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The context for this study is the role of human resources in managing and developing talent. Despite the various economic crises that occurred during the twentieth century, the leading industrialized nations were able to see significant changes in their society. The main reason for the improvement in living standards in many countries is the increased economic wealth. This has led to a redistribution of the labour force away from the primary and secondary industries into service industries. These changes are being seen as a sign of the 21st century's increasing importance of information and knowledge occupations. According to Drucker, the most significant contribution that management made during the 20th century was the substantial increase in the productivity of manual laborers. In the 21st century, it is equally important that organizations make the same kind of contribution to improve the output of skilled workers and knowledge workers (Drucker, 1999). The hospitality industry is expected to benefit from various societal changes that are expected to have a significant impact on its operations. Some of these include the increasing disposable income, the availability of cheap and easy travel, and the improving longevity of people.
Human resources are typically one of the most significant costs that hospitality businesses face. The decisions and practices of the Human Resources department are influenced by several factors such as the competitive environment, the changing customer demands, and the tight labour market (Abukhalifeh, Som, & Albattat, 2013). In most cases, the payroll is the biggest expense, while in restaurants and bars, it is usually second to the materials. They are also the first contact points for customers and are typically the reason an organization has a successful business. The effective management of Human Resources is important for an organization to succeed. Human Resources professionals should have the necessary competencies to effectively implement HRM practices (Huselid, et al., 1997). In smaller businesses, the line managers are usually the owners. On the other hand, in larger companies, the personnel or Human Resources managers are responsible for managing the employees. Some companies in the catering and hotel industry, such as McDonald's, have policies that allow them to operate in a certain product category. Other companies, such as Accor and Whitbread, have policies that allow them to operate in multiple market sectors. These policies give the management the necessary framework to make informed decisions regarding their expansion. 
To understand the employee life cycle, an organization needs to analyse the factors that influence its decision-making process. This includes the recruitment and exit surveys. These surveys are important in identifying the employee's journey. After the results have been gathered, there are usually a few trends that emerge. Developing and hiring skilled workers can help an organization to become more resilient and ready to face various risks and changes.
To ensure that the results are truly accurate, it is important that the communication is conducted through a third party. This ensures that the feedback is kept confidential. After the data has been collected, HR professionals should analyse the results to identify areas of the organization where it can improve. With the proper planning, it is easy to find the ideal candidate for the company. It also helps assess the effectiveness of the organization's current staff. The goal of selection procedures is to predict the likely performance of a person in a given job or in a certain area of expertise. The most crucial elements used to select candidates are preference, interest, and attitude inventories emerged as they were followed by performance and job knowledge tests. In 87% of the respondents, these elements were extremely or particularly key factors. (Maes et al., 1997). They do so use historical data, such as a person's past performance. In order to fill a position, it is important that the company considers promoting or transferring employees. This can be done to ensure that the inexperienced staff members are not only competent, but also contribute to the organization's success.
Many people who join a reputable organization are excited about the new role. However, their experience working for the company fell short of their expectations. An in-person interview can help identify the issues that led to their dissatisfaction. A new recruit is bombarded with work and not given enough support in the first few weeks; most employees are at their most engaged when they start a new role. For instance, if staff members with certain traits tend to stay with the organization for a longer period of time, then more people with similar skills and abilities would be hired. 
The recruitment process is used to find the ideal candidate for a particular position. ‘’Recruitment is the process of generating a pool of capable people applying to an organization for employment.’’ (Gold, 2007). 
It involves collecting various information about the job, such as a job description and a personnel specification. The candidate is then selected based on these details and the company's overall hiring strategy. The advertisement for the position is published by Human Resources, and the job-related criteria are then made available to various organizations and agencies. It is especially important that the chosen candidates are approved by the HR department before the hiring process can begin. According to numerous studies conducted by different researchers, a range of factors that influence the selection of a suitable HR practice or business strategy are often related to individuals' personal capabilities and leadership style (Lado and Wilson, 1994; Lado, Boyd and Wright, 1992; Wie and Lau, 2005).
One of the most crucial factors that employers consider when it comes to hiring and onboarding new employees is an effective induction and training program. Many organisations now have rigorous onboarding systems in place; the biggest trouble I find is there is little connection between the onboarding phase and development. According to Eisenhardt (1988, 1989), uncertainty and performance are some of the factors that can influence control. Stroh et al. (1996) found that motivation can also play a role in this concept. This can help them build a positive working environment and help the new employee understand the company culture. Diversity training is also conducted to help employees develop their relationships with people from varying backgrounds. Since staff members never know what a certain person's background might be, learning to collaborate with them is important. In addition to being able to supply a great working environment, an effective onboarding and induction program can also help the employee feel more comfortable and contribute to the team's success. When a dangerous situation arises within the hotel, guests seek the help of staff members. The staff must be trained on how to respond to emergencies. And also, should be capable of performing CPR and first aid.
 Developing an employee's core competencies and aligning them with the company's goals can be beneficial for both the employee and the employer. It is important that the HR department adopt effective practices that will help improve the company's overall well-being and motivate its employees (Sokro, 2012). Today, every individual in the world is an entrepreneur. The choice of a job and the stability of employment depend on the continuous development. 
This process involves the use of effective management techniques and training. When it comes to hiring and retaining the best talent, the recruitment strategies of an organization are particularly important. They can determine how successful the company will be and how many customers it will attract. Aside from the quality of its service, other factors such as the food habits and the needs of its customers are also considered to decide the success of the business.
The three components of a job that an individual must perform effectively are knowledge, attitudes, and skills. According to Stevens (1998), the key to achieving organizational success is to enhance the employees' enthusiasm and skills. These can be improved or developed through various training methods. However, each component requires a unique approach. For instance, while films and lectures can supply a great deal of knowledge, they do not offer much value when it comes to improving one's skills in managing a knife. In this situation, practice is necessary. The third component, which is an individual's attitudes, is the most challenging to change or impart, even with well-designed training. It requires a deep understanding of the behaviour of the individuals being trained.
According to statistics, employees who stay in an organization for over 6 years tend to experience a significant increase in their satisfaction levels. This is because many of them feel that they are contributing to the organization's success. In addition, these findings can also apply to lower-ranking employees. Various short-term and long-term interventions can be carried out to improve the interaction between employees and customers. These include coaching and changes in the hiring and promotion processes (Fleming et al. 2005). This group of employees has reportedly become more loyal and satisfied, which is great for maintaining the status quo. But remember that all companies have to move forward, and a change in the workforce can be beneficial. According to Pimenova, the increasing use of technology will lead to the elimination of physical labour in organizations. This means that the HR function and management of employees will likely focus on using AI to improve the efficiency of their processes.
The emergence of the pandemic has led to the increasing adoption of remote working and the replacement of paper-based documentation with automated tasks. This has also led to the transformation of the HRM and employee structures. In the post COVID era, employees have become more used to the new working methods.
The retention cycle is a crucial stage in an employee's life. It's because, once they've been with the company for a while, there's a chance that they might get taken for granted. To prevent this, it's important that employees are given recognition and rewards as soon as possible. It's also important that they're taught how to achieve their goals and keep track of their progress. It’s important to improve the retention rates of employees. When staff members are not completely happy, taking a look at ways to boost their motivation can be beneficial.
The separation phase of an employee's life cycle can affect both the individuals leaving and those who are still with the organization. There are many factors that can affect this decision of leaving the company. For instance, former employees may decide to leave their current organization and work for another company, or they may retire. The success of an organization depends on its employees' life cycle. This is because every step of an employee's journey with the company provides them with the opportunity to improve their experience. This is why it is important to implement a comprehensive employee life cycle strategy. It can help manage the numerous factors that affect the success of the workforce. 
The content encapsulated the various stages of the HR life cycle, beginning with employee seeking and ending with off-boarding and retirement. In conclusion, the process starts with the acquisition of talent and continues through the hiring of skilled and experienced workers to contribute to the organization's value creation efforts.
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