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Introduction 
In this presentation, we will explore into Marriott's approach to attracting, recruiting, onboarding, developing, retaining, and separating employees. Understanding the significance of each stage in the employee journey is important for organisations like Marriott to promote a positive work environment and maximise employee satisfaction and productivity. Throughout this presentation, we will explore the strategies and practises employed by Marriott to improve the employee experience and create a supportive and inclusive workplace culture. By analysing each stage of the employee lifecycle, we can gain insights into Marriott's commitment to employee well-being and professional development. Let's begin by examining Marriott's strategies for attracting top talent (Taylor & Woodhams, 2012).
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Attraction 
Attracting talented individuals to join the Marriott team begins with the company's corporate culture and employer brand. Marriott is known for its emphasis on diversity, inclusion, and employee well-being, which serves as a magnet for potential candidates. By demonstrate its commitment to creating a supportive and inclusive work environment, Marriott attracts candidates who adapt with its values and mission. Additionally, Marriott utilises various strategies, such as targeted recruitment campaigns, employer branding initiatives, and partnerships with educational institutions, to attract a diverse pool of candidates from different backgrounds and experiences (Torrington et al., 2009).
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Recruitment 
Marriott employs modern recruitment processes and tools to reorganise the candidate selection process and ensure efficiency and effectiveness. Influencing technology, such as applicant tracking systems and online job portals, Marriott can reach a wider audience of potential candidates and manage applications more effectively. Furthermore, Marriott highlight diversity and inclusion in its recruitment efforts, actively searching candidates from unrepresented groups and providing equal opportunities for all applicants. By embracing innovative recruitment strategies, Marriott can identify and attract top talent that joins with its values and organisational culture (Friedman, 2012).
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Onboarding 
The onboarding process at Marriott is designed to welcome new employees and provide them with essential information, resources, and support to facilitate a smooth transition into their roles. New hires are introduced to Marriott's culture, values, and expectations through orientation sessions, mentorship programmes, and support networks. Additionally, Marriott ensures that new employees have access to the necessary tools, training, and resources to perform their jobs effectively from day one. By investing in a comprehensive onboarding process, Marriott sets new hires up for success and promote a sense of acceptance and engagement from the beginning (Gallagher, 2016).
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Development 
Marriott is committed to employee development and invests in various programmes and initiatives to help employees grow both personally and professionally. Through training programmes, mentorship initiatives, and career advancement opportunities, Marriott empowers employees to reach their full potential and achieve their career goals within the organisation. Performance reviews and feedback mechanisms are integral components of Marriott's development strategy, providing employees with valuable insights into their strengths and areas for improvement. By prioritising employee development, Marriott cultivates a culture of continuous learning and growth, benefiting both employees and the organisation (Horn, 2009).
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Retention 
Employee retention is a top priority for Marriott, given the competitive nature of the hospitality industry and the cost associated with turnover. Marriott employs various engagement strategies and offers competitive benefits to retain its employees and promote a supportive work environment. These strategies may include career development opportunities, recognition programmes, flexible work arrangements, and employee wellness initiatives. By creating a positive work environment where employees feel valued, supported, and engaged, Marriott can reduce turnover rates and retain top talent within the organisation (Marchington & Wilkinson, 2016).
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Separation 
The separation stage marks the end of the employee lifecycle, where employees leave the organisation for various reasons. Marriott try to ensure a positive experience for departing employees by conducting exit interviews, collecting feedback, and providing support services. By obtaining insights from departing employees, Marriott can identify areas for improvement and adjust, improve the employee experience for current and future ones. Additionally, Marriott focuses on transitioning employees out of the organisation with dignity and respect, maintaining positive relationships even after they leave the company (Murton et al., 2010).
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SWOT Analysis 
Strengths: Marriott's strong employer brand, diverse workforce, and robust retention strategies are key strengths that contribute to its success in attracting and retaining top talent. The company's commitment to employee development and engagement further strengthens its position in the market.
Weaknesses: Turnover in the hospitality industry and the need for continuous adaptation to changing market dynamics present challenges for Marriott in retaining its employees and maintaining a competitive edge.
Opportunities: Marriott has opportunities to innovate in its HR practises, expand into new markets, and capitalise on renewed trends in the hospitality industry to drive growth and success. 
Threats: Competition for talent, economic instability, and external factors such as regulatory changes and geopolitical tensions create threats to Marriott's ability to attract, retain, and develop its workforce effectively.
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Conclusion 
In conclusion, Marriott's approach to improving the employee lifecycle including various strategies and practises aimed at attracting, recruiting, onboarding, developing, retaining, and separating employees. By prioritising employee well-being, professional development, and engagement, Marriott creates a supportive and inclusive work environment where employees can thrive and succeed. Continuous adaptation and innovation in HR practises are essential for Marriott to address current challenges and capitalise on future opportunities in the dynamic hospitality industry (Van Dijk, 2019).
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