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In a large hotel, the human resource department is crucial in managing and developing talent throughout the employment lifecycle (Michael Daniel George HR, 2022). HR experts may help to retain and engage employees, which will result in a motivated and productive staff, by putting effective tactics and procedures into practice. This essay will shed light on how to retain and engage employees throughout their employee cycle. The main duties of the HR department in managing and developing talent throughout the employment lifecycle in a large hotel will be critically evaluated here (hbsp.harvard.edu, 2017).
"To attract top talent, the HR department of a large hotel must focus on creating an attractive employer brand, showcasing unique benefits and opportunities (Hannum, 2021). A comprehensive recruitment process should then be implemented to select candidates who align with the hotel's culture and values, providing a positive candidate experience.
Attraction. The HR department of a big hotel should concentrate on developing a desirable employer brand to draw in top personnel. Creating a favorable perception of the hotel as a top employer is necessary for this (Chamberlain, 2021). A convincing employee value proposition that highlights the hotel's distinctive advantages and prospects can help the HR team accomplish this. To access a diversified pool of candidates and guarantee that a wide range of talent is drawn to the business, they should make use of a variety of recruitment channels and techniques.
Recruitment. Choosing the best applicants who fit with the hotel's culture and values requires a thorough recruitment procedure. To determine the necessary skills and credentials, the HR department should first do a complete job analysis (Hildebrand, Bust and Mattsson, 2020). The expectations of the roles should be clearly communicated in effective job descriptions. To determine whether a candidate will fit in with the hotel, candidate screening techniques including interviews and evaluations should be used. To make a good first impression on potential employees, it is essential to give candidates a satisfying experience throughout the hiring process.
Onboarding. A successful onboarding program is essential for assisting new hires in settling into their positions and the hotel's culture. A planned onboarding procedure that includes orientation sessions, introductions to important team members, and a concise rundown of the hotel's values and expectations should be put in place by the HR department. Providing new hires with a mentor or buddy system can help them get started in their jobs and offer support. A solid basis for success and integration inside the organization is created through the clear communication of expectations, roles, and duties.
Development. Continuous staff development is essential for their engagement and advancement. To improve the abilities of employees, the HR division should provide possibilities for continual training and development (Wiedner, Barrett, and Oborn, 2017). Training in both technical and soft skills is possible. By offering career development opportunities like job rotations, cross-training, and mentorship programs, employers enable their staff to grow professionally. The adoption of performance management systems ensures regular feedback, goal setting, and accomplishment acknowledgment, all of which support employee development and motivation.
Retention. Maintaining employees requires creating a favorable work atmosphere. By encouraging a culture of open communication and honest leadership, the HR department should concentrate on increasing employee engagement and happiness (Klein, 2022). To draw and keep top people, it is important to offer competitive pay and benefits packages. Maintaining an employee's motivation and loyalty requires recognizing and rewarding their accomplishments and efforts. Flexibility and the opportunity for work-life balance are signs that a firm cares about the wellbeing of its employees.
Separation. Even when employees voluntarily leave the company, it is imperative to handle their exit professionally. Exit interviews can be used to get important input from departing workers, identify areas that need improvement, and boost retention tactics. Keeping good contacts with former workers is advantageous because they may turn out to be brand ambassadors or even possible candidates for rehire in the future.
Benefits to team/organizational performance are mainly using these tactics at every stage of an employee's career can have a significant positive impact on the productivity of a team and a company. An increase in employee engagement and motivation results in better output and client service, which benefits the hotel's reputation (business productivity review, 2019). The company spends less on hiring and training staff because of decreased turnover. Collaboration and knowledge exchange are improved, which promotes better problem-solving and innovation. The development of a strong employer brand also aids in luring top people, ensuring the hotel keeps a competitive edge in the market.
HR professionals should take the following into account to 6retain and engage workers throughout change:
Throughout the transition process, effective communication is crucial. The reasons for the change, its effects on the employees, and the anticipated results should all be clearly and promptly explained by HR (Inc, 2022). Transparent communication lowers resistance to change and helps to reduce uncertainty. 
Employee Involvement: Employee engagement and ownership can be increased by involving them in the transformation process (Rowley, 2014). HR should promote employee participation by requesting their opinions, thoughts, and feedback. This participation develops a sense of belonging within the company and makes employees feel valued.
Training and development: When a situation change, employees frequently need to pick up new skills or adjust to new working practices. The training and development initiatives required to assist staff during the transition should be identified by HR. Giving employees the chance to gain new skills and advance their current ones boosts their confidence in managing change and makes them feel supported.
Change Champions: HR can locate individuals who will represent the organization's change initiatives as change champions. These people can assist in articulating the advantages of the change, addressing issues, and motivating others to follow the new path. The perceptions of employees must be changed, and a favorable attitude toward change must be fostered, according to change champions.
Recognizing and recognizing employees' contributions during times of change strengthens their dedication and encourages them to adjust to changing circumstances. Programs for employee recognition should be put in place by HR to recognize their contributions and major accomplishments made during the transition process. Celebrating victory boosts morale and promotes ongoing participation.
Support Systems: HR should put in place support systems to help workers go through the process of transformation. Access to counseling services, employee assistance programs, or designated support channels where staff members can seek advice or voice their concerns are some examples of this. Supporting employees in their transition shows HR's dedication to their well-being and makes the process easier.
Feedback Over Time: It's critical to regularly ask workers for their opinions on how the transformation process is going. HR should give workers the chance to express their ideas, worries, and opinions. HR can find areas for improvement and deal with any problems that can prevent employee engagement and retention by actively listening to employee feedback.
HR professionals may assist firms in successfully navigating transitions while retaining a motivated and engaged workforce by managing change efficiently and involving employees throughout the employment lifecycle.




Key findings about stress and mental health at work are highlighted in the Health and Well-being at Work Survey 2020. According to the poll, 60% of participants cited a heavy workload as the main source of stress, and 37% of respondents said that stress-related absences had increased during the previous year (Almond, Horton, and James, 2022). In addition, 41% of respondents linked management style to stress. Additionally, a stated rise in prevalent mental health issues was noted among employees; 60% of respondents confirmed this trend.
The fifth most prevalent reason for short-term leave was found to be caring for young children, whereas stress and musculoskeletal problems were the most frequent reasons for long-term absence. The survey also looked at line managers' responsibilities for promoting employee well-being, and it found that 58% of human resources professionals think line managers recognize the value of well-being. However, only 31% of respondents think managers can effectively engage in delicate conversations and refer workers to professional assistance. Furthermore, just 25% of managers can recognize early indicators of mental illness.
According to the report, the amount of time lost due to sickness has reached an all-time low of 5.8 days per employee per year. However, 89% of respondents reported seeing "presenteeism" (working when ill), while 73% reported seeing "leaveism" (working on vacations). Only 32% of organizations have taken action to discourage these unhealthy behaviours despite these problems.
The 20th annual study from the CIPD, done in partnership with Simply health, offers insightful data on managing absences, well-being, and health. Interested parties can receive further information and support on these subjects by going to cipd.co.uk/knowledge/culture/well-being/help-team-thrive. In addition, the CIPD provides numerous tools for HR and L&D professionals to learn, discuss, and interact, including podcasts, blogs, newsletters, and an online community.

Employees who quietly leave an organization or job do so without publicly expressing their unhappiness or aggressively looking for other employment (Brown, 2022). This practice is known as quiet resigning. It is a word used to describe a condition in which workers emotionally disengage from their work because of a variety of circumstances, such as a lack of motivation, subpar management, or a toxic work environment.
Organizations can use Maslow's Hierarchy of Needs and Kurt Lewin's Three Stage Model to retain and engage people throughout the employee lifecycle, addressing and mitigating the problem of quiet resignation.
The Kurt Lewin three-stage model are as a. Unfreeze: The first step entails raising awareness of the problem of silent resigning within the organization and admitting it. The causes of disengagement should be understood by managers, who should also pinpoint opportunities for improvement. b. Change: The implementation of initiatives to increase employee engagement is the main goal of the second stage. This may entail boosting communication channels, promoting a pleasant workplace culture, offering opportunities for growth and development, and improving leadership abilities. c. Refreeze: The last step tries to reinforce the modifications and make sure they are ingrained in the company's culture. This may entail regularly tracking employee engagement, Honoring, and praising workers' contributions, and offering ongoing assistance and opportunity for growth.
Maslow's Hierarchy of needs displays according to Maslow's hypothesis, people have a hierarchy of wants that must be met for them to become self-actualized (Prof, Azizi and Yahaya, 2008). Companies can consider the following requirements to keep and engage workers: a. Physiological Needs: Ensure that employees have access to basic amenities, a safe and comfortable working environment, and fair compensation. b. Safety requirements: Implement rules and procedures that support job security, foster a positive workplace culture, and address issues with both physical and psychological safety. c. Social Needs: Promote a sense of community and belonging inside the business through team-building exercises, chances for collaboration, and friendly connections. d. Self-esteem requirements: Show appreciation for employees' efforts, offer chances for professional progress, and conduct frequent performance reviews and feedback sessions. e. Self-Actualization of Needs: Foster employees' personal and professional development by giving them challenging and fulfilling work, providing training opportunities, and promoting independence and innovation.
By using these models, businesses may enhance their leadership techniques, develop a supportive workplace atmosphere, cater to the needs of their staff, and cultivate a culture that encourages engagement and retention throughout the employee lifecycle.

Marriott International is famous for its commitment to professional development. The company provides intensive training through "Marriott University" and supports employees' pursuit of higher education by paying for it. The well-being of employees is a top priority at Four Seasons Hotels and Resorts, which supports work-life balance by offering extensive benefits and flexible work schedules. With initiatives like "Catch Me at My Best," Hilton Worldwide focuses on rewarding excellent performance and promoting an appreciation-based culture. These business executives serve as excellent examples of the value of developing talent, encouraging wellbeing, and Honoring accomplishments to develop a motivated and productive staff.
Marriott International. The emphasis Marriott International places on providing its workers with chances for professional growth is well known. "Marriott University," their extensive training and development program, offers several learning opportunities for staff at all levels (Marriott, 2017). They provide online and live training modules on a variety of subjects, from leadership development to technical skills.
Additionally, Marriott places a strong emphasis on tuition reimbursement to support staff members in their pursuit of higher education and new credentials. They show their dedication to fostering talent within the company by investing in the advancement of its personnel.
Again, Marriott International provides a clear framework for career paths that allows staff members to grow inside the business. Along with regular feedback and performance reviews (Orr, 2021), they give forth precise job descriptions and performance goals. This strategy encourages loyalty and devotion to the company while assisting employees in understanding the processes necessary to advance in their professions.
Four Seasons Hotels and Resorts. The well-being of employees is highly valued by Four Seasons Hotels & Resorts. They are aware that motivated staff members are more likely to deliver first-rate client service. Four Seasons provides extensive benefit packages, including health insurance, retirement plans, and employee assistance programs, to promote employee well-being.
Another component of their employee-centric strategy is flexible work arrangements. Four Seasons appreciates the value of work-life balance and knows that meeting the personal needs of employees can increase their overall job satisfaction. To encourage their employees' integration of work and life, they offer flexible schedule choices, such as part-time or reduced workweeks, when appropriate.
Four Seasons also encourages a culture of inclusivity and open communication. They welcome employee feedback and have procedures in place to handle their issues and suggestions. This dedication to employee well-being and open communication produces a healthy work environment and increases employees' feelings of engagement and belonging.
Hilton Worldwide. Hilton Worldwide places a strong emphasis on Honoring and rewarding outstanding employee performance. They have put in place commendation initiatives like the "Catch Me at My Best" campaign (Loyalty Lobby, 2021). Team members can thank and honour their coworkers for their great contributions to the company through this initiative.
The "Catch Me at My Best" initiative promotes a peer-recognition and appreciation culture in which staff members are empowered to recognize and appreciate one another's accomplishments. This acknowledgement can come in a variety of formats, including verbal compliments, certificates, or modest rewards. Hilton promotes a happy workplace and highlights the value they place on their employees by giving them a forum to show their gratitude and appreciation.
Hilton also places a strong emphasis on possibilities for professional advancement. Through training courses, conferences, and professional certifications, they give their staff members the tools they need to advance their knowledge and abilities. This dedication to staff development not only aids in career advancement but also improves the organization's entire talent pool.
To conclude, Marriott International, Four Seasons Hotels & Resorts, and Hilton Worldwide show the value of managing and developing personnel across the employment lifetime by putting these best practices into effect. These companies are aware that supporting their workers' personal development, overall health, and recognition increases employee motivation and engagement, which boosts team and overall performance. Throughout the whole employee lifecycle, change management is essential for keeping employees engaged and motivated. Significant organizational changes, such as reorganizations, technological developments, or changes in strategic objectives, can have an impact on the job duties, responsibilities, and general work environment of employees. Effective change management projects must be managed and supported by human resources (HR) experts.
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