choice to leave, making offboarding simple to forget or ignore. Nonetheless, this phase can yield instructive data regarding the organization's working environment and the ways in which management and HR can improve the onboarding process.
It's crucial to have an exit interview as soon as feasible after an employee resigns. When an employee resigns, it's important to do an exit interview immediately afterward so that any issues can be addressed and the person can be kept if possible. It is always the responsibility of upper management to collect, analyse, and report on exit interview results. Above all else, it must always be put into action with the goal of enhancing the employee life cycle and the level of engagement inside the organisation.
The employee lifespan is a multifaceted and intricate process. Due to the cyclical nature of the process, attention must be paid to and invested in each phase. An HR platform is a terrific tool for addressing all aspects of the employee life cycle and increasing employee satisfaction (Sato et al.,2020).
Human resources platforms simplify the complexities of people and business processes. The top human resources solutions facilitate the whole employee life cycle, from attracting and recruiting candidates to retrieving employee records to processing payroll and providing training and assistance with offboarding. Human resources management systems can be as flexible as the organisation requires and are typically hosted in the cloud. Leaders can devote more time to HR issues thanks to the responsive and adaptable solutions they provide. They can also be used as a means of internal communication between HR and the rest of the company, as well as with the people they serve.
When using an HR platform, it can be much easier to keep track of all the moving parts of an employee's career. Human resources management is made easier with the help of HR platforms, which aim to digitise previously paper-based processes. This simplifies the onboarding and offboarding processes while also improving recruiting, retention, and performance tracking. As a result, it will be able to devote more resources towards increasing the lifespan of workers for the good of the workforce and the enhancement of employee engagement (Cattermole, 2019).
For large hotels to succeed at staff retention and engagement across the entire employee lifetime, talent management and development are crucial. Some of the explanations are as follows.
Employee retention can be improved through the provision of training and advancement opportunities. Employees are inclined to stay loyal to their company if they believe they are gaining knowledge and moving along in their professions.
Employees that are invested in their work and the success of the firm are more inclined to go above and beyond in their roles. Hotels can increase employee engagement and loyalty by providing opportunities for professional growth.
Employees are more inclined to do a good job when they are given the opportunity to learn and grow on the job. Hotels may boost their efficiency and keep ahead of the competition as a result (Collings, 2014).
In order to be ready for future leadership transitions, hotels might benefit from cultivating internal talent. By doing so, the company may prepare a group of people to go into leadership positions when the time comes.
The reputation of a hotel chain might improve when it invests in the professional growth of its staff. This can bring in more business and interest from prospective workers who want to join a company that cares about its employees (Oladapo, 2014).
Here are some ways in which a large hotel like Marriott might improve its team/organizational performance by focusing on staff retention and engagement over the employment lifecycle:
Marriott Hotel can save time and money on the recruitment and training of new staff members if they can keep the ones they already have. This frees up resources that can be put toward enhancing the guest experience, growing income, and promoting the hotel's brand. When employees are involved and cared for during their onboarding period, they are more inclined to dive headfirst into their work with enthusiasm and dedication (Steffenset al., 2014).
Marriott Hotels can better invest in their workers' future success by keeping them on staff. As a result, staff may gain the knowledge and abilities that enhance service quality, productivity, and the quality of their interactions with customers.
Employees that are invested in their work are more inclined to give outstanding customer service, increase productivity, and reduce attrition. This is due to the fact that they care about the hotel's success and identify with its mission and values. Building a pleasant work culture and increasing employee satisfaction can be achieved through engagement efforts including incentives, mentorship opportunities, and plans for career advancement, all of which help to retain staff (Yang and Babiak,  2023).
Employee retention is a key factor in effective performance management. Managers who have worked with their teams for longer periods of time are in a better position to assess each member's unique mix of skills and abilities, formulate meaningful objectives, and offer constructive criticism. This has the potential to increase the efficiency of performance management, the quality of work produced, and the level of satisfaction felt by employees.
Employee retention also aids in succession planning. Long-term hotel employees have a better chance of being selected for leadership roles and internal promotions. Employees may feel more invested in their work if they see opportunities for advancement. As an added bonus, the hotel gains from the promoted employee's familiarity with the hotel's processes, systems, and culture.
Best practice examples implanted in Marriott hotel:
Here are some examples of how large hotels like Marriott/Swiss International Hotel can best engage and retain their staff over the course of their careers:
New workers should be given a thorough orientation to the hotel's history, beliefs, and goals as part of an established onboarding program. Hotel employers should also make sure that new hires are given adequate training to enable them to succeed in their roles.
Create a rewards and recognition program that shows in hotel's staff how much they appreciate their efforts. Rewards might take the form of promotions, raises, and bonuses (Helmold and Terry, 2021). Give them chances to learn and advance in their careers through things like mentoring and training programs and job rotations. Employees will benefit from the opportunity to learn new things and advance their careers in the hotel. Encourage a healthy work-life balance by providing employees with a range of options for how they spend their time at work and off the clock. Managers should actively seek employee input and feedback. Methods such as employee surveys, performance reviews, and regular check-ins can let staff members know they are appreciated and heard. Create an atmosphere where employees feel valued by giving them a voice in company decisions, asking for their input, and organizing fun group outings (Garousi et al., 2016). Wellness programs, access to gyms, and other health-related perks should be provided to employees. This will promote a healthy and motivated workforce and enhance morale in the office.
Here are a few instances of hotels in the business that have adopted these standards:
Marriott International: Offerings include a comprehensive orientation, a rewards and recognition program, and possibilities for advancement in the workplace. The company provides its employees with a number of perks, including adaptable work hours, vacation time, and lodging savings.
Four Seasons Hotels and Resorts: has a program called "Flexible Work Arrangements" that lets workers set their own hours and work from home in an effort to improve work-life harmony. Wellness programs and initiatives for staff engagement are also available, such as the hotel's "Culture Weeks" program, which honors the hotel's guiding principles and traditions (Gardneret al., 2017).
Hilton Worldwide: Hilton's "Hilton University" educational initiative gives employees access to online classes and other tools, allowing them to advance in their careers. In addition, they have a robust employee recognition program that provides incentives for exceptional performance in the form of bonuses, awards, and other benefits.
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