


Retaining and engaging employees throughout the employee lifecycle is crucial in managing and developing talent within the hospitality industry, particularly in large hotels (EHL Insights, 2021). The Human Resources (HR) department plays a vital role in implementing effective strategies and practices to attract, nurture, and retain talented individuals. The importance of talent management is emphasized in this essay, which also examines the function of HR in managing and growing talent. It also examines the various phases of the employee lifecycle, including recruitment, onboarding, development, retention, and separation. It will look at how three well-known hotels—Marriott International, Savoy London, and Langham London—address these issues. Again, it will be explored that how Kurt Lewin's 3 Stage Model, Maslow's Hierarchy of Needs, and The Kubler Ross Change Curve theory reflects How to retain and engage employees throughout the employee lifecycle in UK (Hawkins and Bohdanowicz, 2011). 
Retention refers to the ability of an organization to retain its employees over a prolonged period. It involves creating a positive work environment, offering competitive compensation and benefits, and providing opportunities for growth and development to ensure employees remain committed to the organization.
Marriott International focuses on creating a positive work environment and offers competitive compensation and benefits, emphasizing employee development and growth opportunities (Hassan and Kennell, 2023). Savoy London prioritizes employee well-being and work-life balance, providing flexible arrangements and comprehensive health and wellness benefits. Langham London values employee retention by fostering a positive workplace culture, offering competitive compensation, recognition programs, and opportunities for growth and development. All three establishments recognize the importance of employee retention and implement strategies to retain their talented workforce.
Employee engagement is the term used to describe the emotional passion, motivation, and commitment that employees have to their jobs, the company, and its objectives (Harri, 2021). Engaged employees contribute their best efforts, resulting in increased productivity, improved customer satisfaction, and reduced turnover rates.
Marriott International, Savoy London, and Langham London all prioritize employee engagement by implementing various strategies. Marriott fosters open communication and a sense of belonging, while The Savoy promotes empowerment and collaboration. Langham emphasizes recognition and growth opportunities. These establishments recognize that engaged employees contribute to a positive work culture and deliver exceptional service to guests. By valuing employee feedback, providing training and development, and celebrating achievements, they strive to create a motivated and engaged workforce.
So, Marriott International, Savoy London, and Langham London recognize the importance of employee retention and engagement throughout the employee lifecycle. They implement various strategies to create positive work environments, offer competitive compensation and benefits, provide opportunities for growth and development, and foster a sense of engagement and belonging (shortyawards.com, 2021). By prioritizing retention and engagement, these establishments aim to maintain a talented workforce committed to delivering exceptional service and achieving organizational success.

Kurt Lewin's 3 Stage Model, also known as the unfreeze-change-refreeze model, offers valuable insights into managing change and can be applied to retaining and engaging employees throughout the employee lifecycle (Malik, 2022). This essay explores how each stage of the model relates to talent management and employee engagement in the context of three renowned establishments: Marriott International, Savoy London, and Langham London.
Kurt Lewin's 3 Stage Model provides a framework for effectively managing change and can be applied to retain and engage employees throughout the employee lifecycle. The unfreeze stage involves creating a mindset shift and identifying areas for improvement, while the change stage focuses on implementing necessary changes to enhance talent management and employee engagement (HR Magazine, 2019). Finally, the refreeze stage ensures the changes are embedded into the organizational culture for long-term sustainability. Marriott International, Savoy London, and Langham London each demonstrate unique approaches in applying the model, such as conducting employee surveys, enhancing development programs, and fostering a supportive work environment (Unesco.org, 2021). By implementing this model, these establishments strive to create positive and engaging workplaces that promote employee retention, engagement, and organizational success.
Maslow's Hierarchy of Needs offers valuable insights into retaining and engaging employees throughout the employee lifecycle at Marriott International, Savoy London, and Langham London (McLeod, 2018). By addressing employees' needs at each level of the hierarchy, these establishments can create a supportive and fulfilling work environment.
At the physiological needs level, Marriott International ensures employees' basic needs are met through competitive compensation and benefits. Savoy London focuses on providing a safe and healthy work environment, while Langham London offers fair work schedules. And moving to safety needs, all three establishments prioritize job security, physical safety, and a stable work environment. They offer opportunities for professional development and growth, ensuring employees feel secure and engaged in their roles. Then To fulfill belongingness and love needs, Marriott International, The Savoy London, and The Langham London foster a sense of community through teamwork, collaboration, and social interaction. They implement recognition programs, team-building activities, and mentorship initiatives to enhance employee engagement (Taylor, 2002). After Addressing esteem needs, all establishments provide opportunities for employees' professional growth, advancement, and skill development. They offer training programs, career progression pathways, and recognition systems to make employees feel valued and respected. Finally, at the self-actualization level, Marriott International, Savoy London, and Langham London encourage personal growth and the realization of employees' full potential (Webmaster, 2019). They offer challenging and meaningful work, promote innovation and creativity, and support employees in achieving their career goals.
By incorporating Maslow's Hierarchy of Needs into their talent management strategies, these establishments create a work environment that fulfills employees' needs at all levels of the hierarchy. This approach enhances employee retention, fosters engagement, and ensures a positive employee lifecycle experience.



The employee lifecycle is a vital aspect of talent management at Marriott International, Savoy London, and Langham London (ukhsa.blog.gov.uk, 2019). It encompasses several stages that are critical for attracting, developing, and retaining employees.
The first stage is attraction, where the hotels aim to attract top talent by effectively communicating their unique features, benefits, and growth opportunities (Armstrong and Taylor, 2017). This involves showcasing the hotels' distinctive qualities and creating an appealing employer brand.
Recruitment is the next stage, where HR teams carefully select candidates who align with the organization's values and requirements. This process involves assessing qualifications, skills, and cultural fit to ensure the right individuals are brought on board.
Once hired, the onboarding stage becomes crucial in providing new employees with a smooth transition and a positive first impression. HR facilitates comprehensive onboarding programs that familiarize new hires with the hotels' policies, procedures, and expectations. This stage sets the foundation for a sense of belonging and engagement from the very beginning.
The development stage focuses on continuous learning and growth opportunities. The hotels invest in training programs, skill enhancement initiatives, and career progression pathways to nurture employee talent and enhance their engagement and commitment to the organization (Sharp Emerson, 2022). This stage ensures that employees can thrive and develop their skills within the hotels.
Retaining employees is a key objective for these establishments. To achieve this, they prioritize creating a supportive work environment that values employee well-being, offering competitive compensation and benefits, and providing opportunities for advancement (Hildebrand, Bust and Mattsson, 2020). By recognizing and rewarding employee contributions and fostering a positive and inclusive workplace culture, they strive to retain valuable talent.
Lastly, the separation stage occurs when an employee leaves the organization. This stage is managed by conducting exit interviews and gathering feedback to identify areas for improvement and enhance future talent management strategies. This feedback is crucial in addressing any potential issues and continually improving the employee experience. By effectively managing each stage of the employee lifecycle, Marriott International, The Savoy London, and The Langham London can attract, develop, and retain top talent, fostering a skilled and engaged workforce that contributes to their success.

And The Kubler Ross Change Curve theory, which describes the emotional journey individuals undergo during significant change or loss, can offer valuable insights for retaining and engaging employees throughout the employee lifecycle at Marriott International, Savoy London, and Langham London (Reiling, 2022). In the recruitment and onboarding stage, employees may experience denial or resistance to change, necessitating clear communication, realistic expectations, and comprehensive onboarding programs to ensure their retention and engagement. During the learning and development phase, employees may encounter anger due to challenges or lack of support, requiring ongoing learning opportunities, constructive feedback, and a supportive work environment for their retention and engagement. In the advancement and promotion stage, employees may enter the bargaining stage, seeking better opportunities or recognition, emphasizing the importance of transparent career progression paths, growth prospects, and fair compensation packages for their retention and engagement (Kovačević, 2019). Setbacks, changes, or personal challenges may lead employees to the depression stage, necessitating support, empathy, resources for well-being, and open communication to retain and engage them. Finally, when employees reach the acceptance stage, their retention and engagement can be ensured by recognizing their achievements, offering continued growth opportunities, fostering a positive work culture, and aligning their work with their values and aspirations. By comprehending and addressing employees' emotional responses throughout the employee lifecycle (Leaders to Leader, 2014), these organizations can develop effective strategies for retention and engagement, leading to long-term satisfaction and productivity.
Retaining and engaging employees throughout the employee lifecycle offers significant benefits to both the team and the organization (Radley, 2022). Engaged employees are more motivated, productive, and committed to delivering exceptional service, resulting in improved team performance and higher levels of customer satisfaction. Numerous industry examples showcase best practices in talent management and employee engagement. Leading hotels like Marriott International, Savoy London, and Langham London have successfully implemented effective strategies to foster employee engagement. These practices include:
Training and Development Programs: These hotels prioritize continuous learning and provide employees with opportunities for skill enhancement and professional growth (Marriott, 2017). Through training programs, employees can expand their knowledge, acquire new competencies, and stay updated with industry trends.
Wellness Initiatives: Recognizing the importance of employee well-being, these hotels implement wellness initiatives to support the physical and mental health of their workforce. This can include access to fitness facilities, wellness programs, and initiatives promoting work-life balance.
Career Advancement Opportunities: To retain and engage employees, these hotels establish transparent career progression pathways. They provide clear guidelines and opportunities for employees to grow within the organization, whether through promotions, lateral moves, or cross-functional projects.
Employee Recognition Programs: Recognizing and appreciating employees' contributions is crucial for employee engagement. These hotels have implemented employee recognition programs that acknowledge outstanding performance, milestones, and achievements. This fosters a culture of appreciation and motivates employees to continue delivering their best.
By implementing these best practices, Marriott International, The Savoy London, and The Langham London have created positive work cultures that prioritize employee engagement. These practices contribute to higher levels of job satisfaction, employee retention, and ultimately enhance the overall performance and success of the organizations.
Finally, it can be said that the effective management and development of talent throughout the employee lifecycle are vital for large hotels like Marriott International, Savoy London, and Langham London. HR departments play a crucial role in attracting top talent, retaining employees, and fostering engagement throughout their journey within the organization (Mulligan, 2022). Through this exploration, it is identified key findings and best practices. Employee engagement is essential for productivity and customer satisfaction, and it can be fostered through open communication, recognition programs, and a positive work culture. Understanding Maslow's Hierarchy of Needs allows organizations to address employees' diverse needs at each level, from basic physiological requirements to self-actualization. Furthermore, recognizing the emotional responses employees may have during significant changes or losses, as described by the Kubler Ross Change Curve theory, can help organizations support their employees effectively during transitions and maintain their engagement and satisfaction. And the examined hotels have implemented best practices in talent management and employee engagement, including training and development programs, wellness initiatives, career advancement opportunities, and employee recognition programs. These practices contribute to a positive work culture, employee satisfaction, and retention. So, in the competitive hospitality industry, the effective management of talent is crucial for sustained success. By implementing strategies that prioritize employee engagement, well-being, and growth, hotels can enhance team performance, customer satisfaction, and ultimately achieve their organizational goals. Finally, by understanding and implementing the concepts and best practices explored throughout this analysis, large hotels can create an environment that attracts, retains, and engages top talent, positioning themselves as industry leaders and delivering exceptional guest experiences.
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