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Introduction 
The term "human resource management" refers to the steps taken to build and maintain a staff with the right mix of skills, experience, and attitude (Marchington and Wilkinson, 2016). Resourcing is a Human Resources function analogous to training and development, compensation and benefits administration, and public relations with staff. Personnel management, on the other hand, is the administrative procedure in charge of managing an organisation's workforce. Finding and keeping the best people for available roles and giving them the support they need throughout time is the focus of personnel management, an area of human resources (Armstrong and Taylor, 2020). Additionally, this essay will analyse how to engage employees in large Marriot hotels throughout their lifecycle. 

Main Body 
HR plays a crucial role in engaging employees by giving them the required opportunities they need. In this regard, in order to maximise employee productivity, businesses' HR should design performance management systems with fundamental human requirements for psychological involvement in mind (Marchington and Wilkinson, 2016). These needs include supportive connections with co-workers, regular feedback on work, and room for professional and personal growth. To rephrase, engaged employees are individuals who are happy in their work because they are employing their talents, have supportive superiors and friends at work and feel like they're making headway in their jobs. Motivating workers effectively requires that human resources have a broad perspective of the employment agreement (Torrington et al., 2020). 
Human resources at the Marriot Hotel must guarantee that workers are provided with all they need to thrive in their positions. HR has to continuously train workers to keep them interested. Make sure that individuals can see how they can advance in their careers. Involved workers understand their roles and responsibilities. They are working for both individual and group objectives (Noe et al., 2016). Human resources at the Marriott Hotel have a legal obligation to protect its staff members. The HR team at the Marriot Hotel should keep an eye out for any indications that its employees are putting in too many hours or are experiencing significant stress. There will be a higher chance of illness, the departure of important employees, and absenteeism if the HR department does not safeguard the well-being of the organisation's workers (Saeed et al., 2019).
People born between 1981 and 1996 are considered Millennials, sometimes known as participants in Generation Y. They make up a sizable portion of the workforce. Therefore, it's important for HR experts to have a handle on what makes them tick. One distinguishing characteristic of Generation Y is that its members are used to and proficient in the use of technology. They are experts with mobile devices, apps, and social media. Human resources workers may benefit from this by using technology in the areas of hiring, training, and communication (Bejtkovský, 2016). Gen Y is known for its emphasis on work-life harmony. They like being able to set their own hours and work from home. Human resources experts need to take these preferences into account when creating new workplace regulations. Younger workers today want to feel like their efforts matter. People are more inclined to remain loyal to an organisation whose ideals they share. Human resource managers may entice and keep millennial employees by emphasising the company's purpose and values. Younger workers in Generation Y are driven to succeed. They place a premium on educational and professional growth chances. Human resources professionals can keep millennial workers by offering them opportunities to grow professionally and defined pathways to promotion (Bencsik et al., 2016). 
Employees are engaged when they show enthusiasm for their work, give their all to it, and achieve remarkable results in line with organisational objectives. This shows that the Marriot Hotel values its employees and works hard to provide an environment in which they may develop professionally and personally. In order to increase the engagement of the employees, it is important to recognise workers' efforts by giving them rewards. A worker needs to know that their efforts and successes are appreciated. While most people expect financial compensation, receiving an email of appreciation is also appreciated. Getting the Marriot Hotel staff some public acclaim would do wonders for their morale. The most important thing is to show that Marriot Hotel cares about its staff and values their efforts (Kumar and Pansari, 2015). 
In addition, it is important for with Marriott Hotel to conduct exit interviews staff members who are departing are one way to gauge employee engagement. The best time to influence employee retention at a Marriot Hotel is when they are still with the company. Marriott Hotel needs to learn more about the elements that encourage and discourage employees from remaining with the company. Nevertheless, the benefits of work schedule flexibility have already been shown. Flexible work schedules have been shown to have a positive effect on a variety of workplace metrics, including employee happiness, loyalty, engagement, job satisfaction, productivity, retention, and more. A convenient timetable that the Marriott Hotel can provide by minimising disruptions between business and personal commitments (Zientara and Zamojska, 2018).
The employee 'attraction stage' is the initial phase of the employee life cycle. Without the ability to recruit and retain top personnel, Marriot Hotel will fail no matter how inventive or powerful its product or service. That's why attracting new customers is so important to any business's expansion plans. There is merely the attraction phase before there is an actual opening in the firm. In the eyes of existing workers and important market players, the Marriott Hotel brand is portrayed as a fantastic place to work; this is known as the employer brand. As a result, Marriot Hotel has a strong reputation among both active and passive talent applicants, clients, consumers, and future stakeholders (Born and Kang, 2015).  
In the second phase of the employee life cycle, known as "recruitment," Marriot Hotel actively seeks and recruits top people to work for the company. Recruitment may occur in response to vacancies, but it can also occur to fill whole new roles. In order to make better hiring choices in the future, organisations need recruitment methods that optimise the candidate experience, promote collaborative hiring based on specified criteria and processes, and deliver actionable data. (Inamdar and Abhi, 2020).  
The onboarding phase of the employee life cycle model follows the off-boarding phase. After Marriott Hotel successfully recruits great talent, the next step is to ensure that its new employees are comfortable with the environment of the organisation and the responsibilities of their jobs. New employees at the Marriot Hotel get an orientation to the company and its culture during their first day. Moreover, the employee development stage follows the employee introduction phase in the employee life cycle model. The team's skill growth will be catalysed by the Marriot Hotel's continual encouragement of professional development throughout this time, and the hotel will also begin to establish a potential career path for firm employees (Friedman, 2019). 
Furthermore, the 'retention stage' in the employee lifetime model is the fifth phase. The Marriot Hotel Group places a premium on retaining its best people in this department, so it takes special care to make sure they are fulfilled in their work and constantly challenged. At this point, the impact of the company's culture may be felt more than ever. A high incidence of staff turnover means constant replacement expenditures for the Marriot Hotel if its culture is weak. The Marriot Hotel team can reduce this risk and increase longevity and job satisfaction by focusing on retention (Born and Kang, 2015).  
However, employee separation represents the last stage within the employee life cycle. The majority of employees will ultimately depart from their positions, whether due to retirement, professional progression, or personal motivations. It is imperative that Marriott Hotel tackles the process of separation with an equivalent degree of gravity and strategic foresight as it did with the on boarding process. The departure of a team member is universally felt by all individuals within the team. It is essential for the business's leadership and human resources department to collaborate in order to provide a seamless leave for the employee, hence minimising any potential disruptions to the organisation (Inamdar and Abhi, 2020).
In terms of development, many professional development seminars and conferences are now accessible virtually. Therefore, the Marriot Hotel might invest in its workers by paying for them to attend. Knowledge and skills should be evaluated together at the Marriott Hotel. Managers should collaborate with their staff to identify employees' most marketable skills and areas of expertise. The employees at the Marriott Hotel need to be inspired to steer their own professional destinies. Encourage its workers to come up with distinct strategies for staying focused on their work (Singh, 2019). 
In the context of retention, when the Marriott Hotel wants to increase its retention rate, it has to do a better job of attracting and retaining its best workers. Now that the attraction and retention stages have run their course, we can assess how well they worked. For example, if the Marriott Hotel had been pickier in its initial recruiting, it would have been more likely to keep its most important employees. In order to keep a strong labour force at the Marriott Hotel, it is essential to establish and maintain positive relationships with all employees (Born and Kang, 2015).
According to the Zinger model, there are ten critical things that managers must do to keep their staff engaged. The pyramid shape of David Zinger's concept for encouraging staff participation is obvious. The relevance of employees' needs, such as happiness and a sense of purpose in their job, is emphasised, with an emphasis on outcomes. Each of the tiers of the pyramid represents an action that must be completed to increase employee enthusiasm at work (A Khairy, 2019).
For instance, the current level of employee engagement at the Marriott Hotel in the hospitality industry may be determined with the use of a survey. The questionnaire has to inquire about all the Zinger Model's critical components. This will provide a starting point for further development and highlight problem areas that need urgent action (Samantaray and Sahu, 2018). 
The findings of the survey should be analysed by Marriott Hotel to reveal emerging patterns and potential problems. In order to pinpoint the root causes of disengagement, it is important to do this study on both an individual and group basis. The survey and analysis findings should inform a strategy for increasing employee engagement at the Marriott Hotel. Each of the Zinger Model's critical success elements should have dedicated steps in this approach. The strategy must be put into action after Marriott Hotel has established it. It's possible that this may need new regulations and methods. Manager and staff training and development may also be a part of this (Jain et al., 2022). 
The Marriott Hotel should keep an eye on how things are going once the strategy has been put into action. Methods such as periodic surveys and discussion forums may help with this. It's important to make adjustments as needed to make sure the strategy is working and that engagement among workers is rising. Moreover, Marriott Hotel in the hospitality industry should keep staff updated constantly during the whole procedure. They should be updated on the process, survey and analysis findings, and any changes made to increase participation (Samantaray and Sahu, 2018). 

Summary 
In conclusion, the responsibility of human resources at the Marriot Hotel is to ensure that employees have everything they need to succeed in their jobs. This might help HR professionals who use technology for recruiting, in-house training, and internal communication. Gen Y is well-known for its focus on a balanced life outside of work. When workers care deeply about their job, give their all to it, and produce extraordinary outcomes that advance the organisation's goals, we say that they are engaged. The Marriot Hotel clearly cares about its staff members' advancement in their careers, as seen by its efforts to create a supportive workplace. For instance, a survey may be used to gauge the enthusiasm of the Marriott Hotel's staff in the hospitality business. All of the important parts of the Zinger Model should be covered in the survey. This will serve as a foundation upon which to build, as well as draw attention to any pressing issues that need immediate attention. For instance, a survey may be used to gauge the enthusiasm of the Marriott Hotel's staff in the hospitality business. All of the important parts of the Zinger Model should be covered in the survey. This will serve as a foundation upon which to build, as well as draw attention to any pressing issues that need immediate attention.
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