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An organisation always requires human and physical resources for its operation. Organisations have the greatest asset in the form of human resources; business transactions may not be affected. It confirms that the company is successively in the correct way presently, and the strategies are already set for the future (Alam et al., 2022).
A labour-concentrated industry is the hospitality industry; effective human resources management must be efficacious in the segment. An international chain of hotels, the Hotel Marriott has been achieving accomplishments in the industry. The achievement of the Hotel Marriott has been exceedingly recognised by its human resources management team. 
The history of the Hotel Marriot, 1927 Willard Marriott and his Bride, Alice, founded Marriott International. It was first named a “Hot Shoppe”, where they equipped the hot fast food; these items are served chiefly in winter. In 1953, the Marriott Company was registered as a public company. In 2002, the company sold its higher existing amenities to safeguard the new venture's success.
The essay discussed the role of human resources in managing and developing the talent of Hotel Marriott, the importance of managing and developing the skill of Hotel Marriott, and the employee lifecycle of Hotel Marriott with some examples, benefits, performance and practice industry.
Human capital for the virtuous of the company to combine the managers and the successful leaders are available for weakness and strength. The top-line managers maintain the roles of human resources development, which we denoted as an effectual team. In the human resources sector, Marriott International is apprehensive about the pioneers and their connection with their employers. The spirit serves as the company's human resources principle. The energy that the organisation requires to encourage their human resources team. Marriott International has a well-managed team of human resources that aims at emerging a coordinated team; it appreciates the superiority of the facility and the hospitality industry by the human resources is a vital benefit of the company. The human resources sector is liable for the welfare of the staff, and this sector is responsible for the planning, selection and recruitment, training and development (Araújo et al., 2022).
Human resources planning is an effort to predict what kind of employees are necessary, how many or will be required, and to what magnitude this request is expected to happen. Marriott human resources managers have the role of making agendas of defining the human capital to be used inside their company. The sector prepares with a discussion with appropriate sectors to create the human capital petition they have. Human resources planning is a constant procedure for a business operating in the hospitality industry. Human capital management is required to be superior for the seasonal business (Muzeyin et al.,2022).
Each element of Marriott (separation or section) organised its development strategies concluded the succeeding duo of years, and in the procedure, definite on the quantity of access near and executive staffs mandatory for the development. Take decision-making situations, existing accessibility of staff within Marriott and the requirement to recruit externally - all these were resolute throughout the planning process. Afterwards, the planning for the next stage is to publicity for posts. Publicity will be internal or external market. The last requirement is given in the advertisement and the period for application. They are arranged and shortlisted the candidates when applications have been expected. The method of interviewing and selection is different in every company, and it depends on the skills they want (Özdağoğlu et al., 2023).
In some companies, the interview is conducted orally and other ability test and in other, a grouping of the two; in Marriott, the interview process be contingent on the level of the post publicised. The recruitment and selection of suitable employees are the basis of any superiority-conscious firm. The professionals were recruited based on their experience, qualification and membership, which comes under the technical criteria; business and marketing skill and the aptitude to substitute consumer connection comes under applicable standards (Schneider, 2022).
 Marriott International is a company which is focused on the customer; Marriott is a consumer-centred company, and its revenues into explanation all these standards and reflects recruitment as the first phase of the retentive reliable, well-inspired and content staff. Technological changes demand knowledgeable and accomplished workers; the company must approach recruitment and selection to confirm that their employees match the existing technology. Throughout the interview, the board must ensure that they swot the applicant's strengths and weaknesses, which will support them in making the final decision (Singh, 2019).
Marriott International comprehends that an expert employee, like one extra fellow, has a partial customary of services that necessitate frequent advancement in the altering market strains and expertise stage. By informing these services consuming well-industrialised programs, specialised companies can guarantee that they prepare their operations with the services required to reply to upcoming commercial expectancy. Marriott International's management confirms that the workers are well-inspired (Stocker et al., 2022).
The operative requirement was assessed suitably to allow the human resources department to find the essential parts to be enhanced. Those who have achieved the organisation’s prospects should be compensated. Marriott International motivates the staff’s empathy they organise, and they should examine innovative applicants. Marriott international human resources executives confirm that he should comprehend sales individual skills and how to exploit them for the advantage of the business (Verma et al., 2022).
The importance of managing and developing the talent of Marriott International; the database starts with innovative employ alignment programs for all staff to confirm innovative operators have the services required to achieve efficiently. The database determines to bring together innovative workforces to the Marriott values, product, and their definite hotel. Marriott privileges to offer 15 minutes of training every day to every time operative. The training communicates the vital ability and information extents, i.e. gastronomic, lodgings process, acquiring that are vital for staffs to controlling in demand to do their occupations. The Entrances database is for time for the non-organizational team (Wühle, 2023). It is planned to train self-restraint services needed for specific situations. PR, sales, HR, loss prevention, IT, and finance are contributing restraints. Marriot executives contribute to the above 20 altered organisation training databases. Developments are trained by expert instructors, specialised professionals, and possessions established organisations. Further results are personality-focused, comprising internet-founded knowledge. Courses usually have 20-25 members and contain general collection communication, indicators-on accomplishments, pre-and post-test assessment, and exploit preparation. This is important to manage Marriott International and develop the talent for furthermore activities for the benefit and succession of Marriott International (Zarte et al., 2019). 
The employee lifecycle replicates the expressive alteration in company staff above period and the encouragement this has on their performance. The employee life cycle model has six phases, the first is attraction, and the last is separation.

The benefits of following the employee life cycle comprise:
Enhanced organisation for worker knowledge, the additional precise distribution of capital, 
developed retaining taxes, prospects for extra organised knowledge and growth decisions (Budzinski et al., 2022).

An organisation’s connection with a worker doesn’t start the instant when they attain at the workplace, and it doesn’t the same start when they emblem a service agreement or put on for an occupation. It frights the actual additional they are leading bare to the employer brand. Marriott International has the Authorization from existing or previous work supporters are irreplaceable. That’s why Glass Door is so general.  There are 2 in 3 job seekers are expected to apply for employment if the business enthusiastically achieves its owner trademark. It would be finest to reflect on how Marriott owner’s trademark expresses to applicants, how it supports them, and what it is like to work at the business (Araújo et al., 2022).

The strategy for employer branding will spread to the individuals who would be capable of employment. The marketing tactics of HR, i.e. segmenting units of the company's objective spectators, exploiting presentation advertising, and frequency tactics to influence the viewers are all valuable in the attraction stage of the employee life cycle.
The second phase of the employee lifecycle is recruitment. The outcome of accurate individuals to convey on organisational management, whereas provided that candidates with excessive aspirant experience, from almost knowledge about job openings to accommodating company’s proposal. Marriott International attracts candidates in different ways. Their aim for job ads will differ; they use social media to promote their opportunities. The company's ad would not appear similar as soon as the company's concentration is on further senior-level applicants (Cattermole, 2019).
It is vital to have a perfect and direct application process. The company's application process is petite and active by questioning for objective, sufficient information to control if a candidate succeeds for additional observation. The stages are mandatory; the expected candidates will appear in them all. The selection of the right candidate in an organisation is an important and fair decision for the company. 
Organisational onboarding procedures must be custom-made to every worker’s requirement to increase a compact empathy of what they must do and how they can be successful. The onboarding process would be uninterrupted, with other staff getting provision and direction as they change their characters. On the other hand, it is placing innovative hires, form-filling in demand and confirming HR compliance. In Marriott International, when the company appoints an applicant, they need to be appreciating the particulars of work in the Marriott International; once a hotel manager creates interactions with the workers, they are the moment for the employees and create adequate energy and resources than others (Clabeaux et al., 2020).
Onboarding and alignment amenities Marriott International is excellent and provides high-quality services. Marriott provides proper and specific technical training that supports every individual allowing their field and interest (Mosca et al., 2021).
In the development of Marriott International in human resource management, the manager confirms that he should recognise sales individual abilities and how to exploit them for the development and benefit of the business. Afterwards, entrance is complete, and training follows. To have a dynamic sales team, they must be passionate and embrace an optimistic approach at all phases. These will be achieved individually if the sales manager develops procedures to contribute passionately and optimistically to the group (Crane and Hartwell, 2019).
 In the development cycle, nobody excessively was always proficient without interest. The conceivable operations that can affect or encourage efficiency would be organised. Meanwhile, creating a virtuous sales individual includes instinctive character and development, training and growth must be finished uninterruptedly (Lyons and Bandura, 2022).
The staff come across Marriott International's aims and prospects; it develops critical for the business to understand that the teams also need their objectives that they need the chance. This is the phase in which several staff reflect on observing additional work if the present work is unacceptable. The human resource sector requirement originates with operational procedures expected to retain the staff (Kwon and Park, 2019).
Individual of these methods is to make the employed situation as contented as conceivable. Compensation and the prize of staff are other conducts that are used. Through reward or prize, company resources that the determinations of the worker are acknowledged. Marriott International remembers its team for blowing their aptitudes and knowledge. The variety of improved food value materials provides their client with an enhanced familiarity (Laatikainen and Ojala, 2023).
Separation is the last and final stage of the employee lifecycle. This is the separation of an employee or an employee’s departure. In the Hotel Marriott, the performance and capabilities of the employees are needed. This includes retirement, personal reasons and new employment. In this phase, the employee decided to move on. Marriott International always remembers what their employee left the things behind; the company sends those emails or cards during festivals and invites them to any celebration and function of the company (Lanke and Nath, 2023).
Some examples of team performance and best practices:
Preserve staff involved, Retentive aptitude, Emerging influence from inside, Dependable emerging and reentering of objectives, Perfect prospects and characters usually staff active in attaining goals, Dependable advice and training from executives (Heslina and Syahruni, 2021).
Finally, the essay’s conclusion is represented in the human resources of the employee lifecycle of Marriott International; the hotel is very effective and efficient compared to all the hotels and industries worldwide. Marriott has unique techniques and skills to promote their employees for the selection and recruitment process; they train their employees with new techniques and enhance their skills for future endeavours. The company is also in touch with new approaches to trends and technology.
The essay discussed the lifecycle of employees, like attraction, recruitment, onboarding, development, retention, and separation, in the role of human resources management and developing talent and their importance. 
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