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Organisations place a premium on employee engagement for several reasons. It measures how emotionally invested workers are in their work and the organisation beyond simple job happiness (Sun and Bunchapattanasakda, 2019). Employee engagement is important in the hospitality industry as in any other sector. Full-service hotels and resorts under the Marriott name are managed by Marriott International, with headquarters in Bethesda, Maryland.  Marriott hotels in the UK are among the few in the business that provide their specialised services. The hotel serves food and drink from restaurants, pubs, and cafés that are widely known throughout the United Kingdom.  Marriott conducts annual employee surveys to gauge the state of their company's culture, morale, and productivity (Wernick and Von Glinow, 2012). The purpose of this essay is to analyse the importance and advantages of employee engagement. Furthermore, the hotel's ways to engage employees throughout the employee lifecycle have been examined. An employee engagement model is incorporated, and employee engagement strategies have been discussed. 
The hospitality industry places a premium on employee engagement, making it an essential part of human resource management. Engaged workers are more likely to produce outstanding client experiences, which is crucial for the success of hotels, restaurants, and other businesses in the hospitality sector (Swarnalatha and Prasanna, 2013). Human resources departments in the hospitality business are responsible for finding and hiring qualified candidates. Human resources professionals need to seek applicants with the correct attitude, customer service focus, interpersonal skills, and the necessary skills and qualifications. Employee engagement can be increased by hiring people genuinely interested in providing excellent service (Chughtai, 2013). Human resources are involved in onboarding, which involves familiarising new hires with the company's norms and practices. 
A well-designed onboarding program can make new hires feel more comfortable and integrated from the start, leading to higher engagement levels. The hotel business is known for its high-stress levels and unpredictable work schedules (Dash, 2013). Human resources can aid employee engagement by emphasising work-life balance, providing access to wellness programmes, and dealing with workplace stress. Motivated and invested workers benefit from a well-balanced workplace. Employees are more likely to feel invested and enthusiastic when they have input into decisions that directly affect their work and the service they provide to customers (Jose, 2012). Human resources can set up channels for workers to share their thoughts and suggestions, boosting morale and a sense of belonging among staff members.
People born between Generation X and Generation Z are classified as members of Generation Y, often known as Millennials. These individuals are typically the offspring of Baby Boomers, having been born between 1980 and late 1990 (Kraus, 2017). Having grown up with computers and mobile devices, members of Generation Y are experts at using technology. Members of Generation Y are known for their entrepreneurial spirit. Many Millennials dream of working for themselves or launching their own business. They prefer to choose their schedules and pay, frequently pursuing freelance employment opportunities or starting their businesses (Queiri et al., 2015).
Compared to earlier generations, Millennials have a greater average level of formal education since a larger proportion of them have sought higher education. Their dedication to learning new things fuels their ambition for self-improvement. Generation Y is easily identifiable by the distinct traits that set them apart from older generations. They are a tech-savvy generation emphasising personal fulfilment, teamwork, and social responsibility because they desire meaningful employment (Evans et al., 2016). Organisations, teachers, and society at large would do well to familiarise themselves with these characteristics of Generation Y.
Marriott Hotels employs various strategies for engaging their employees throughout their lifecycle. For example, the TakeCare Movement is supported by Marriott management in several ways, including social media initiatives run by Marriott Careers on LinkedIn, Facebook, Twitter, and Instagram and regular internal messages that highlight associate welfare (Wickham, 2020). An example of a social programme that successfully increased employee participation was dubbed "Share Your Happy." In 2016, David's team encouraged staff members to submit personal high points and sources of motivation. Surpassing all expectations, his team sent over 27,000 pictures from 600+ locations worldwide (Lepla, 2016).
To maintain a devoted and enthusiastic staff and deliver exceptional experiences to guests, it is essential that Marriott hotels actively engage their workers at all stages of their employment (Inamdar and Abhi, 2020). Marriott International, one of the world's most successful hotel chains, recognises the importance of its people and the memorable stays they provide for guests. Engaging workers from recruitment through separation is essential for maintaining a committed and enthusiastic staff. Marriott's road to employee engagement starts with recruiting bright minds. The firm has to build a strong employer brand that emphasises its dedication to employee development, wellness, and diversity if it wants to be seen as an employer of choice (Maylett and Wride, 2017). Marriott can find employees who share its vision if it emphasises its commitment to its fundamental principles and its culture of inclusion. Careful wording of job postings highlights the value of a diverse and inclusive workforce. This guarantees that potential workers know Marriott's open-door policy from the beginning of their employment process.
The onboarding process is Marriott's first chance to connect with new hires. Through a thorough orientation programme, new hires need to be immersed in the company's core values, culture, and expectations (Robson et al., 2016). This procedure aims to instil a sense of pride and kinship with Marriott's rich heritage. A buddy system, in which more seasoned workers help train and teach newer ones, may boost morale and foster camaraderie in the workplace. Since growth is continuous, Marriott should provide individualised strategies for fostering advancement. A program like Marriott University can help workers improve their abilities and rise through the ranks. A more adaptable and invested staff may be achieved via cross-training personnel in different departments throughout the hotel (Perkins-Chavis, 2017). A culture of learning and development may flourish when workers are encouraged to try out new responsibilities.
Recognising and rewarding excellent achievement is crucial for retaining an engaged workforce. Marriott could institute an awards programme to honour exceptional performance. These might be presented as rewards, incentives, or public acknowledgement, and they foster an environment of gratitude and inspiration among employees (Wickham et al., 2020). Marriott needs to provide workers with a means to see themselves progressing in the firm to keep them interested over the long haul. Employees are more likely to go the extra mile when they know they are being considered for promotions.  Employee turnover is a fact of life in any organisation, but it can also be a rich source of information for development (Hassanein and Özgit, 2022). To learn more about why employees are leaving, Marriott may conduct exit interviews. Using this information, we can better understand where to invest our time and energy to increase retention. In addition, by establishing alumni networks or programs, Marriott will be able to keep in touch with its former workers and continue to reap the benefits of their knowledge and experience (Nyangwe and Buhalis, 2018). Marriott's image as an employer of choice can benefit from its continued success in maintaining strong ties with former workers.
In the hospitality industry, teamwork is crucial because of the importance of happy customers and excellent service. There are several ways in which hotels can benefit from increased employee engagement (Albrecht et al., 2015). For example, employees can be provided training and development opportunities to enhance their skills. Keeping lines of communication open and honest between upper management and employees is crucial. Maintaining a suggestion box or holding regular team meetings are all great ways to make employees feel like their opinions matter. In addition, allowing for shift trading and vacation days might help workers find a better work-life balance. Keeping your life in check can help you avoid burnout and feel better (Kumar and Pansari, 2016). Companies need to ensure their staff is well-versed in the hotel's values and vision, as well as how they can make a difference in guests' lives. Workers are more invested in their jobs when they understand how their efforts fit into a greater whole. 
Engaging employees provides various advantages for businesses. Employees who are enthusiastic about their work are more inclined to go above and beyond for customers (Aliane et al., 2023). Returning guests and word-of-mouth advertising benefit hotels when guests are pleased with their stays. An engaged workforce is less inclined to defect to a competitor. When turnover is low, the hotel can avoid spending money on hiring, training, and orienting new staff members. Hotels that provide exceptional service and foster a positive work atmosphere are more likely to succeed in the long run. When employees are invested in their work, it shows in the company's culture (Cao et al., 2023). Potential employees and visitors will be more attracted to a company with a positive culture, and current employees will have a greater sense of pride in their jobs.
An effective way to comprehend and improve employee motivation and satisfaction is to incorporate Maslow's Hierarchy of Needs into an employee engagement model. According to the paradigm, people have a hierarchy of wants that extends from more fundamental physiological requirements to more advanced desires for self-fulfilment (Soni, 2016). At the bottom of his hierarchy, Maslow ranked physiological needs, including necessities like food, shelter, and sleep. Ensuring the safety and comfort of staff is of utmost importance in the hotel sector. Hotels can offer their personnel well-maintained amenities, rest places, and employee cafeterias to address their fundamental requirements. This need is also satisfied by reasonable pay and scheduled food breaks (King-Hill, 2015). Employees may concentrate on their jobs with a sense of security when they know their physiological demands are satisfied.
The next level is safety needs, including a supportive work environment, physical safety, and job security. This translates into the hotel sector enacting strict safety protocols, providing safety training, and providing perks like health insurance. Workers ought to feel comfortable in their positions and certain of their employment stability. Their engagement and motivation are based on this sense of security (Fallatah et al., 2018). The sense of community and belonging is at the centre of Maslow's hierarchy of requirements for social needs. A strong sense of camaraderie and teamwork among staff is essential in the hotel sector. To foster these relationships, hotels frequently plan social gatherings, team-building exercises, and open lines of communication (King et al., 2020). Employees are more engaged and motivated at work because they feel like they are a part of a community that supports them.
Recognition and appreciation for one's efforts characterise the esteem needed. Recognition programs, consistent feedback on performance, and opportunities to learn and grow are all essential in the hospitality sector (Macauley, 2015). To attract and retain talented employees, hotels should foster an environment that values and rewards hard work. Employees' sense of worth is nurtured, and performance is boosted when promotions come from within the company. Self-actualisation, which is about development, independence, and purposeful activity, is at the top of Maslow's hierarchy. Positions that allow workers to develop their full potential are highly sought after in the hospitality business. Strategies that can help employees realise their potential for self-actualisation include allowing them to take on tough initiatives, providing opportunities for professional growth, and making decisions with minimal oversight (Singh and Behera, 2016). One way to meet this demand is to encourage staff participation in imaginative projects to enhance guests' experiences, such as developing novel approaches to provide custom services.
It has been evaluated that an organisation's ability to provide consistently excellent service and develop devoted repeat customers largely depends on how invested its staff is in its success. These goals and the performance and reputation of hospitality firms rely heavily on the efforts of human resources professionals to foster employee engagement. Marriott Hotels strives constantly to keep its workers interested and involved throughout their employment. Incorporating Maslow's Hierarchy of Needs into an employee engagement model provides a multifaceted strategy for inspiring and rewarding workers in the hospitality sector. The key to creating a highly engaged and motivated staff is to recognise and meet the needs of all employees. Employees are more likely to be invested and provide outstanding service to visitors when their basic needs are addressed, and they are given possibilities for growth and self-fulfilment.
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