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Title: How to retain and engage employees throughout the employee lifecycle
In the competitive business market, it is a must for organizations to create a certain place in the market to achieve a competitive advantage so far. To ensure sustainability, it is mandatory for organizations to design their human resource which would help to achieve the competitive edge. The goal of this essay is to evaluate the human resource in terms of employee engagement and retention strategies so far. Here, the life cycle of employees would be evaluated to understand the importance of talent hiring, developing and retaining which are crucially needed for any organization. This essay would be evaluated in the context of Marriott Hotel to provide real examples.     
Human resources can be defined as a group of people who are working together to achieve a single goal from an organizational perspective so far. Human resources is considered the most valuable assists for any organization because, through this HR, it is possible for any organization to deliver a quality service to customers in the competitive business era so far (Jabbour and Santos, 2018). For this reason, the practice of human resources faces a high growth rate than other practices in the market. One of the main tasks of human resources is to manage and develop the talents that are highly needed to sustain (Buckingham and Vosburgh, 2021). Through HR, an employee turns into human resource because HR focuses on the development of employees through different programs so far. Here, talent management can be defined as the process of hiring, developing and retaining employees who are assigned to achieve the organizational goal so far. Marriott Hotel is one of the most successful hotels in the UK market and operating business in different countries. As it is a hotel chain and deals with customers directly, Marriott Hotel must ensure employees who are capable to handle the customers so far. For that reason, the development of talented employees is highly important for this company. Below, the role of human resources is evaluating that helps to develop and manage the talents which are needed to ensure sustainability so far (Boudreau and Ramstad, 2020).
The main role of HR is to formulate strategies that are directly related to talent management. Without a proper talent management strategy, the goal of human resource management cannot be achieved so far (Hiltrop, 2020). For that reason, strategy for talent management is considered the main task of HRM. And the talent management strategy must be associated with the ultimate goal and objectives of the organization (Collings, 2019). Besides that, the role of HR is to locate and hire the best-talented employees who are considered the assets of an organization so far. Job design is considered the primary activity which helps to attract and hire employees who are perfect for the job. In this regard, the HRM is responsible for developing such design and description for the job (Haslinda, 2019). Besides that HR develops and monitors talent management so that the activities of talent management are performed and carried out in the right way to achieve organizational goals as well as to ensure sustainability in the highly competitive market so far (Werner, 2021).     
Talent management can be defined as the process of hiring, training, developing and retaining employees who are responsible to achieve organizational goals and objectives. For this reason, talent management has become one of the most effective parts of human resource management (Blass and April, 2018).  In this process, an employee of an organization becomes a human resource and that leads to talent so far. Without proper application of human resource management, it is not possible for organizations to achieve organizational goals as well as to ensure sustainability so far. Below, the importance of managing and developing talent from an organizational perspective is illustrated for a better understanding (Collings and Mellahi, 2019). 
The ultimate goal of the organization is to achieve the goal with satisfied employees in hand (Scullion, Collings and Caligiuri, 2020). Because to achieve a goal, it is a must for an organization to manage the talent and provide maximum satisfaction so far. For that reason, employee satisfaction has become an important chapter for organizations that are dealing with customers directly (Turner, 2020). The practice of talent management backed by HR provides maximum employee satisfaction so far which is highly needed to achieve organizational goals in the competitive business market. 
The talent management also motivates employees through its different motivation practices so far. To make employees satisfied, it is a must for an organization to employ the best practice to motivate employees so far (Snell, 2021). Based on organizational nature and offering goods, management defined the motivation practice. Research shows that, the right application of motivational practice leads to up to 25% Productivity rate (Oladapo, 2021). The percentage is huge for companies that are dealing with customers directly so far. It ultimately helps to achieve organizational goals and objectives within the assigned time. 
Customers are the king of any organization so far. For that reason, understanding the customers are very important. Talent management helps employees to understand the customers in a better way. If employees as well as the company fail to understand the ultimate need of customers, it wouldn’t be possible for that company to provide goods that would satisfy the ultimate need so far (Anwar et al., 2021). For this reason, talent management backed by HR is very much important to understand the need of customers to satisfy and make them permanent customers. 
There are six steps in the employee lifecycle. Each one represents a unique function of the employee lifecycle (Cattermole, 2020). Below, the six functions of the employee lifecycle are indicated to have a clear view. 
The attraction, here, organizations create job offerings to attract the maximum number of candidates. Employees are attracted to the company mission, working space as well as on the company culture so far. Here, all the communication with the candidates is controlled to successfully create attraction (Nosratabadi et al., 2022).   
Recruitment is the second stage of the employee lifecycle. Here, employees are selected from a huge list of candidates so far. For that reason, this stage is considered the most important one for the companies. The job posting, application process and selection process are the stages of recruitment (Gladka, Fedorova and Dohadailo, 2022).   
In the onboarding stage, the now-hired employees know about the responsibilities they need to perform, the company goal to achieve as well as the company structure and code of ethics.   
The employees are trained to make them a resource for any company. Companies use different development programs based on the product or service type.    
Here, the job-switching tendency of employees is reduced through providing different facilities and applying the right motivational practice so far. Here, employee engagement is a must.     
It is the last stage of the employee lifecycle where it is believed that if employees feel good for a company they would not switch and if someone feels to switch, they can. The company also provides offers to rejoin the company if they want to do so (Verive and DeLay, 2021).     
Proper management of employees leads to the resource of the organization. Organizational performance basically depends on human resource management so far. And there is a strong relationship between the degrees of HR development the organizational performance. Recent research shows that organizational performance can be developed by up to 25% if proper human resources are applied so far (Becker and Gerhart, 2021). For that reason, organizations are seeking skilled employees who would help that organization to perform well in the competitive business world. Productivity can be increased with the help of human resource development so far. Below, the organizational examples of human resource development related to organizational performance are illustrated below.   
Marriott Hotel is conducting business in the UK market with a high success rate. The goal of this hotel chain is to provide maximum consumer service that is associated with customer satisfaction so far (Okoye and Ezejiofor, 2020). The price of hotel service of Marriott Hotel is compatibly lower than its competitors in the UK market. The main focus of Marriott Hotel is to manage and design its human resource in a way that would help this hotel chain deliver service in a better dimension so far. The performance of the employees of Marriott Hotel is remarkable and better than its competitive hotel chains as it is highly dependent on the ultimate performance of Marriott Hotel so far. From check-in to check-out, each and every action of the hotel is related to consumer satisfaction. The employee management strategy at Marriott Hotel is also supportive enough for the top-level management as it considers the decisions of employees and provides employees some power to take action as Marriott Hotel believes that its employees are talented for this company so far (Kalleberg and Moody, 2021). For that reason, this hotel chain is performing better in the UK market. Data shows that the employee management process which can be defined as talent management, helps Marriott Hotel to improve its employee performance by up to 20%. It basically defines the high productivity rate and it helps Marriott Hotel to achieve its goal in the market (Liu et al., 2021).       
Companies around the world are using HR to create a competitive advantage to have a better place in the market. Employee performance can be improved through the proper application of HR and talent management which is the main goal of many multinational companies especially the hospitality industry like hotel chains so far (Buckingham and Vosburgh, 2021). Marriott Hotel is such an organization that focuses on the development of talents so that the employees can achieve organizational goals in the UK as well as in other countries. Marriott Hotel is conducting business in the tourism industry. The tourism industry is one of the most sensitive industries that use HRM as a tool to create a special service for the customers in a way that creates a competitive advantage in the market and companies create a position in the mind of customers so far. Marriott Hotel is using this technique so far to create a position in the mind of customers (Guest et al., 2021). Every year, Marriott Hotel arranges a development program which helps this company to develop its talents and ensure a low employee turnover rate so far. This strategy of HR enables Marriott Hotel to design a better service platform for the customers as well as to perform better against competitors to ensure sustainability in the marketplace so far (Oladapo, 2021).  


As employees are a valuable resource of an organization, it is a must for organizations to hire and train employees to make their human resources so far. Organizations around the world are searching for skilled employees who are capable to achieve organizational goals and objectives. In this essay, human resource management has been evaluated for a better understanding of the role of HR in terms of talent management so far. Here, the lifecycle of employees has been evaluated to provide an inside view of the theory of HR management. The performance of Marriott Hotel is satisfactory as this hotel is considering HRM and talent management as a single way to design its workforce so far. 
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