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Introduction
Ensuring the retention and engagement of employees at every stage of their employment is an essential priority for organisations that aim to achieve sustained success. According to Johnson (2023), as talent management practices become more important, organisations must adopt effective strategies to attract, develop, and retain skilled individuals who can contribute to their success. This essay will examine the significance of retaining and engaging employees and the various approaches organisations can use to cultivate a constructive and satisfying work environment at every stage. This essay aims to emphasise the importance of employee retention and engagement in achieving organisational success. Additionally, practical recommendations will be provided to help organisations establish a supportive work environment for employees at every stage of their employment. By implementing these strategies, organisations can develop a skilled and adaptable workforce that fosters innovation, efficiency, and sustainable growth.


















The Role of Human Resources in Managing and Developing Talent
Managing and developing talent within organisations is a critical function fulfilled by Human Resources (HR). As talent management becomes increasingly crucial, HR professionals are responsible for recognising, recruiting, retaining, and nurturing skilled individuals who can make valuable contributions to the organisation's achievements (Elrayah and Semlali, 2023). An essential responsibility of HR in talent management is to execute efficient recruitment and selection strategies. In his 2021 study, Buchanan qualitatively analysed Generation Z's impact on corporate culture. The study emphasises the importance of HR adapting its recruitment strategies to effectively attract and engage this emerging generation. HR can effectively reach potential talent and create a positive employer image by utilising social media communication and employer branding strategies (Suikkanen, 2010). After talent has been onboarded, HR plays a critical role in promoting employee engagement and retention. According to Holbeche (2023), it is crucial to prioritise the creation of an engaged workforce, which can be accomplished by implementing effective talent development initiatives. Implementing efficient talent development programmes is essential for creating an engaged workforce, as stated by Holbeche (2023). Çakir and Doantan (2023) and Elia et al. (2017) state that HR experts may construct practical training and development programmes to increase workers' competence. According to Elrayah and Semlali (2023), these initiatives may improve productivity, morale, and work satisfaction. In order to foster the growth of talent through time, Gladka et al. (2022) advocate that human resources embrace the idea of the employee life cycle. This method considers workers' experiences while employed, from initial hiring through final separation. In doing so, it highlights the value of HR's involvement at critical junctures. In 2006, Verive and DeLay proposed using data-driven criteria to help HR practitioners evaluate the value of talent management projects and make more educated choices.
The HR department has to take action to address the issues that come from remote employment. In his dissertation, Johnson (2023) emphasises the need to create a community among distant workers. According to Meyer (2023), HR departments can keep workers interested and connected by using digital tools and project practices. Social media communication is critical for keeping employees engaged and motivated (Labban and Bizzi, 2023) to keep a competitive advantage. Departments tasked with managing human resources must keep the global economy and its problems in mind. Elyakova et al. (2023) stress the need to establish sustainable talent management practices to meet the difficulties of global concerns. Elrayah and Semlali (2023) argue that HR may aid in sustainable growth by using total compensation techniques that boost long-term performance and morale. Human resources play a critical role in the organisation's success by managing and cultivating its talent. Using the employee life cycle approach, increasing employee engagement, addressing the difficulties of remote work, and thinking about sustainable development are all ways in which human resource professionals may create a competent and resilient staff that supports organisational success. Regarding human resources' ability to manage and develop people, Marriott International is a model company. To build a team of experts, the organisation employs recruiting and selection tactics aimed at drawing in top talent from all over the globe. Marriott provides its workers with various training and advancement opportunities once they have joined the company. This allows them to develop professionally and opens doors for advancement inside the firm. Company initiatives like the "Spirit to Serve" programme show the firm's commitment to employee engagement. The curriculum is designed to provide workers with a sense of community and meaning in their work. Marriott's dedication to advancing diversity, equality, and inclusion indicates the company's emphasis on sustainable personnel management. Taking this tack helps create a welcoming environment at work by appreciating and celebrating the many ways in which its people think and live.
The Importance of Managing and Developing Talent
Companies that wish to thrive in today's competitive business environment must invest in the management and development of their employees. Companies, according to akr and Doantan (2023), need to use efficient methods of talent management in order to attract, retain, and develop talented employees. Strong personnel management techniques help businesses uncover and nurture the individuals with the most potential to drive innovation, boost productivity, and secure the company's future. Marriott International is a great model for an organisation that values employee development and management. The company knows that attracting, keeping, and growing skilled people is essential for high performance and staying ahead of the competition (Morris et al., 2021). Elia et al. (2017) found that managing and growing talent makes employees happier and more engaged. When employees feel valued, respected, and given chances to grow, their job happiness and commitment go up. This leads to higher levels of engagement, productivity, and well-being. Marriott International cares a lot about how happy and engaged its employees are, so it offers them many training and development programmes to help them grow professionally and be happy at work. The "Spirit to Serve" programme at Marriott encourages inclusion and appreciation. This ensures employees feel appreciated and inspired to do their best work (Meyer, 2023). Talent management must invest money in learning and development programmes (Johnson, 2023). Marriott International stresses a lot on continuing to learn new skills to help employees grow, and the company succeed. Through Marriott University, the company provides its employees with training programmes and other tools that help them learn and stay ahead in the hotel business (Thompson, 2009). It is essential to measure the return on investment (ROI) of talent management practices (Gladka et al., 2022). Marriott International looks at how its people management methods affect key performance measures by using numbers that are based on data. By keeping track of employee retention rates, performance reviews, and happiness polls, Marriott can find places to improve and make intelligent choices about how to best handle its employees.
The Employee Lifecycle
The employee lifecycle describes the progression over time an employee spends working for a company (Nickels, McHugh and McHugh, 2012). There are several phases that a relationship goes through, beginning with infatuation and ending with separation. By relying on a wide range of resources, Marriott International has shown best practices for managing the employee lifetime. During this phase, companies actively work to improve their employer brand to draw in qualified recruits. Employer branding techniques have helped Marriott International attract and retain top talent (Suikkanen, 2010). The organisation prioritises providing an inclusive and welcoming workplace where all employees may thrive. Marriott can draw from a large pool of qualified candidates because of its emphasis on these features. Finding and choosing the most qualified people to fill open roles is what recruiting is all about. Marriott International uses efficient recruiting tactics to guarantee a talented employee. The organisation advertises on several websites and at career fairs to find and hire top talent (Labban and Bizzi, 2023). In addition, Marriott's extensive interviewing and testing procedures aid in finding and hiring people who share the company's core beliefs. After hiring a new employee is the "onboarding" process. To guarantee a seamless transfer and cultivate a feeling of belonging, Marriott International puts a premium on thorough onboarding programmes. Marriott's "Spirit to Serve" programme gives new hires the tools, guidance, and training they need to quickly settle into their positions (Meyer, 2023). During this phase, you will work on developing your team by giving them new experiences and challenging them to expand their abilities. To encourage lifelong education among its workforce, Marriott International has made significant investments in programmes like Marriott University (Thompson, 2009). To foster talent and enable individuals to realise their full potential, the organisation provides several training initiatives, leadership development programmes, and career progression possibilities. Retention aims to keep employees interested in and committed to their jobs over the long term. Marriott International places a premium on employee happiness and participation through initiatives like awards and promotions. Elrayah and Semlali (2023) found that companies with a solid commitment to diversity and inclusion had a higher employee loyalty and retention rate. An employee's voluntary or involuntary departure marks the beginning of the separation phase. According to research by Verive and DeLay (2006), exit interviews are one method Marriott International uses to get information from former employees' perspectives and experiences to better serve its customers. The firm also tries to keep in touch with its former employees since it sees these people as potential sources of new business.
Benefiting Team or Organisational Performance
Expertise sharing, group issue solving, clear and effective communication, initiative taking, establishing a supportive and collaborative environment, a development mindset, and strong leadership abilities are all ways in which an individual may improve the performance of their team and the organisation. Individuals can foster a productive workplace and propel team performance and success by applying their skills and knowledge, facilitating open lines of communication, going the extra mile for teammates, embracing continuous learning, and inspiring others. The efforts of every individual, no matter how little, add up to much better team and organisational results.
Best Practice Industry Examples
Long-term performance depends on the organisation's ability to implement successful strategies to retain and engage people over the employee lifecycle. Google, Zappos, HubSpot, IBM, Salesforce, and Deloitte are just a few examples of market leaders that have shown excellence in this area (Morris et al., 2021). Google's Compensation and benefits packages are among the industry's best (Johnson, 2023) because the company values its employees' health and happiness. When hiring new employees, Zappos prioritises those who will fit in with the company's culture. When completing onboarding programmes that speed up employee integration, HubSpot shines. IBM places a premium on employee training and education to promote a positive work environment. Through incentives and awards, Salesforce helps employees better match their goals with the company's (Kraneis, 2022). Through its alumni network, Deloitte continues to build loyalty and cooperation among its former employees (Morris et al., 2021). Organisations may boost employee engagement, morale, and productivity by instituting these practices in the workplace.


Conclusion
Human Resources (HR) offices have the critical job of controlling and growing talent throughout an employee's lifetime. By implementing robust talent management strategies, companies can find, keep, and grow skilled people essential to their success. HR plays a crucial part in this process by using successful recruiting strategies, encouraging employee involvement, using the employee lifecycle method, dealing with the challenges of online work, and thinking about sustainable growth. Companies like Marriott International are great examples of how HR can handle and grow people effectively. Marriott can find a wide range of bright people because it has thorough hiring and selection processes. The company funds training and development programmes to help employees improve their skills and knowledge. This helps their careers grow and makes them happier at work. Organisations must focus on creating a supportive and collaborative work environment, giving employees chances to grow and develop, promoting good communication, and recognising and rewarding employees for their contributions if they want to keep and engage employees throughout the employee lifecycle. Companies can improve employee participation, happiness, and productivity by using the best practices of industry stars like Google, Zappos, HubSpot, IBM, Salesforce, and Deloitte. Companies that focus on people management and invest in their employees' growth have a competitive edge in a business world that changes quickly. 
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