
Employability Framework – Employer engagement case study – The Marriott model

Background

The Glasgow Employer Coalition, part of the National Employment Panel, approached the Marriot hotels in Glasgow, Edinburgh and Dalmahoy with a view to increasing the number of unemployed people moving into vacancies in the hospitality sector.  The Panel aims to increase opportunities for disadvantaged and unemployed people to gain productive employment and to recommend effective and innovative ways of ensuring that programmes are responsive to the changing needs of the labour market.  One of the principal means of achieving this is by engaging employers as key partners in the design and delivery of welfare to work activities. This demand-led approach is the fundamental principle underpinning the Marriott model. 

Aims & Objectives

The Marriott hotels work closely with Jobcentre Plus in recruiting the clients on to the Marriott programme, for which it provides in-house on the job training with clients entering employed status from day one.  Hence clients are able to feel confident that they are not just on another training course.  The Marriott acts as both training provider and employer and hence is able to design the programme from start to finish.  This is a win-win situation both for the Marriot and the client since by recruiting disadvantaged clients the Marriott is filling vacancies within a tight labour market and at the same time giving opportunities to those who may otherwise not benefit from them.  Clients receive in house training such as help with their communication skills, customer service skills, confidence building, literacy & numeracy skills and other technical/specialised skill such as kitchen duties to enable them to carry out their duties effectively.    

Successful Outcomes

The Marriott model has been very successful and has had a retention rate of 61% and 70% of clients in employment in the first and second year respectively.  Success of such impressive scale can be attributed to:

· Employer designing and delivering programme from start to finish;

· Specific on the job training and mentoring;

· Clients helped with their soft skills;

· Good partnership working; and

· Persevering with the clients to help them settle into their new environment.

Case Study

For the first two years, since September 2002, the Marriott received funding for the programme which allowed an in-house mentor to be appointed who supported the clients to settle in, since these clients do not do so as easily as others.  The Marriott model has been successful at engaging disadvantaged clients due to its clear plan of action, strategy and a developed mentoring scheme.  However, this intensive on-the-job training and support means that after 6 months in the post, clients’ retention rates also increase.  In effect, by nurturing them an employer can expect success but a great deal of patience is also required.  The success of individual clients has meant, through word of mouth and personal success stories, that other family members or associates of the disadvantaged clients engaged have also come forward for employment to the Marriott.  Individual success stories can and do make a difference in helping other disadvantaged clients.  Furthermore, taking on disadvantaged clients has also helped the Marriott to clear up misconceptions that may exist.  This is evidenced by the fact that many lone parents in the Glasgow Marriott work full time, who were traditionally thought of as applying for part-time work only.  

This case study has been compiled from the information provided by the Marriott.  For further information please contact:

Patricia Rainey

07789 500 757, patricia.rainey@marriotthotels.com 





