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The essay aims to examine how to retain and engage employees through the employee lifecycle in the Marriott Inn Hotel. The following essay will be researching different types of strategies, approaches, theories, and practices implemented by the hotel to retain its employees and create an engaging environment. Also, the essay will be explaining the role of human resources in managing and developing talent including the importance of managing and developing talent in Marriott Inn Hotel. Besides, there will be a discussion and explanation of the employee lifecycle, including different stages of the model with specific examples to support the findings. Lastly, there will be illustrations which could benefit the team and organisational performance including best practice industry examples. Overall, the following report will be explaining the most appropriate procedure to retain and engage employees at Marriott Inn Hotel.
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Human resources (HR) play a vital role in managing, retaining, influencing, and maintaining talented employees at Marriott Inn Hotel which helps the company employ the most talented workforce for their operations (Doherty, 2018). Marriott Inn Hotel is the world’s biggest and largest hotel chain, with over 135,000 employees operating continually to simplify and provide the best satisfactory experience to its visitors. The hotel has over 8,495 locations worldwide with a net income rate of £1.88 billion (Marriott, 2023). So, this indicates business profitability and the employment rate is higher than other competitors in the market. Here, Marriott Inn Hotel has a productive, intelligent, and systematic HR department to manage all the HR-related activities during the hotel operations. The human resource management (HRM) team of Marriott Inn Hotel organises hiring and recruiting top talent. There is a 3-hour exam every employee has to face before their interviews to show their expertise and share their previous experiences with the HR team (Cooper, 2019). The hotel HRM hires employees who have previous experience in a professional background. Afterwards, a 2 monthly training and development program is held by Marriott Inn Hotel HRM where the already talented employees experience their skills and knowledge in a realistic context. Those who are lacking or are uncertain in their ability or expertise will educate themselves further for becoming more effective with their professionalism during their operations. Then the HRM manages employee performance by monitoring their activities and evaluating their performance figure. Besides, employee attendance, productivity, critical thinking ability, problem-solving capability, and level of performance are measured by the HRM before taking them in further developing training (Gilbert and Georgiou, 2018). Giving employee career opportunities is another aspect that helps to maintain talented employees. The Marriott Inn Hotel HRM organises further training programs for employees on a monthly and annual basis for continuous growth and performance development of the hotel staff. Combining all the facts, these are the core role of Marriott Inn Hotel HRM to manage and develop talent for efficient operations.
Managing and developing talent is the most important aspect for businesses to maintain productivity, performance, and profitability. At Marriott Inn Hotel, over 1.5 million visitors are engaging across all locations worldwide (Huijbregts, 2021). So, the hotel maintains its workflow and focuses on managing and continues developing talented employees. This gives an extraordinary advantage to the hotel to give optimistic and rapid services to its customers. Besides, all the employees behave positively with guests and always try to maintain a joyful vibe in front of visitors which makes them more satisfied with the service. Organising talent development programs for further skill development and monitoring employees’ performance growth and workflow creates a strong and supportive ambience. Here, as the customers are satisfied with the service, they visit the hotel chain often and no matter where they travel in the world, every time they choose the Marriott Inn Hotel chain for their hospitality services (Innocenti, Pilati and Peluso, 2019). This indicates higher customer engagement and this influence in better operations and greater service offerings for the customers. Eventually, all the drives Marriott Inn Hotel increase business profitability and create a positive brand image in global standards which facilitates the business to attract more visitors.
In addition, the employee lifecycle is the most effective and appropriate strategy followed by the Marriott Inn Hotel HRM team to retain and engage employees for the long term. Here, the hotel utilises the six stages of the employee lifecycle strategy to retain their employees and give them enough opportunity to succeed in their lives (Jenkins, 2019). At first, the Marriott Inn Hotel HRM team starts with the attraction phase where the company attracts top talents that have previous experience in the tourism and hospitality industry in particular. The attraction phase facilitates the hotel to illustrate the job offerings, wages, career development opportunities, bonuses, work-life balance, and flexible hours to attract a wider range of employees to operate the business effectively. Afterwards, the requirement phase is the second stage which refers to finding the most suitable employees for the demanding position in the hotel. Choosing employees who have precise skills, knowledge, and previous experience in the job sector have the opportunity to illustrate their expertise (Kwon and Park, 2019). Job designation, application process, and selection process occur during the phase where the most skilled and talented staff are selected. This phase properly defines wages, job roles and responsibilities, working hours, and the number of wages and extra income possibilities the hotel staff will get during their operations. Moreover, in the onboarding stage, new hires face pre-boarding moments at first. They dress up, share contracts, and engage with their teams for further instruction. The first day at work might occur in some critical situations but new hires check-in and adjust all the guidelines effectively to stay confident and maximise their potential for the role. Marriott Inn Hotel is one of the largest hotel chains in the world and there are diverse types of visitors engaged from different parts of the world. So, they have dissimilar tastes, requirements, desires, and needs which need to be fulfilled by the hotel staff. Here, in this stage, employees get a clear chain of command and orders from higher management authorities which gives a proper overview of the activities needed during their operations. Besides, Marriott Inn Hotel continuously monitors and checks all new hires’ activities during their operations to evaluate time to productivity and new hire satisfaction (Nagendra, 2021). Measuring employee productivity benefits the hotel by having proper information about their ability to perform in high-performance work culture and areas of development in further programs. Also, evaluating their job satisfaction helps to identify the most appropriate procedures to maintain employee productivity and performance for the job. Next, in the development stage, Marriott Inn Hotel new hire employees get monthly events, annual skill development proceedings, and weekly skill monitoring department for developing their existing skills and learning new skills and expertise for their career growth. The development stage helps to increase employee productivity and performance levels by improving their skills and ensuring employees feel valued in their job designation and the part of their duty. Furthermore, the retention phase is considered the longest part of the employee lifecycle model which engages employees to keep them on board. There are different types of ways for employee retention but Marriott Inn Hotel focuses on three key elements which include – technology, culture, and physical environment (Norris, 2021). In the technological site, the hotel continuously simplifies the operational activities by making the company actions focus on more digitally oriented procedures. As per Jenkins (2018), a recent study in the Harvard Review illustrated that 258% of the employees are more engaged in their work whereas only 78% wanted to leave for adopting too much technological advancement in their job which might threaten their existence in the job position. However, Marriott Inn Hotel focuses on technological advancements like artificial intelligence technology for its website operations. Besides, company HRM has software which is connected to the CCTV system of the hotel to monitor employee activities. Further, hotel employee management, inventory management, raw materials organisation, and all sorts of activities are completed using software built using blockchain technology which creates a simple form to monitor all sorts of activities occurring in the server. So, rapid problem-solving and support for hotel staff are available to give optimistic sustenance to the staff (Parker, 2019). Moreover, communication, collaborative work culture, and monthly employee recognition help increase satisfaction and retention, creating an optimistic physical space for the employees to work effectively and grow their skills and expertise in the criteria. Lastly, in the case of the separation stage, Marriott Inn Hotels wanted to create an overwhelming and optimistic scenario when its employees leave. The hotel organises an existing interview to gather the experiences and opinions of the employees while operating in their roles to develop work standards further. Besides, a character certificate is provided to value their contributions to the hotel which the employee later can utilise for getting another job to validate their previous experience in a similar job sector (Potting, Curran and von Blottnitz, 2019). Overall, the following employee lifecycle strategy facilitates Marriott Inn Hotel’s hiring of talented employees, maintaining their performance, giving them job satisfaction, and the opportunity for career growth which eventually helps the company to retain and engage employees through the employee lifecycle.
For benefiting teams and organisational performance, continually motivating employees must be the most effective and appropriate procedure to improve their productivity and performance figures. Here, the AMO Model will be suitable for Marriott Inn Hotel HRM’s motivation to improve their team performance and organisational growth (Swarr, 2023). The AMO Model starts by giving the ability to employees in a way of autonomy and decision-making. Autonomy increases the sense of belonging from the employee’s perspective where they can be involved in crucial decision-making during their operations. Besides, motivation like rewards and performance-based financial incentives will inspire employees to develop and retain their productivity to illustrate their contribution to the company. Financial bonuses and additional wages are the most effective procedures to increase employee motivation and performance increment for their duties. Finally, the opportunity will increase their chance to be involved in more critical tasks to maximise their potential for the company which eventually increases their performance and ability to work effectively. Also, this increases their chances of future growth in the same sector by having appropriate opportunities and support from Marriott Inn Hotel.
In the UK, the hotel industry is one of the most profitable and active businesses that contribute to the UK economy by creating job opportunities, treasuring foreign currency, and increasing foreign investment (Zheng et al., 2021). So, there is a massive dependence on this sector for most of the citizens and the government authorities to maintain their economic flow. The hotel industry focuses on making hospitality services affordable, unique, flawless, enjoyable, profitable, and effective for continued growth in the industry. For example, Premier Inn is the direct competitor of Marriott Inn Hotel which both operate a large number of hotels in the UK. Premier Inn always focuses on hiring the most talented employees and creating an optimistic, inspiring, equal, profitable, and satisfactory job environment for each of the employees. Besides, treating all the employees under the national rules and legislation also helps to maintain a positive work environment which can also be followed by Marriott Inn Hotel to maintain work ethics during operations.
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To conclude, the following essay examines different types of strategies, models, and approaches that are followed by Marriott Inn Hotel to maintain its employee’s workflow and performance growth. Besides, following the employee life cycle model facilitates the company in engaging talented employees, developing their existing skills, and giving them ultimate job satisfaction during their onboarding circumstances. Furthermore, there is information that indicates how the company maintains its career development activities for its employees and how the activities influence employees to work with the company for a long period. Also, the AMO Model is an effective tool which benefits teamwork and improves organisational performance. Lastly, industry examples indicate the contribution of the hospitality industry to the UK economy and some steps needed to be considered by Marriott Inn Hotel for effectiveness and more business profitability in the industry.
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