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	Employee engagement refers to as the human resource concept, which focuses on the dedication and enthusiasm level of an employee towards his or her workplace. Highly engaged employees are drawn towards their work and it positively reflects on the organizational performance (Sun and Bunchapattanasakda 2019). It is also identified that the efforts of these employees can make a major difference for the betterment of the business processes and operations. The human resource department plays a vital part in ensuring that the employees are retained and engaged throughout their employee lifecycle. 
	There are four vital aspects of employee engagement, which include enablement, energy, encouragement and empowerment and these employees would be remaining committed towards delivering the organizational goals or objectives accordingly (Antony 2018). The hotel industry has to ensure that they are taking proper steps and strategies for their employee engagement and one of such successful organizations is Shangri La. This essay provides a brief discussion on employee retention and engagement with talent development. 
	The hotel industry requires to ensure that they are considering proper strategies and plans for a good employee engagement program. It is needed for supporting their staff in doing their best work activities and even ensuring that these staff are extremely satisfied and encouraged in executing the work processes. Moreover, employee engagement in the hotel industry has allowed them in flourishing the segment after putting their employees on the top level priority and hence benefitting the customers with the most effective services (Lee, Rocco and Shuck 2020). The employees are also satisfied in the process and they are able to manage and develop their talent successfully. 
	The human resource department plays a vital role in managing and developing talent of the employees. The strategy of talent management for the employees is required for making the workplace culture a top level priority and even providing several growth opportunities. The strengths of these employees are needed to be used with proper compensation. Talent management of the employees is related to the process of these employees being recruited and developed for a workplace that is productive and would be beneficial for the long termed goals of the company (Chanana and Sangeeta 2021). A proper management and development of talent in the employees is for the attraction, selection as well as retention of the staff that includes a proper combination of different human resource procedures throughout the lifecycle of the employee. 
	The human resource department also encompasses the overall planning of the work force, engagement of the employees, learning as well as development, management of performances, recruitment, on boarding and even retention of the staff. The HR department even is responsible for developing new and effective strategies for training, enhancement of skills as well as improving the working environment for helping to manage various types of staff and their talent within the organization (Byrne 2022). The department even shapes the strategy of talent management after developing methodologies for accomplishing talent management objectives like hiring procedure for obtaining the most appropriate staff for the job role. 
	Furthermore, talent development of the employees is also dependent on the HR department of the hotel industry for large hotels like Shangri La. The goals of talent development include future proofing the business, an improved employee engagement, generation of new ideologies and business related opportunities, development of more efficient and effective managers and finally an increased employee retention rate (Saks 2019). The HR department has to ensure that they are able to identify opportunities for up skilling and reskilling of the employees’ talent. 
	A proper management and development of talent of the employees is vital for the hotel industry. Talent management allows the companies in attracting, evolving as well as maintaining a proper and effective work force that is being adjusted for getting success. As a result, the process of uncovering the right work force or retention of these employees would be a major challenge for the companies (Mone, London and Mone 2018). One of the most vital and significant benefits of managing and developing talent of the employees is that the hotel industry is successful in retaining top most talent and even ensure that the overall development process of the employees would be done in an effective manner. The strategic hiring or recruitment process can be checked and managed without any kind of risk or complexity. Hence, the organizational management is able to ensure that the respective tasks are being integrated properly. 
	Another vital importance of management and development of talent is that the organization is able to focus on an improved on boarding experience, which is needed for the hotel industry (Albrecht, Breidahl and Marty 2018). Different employee profiles are being created and the process of recruitment and hiring would be done with appropriate data collection. The automation of the work processes and operations would be possible when the talent of these employees are developed and managed in an accurate methodology. Top talent of the employees would be retained and hence the organizational management gets a better opportunity in the process and different performance reviews would be tracked and maintained. There would also be a chance of an increased employee and manager engagement for the hotel industry. Hence, the appropriate approach of talent management and development would be required for aligning the business goals with the work processes and activities of the employees. 
	The employee lifecycle model is utilized for identifying and expressing different stages that a specific staff or employee eventually goes through when they are engaged with the business (Sendawula et al. 2018). Six distinctive stages are being considered in this model and these are provided in the following paragraphs:
	i) Attraction: Employee engagement initiates in the first stage, in which the employee would be attracted to the brand and would be signing the employment contract. The HR department requires to ensure that they are instilling the most appropriate corporate culture for these employees and hence the organizational structure, system, rule and regulation would be understood by them. Leaves and policies are needed to be understood by these employees (Heslina and Syahruni 2021). 
	ii) Recruitment: In the next stage, the top talent is got on board by the organization. Since, it is related to the hotel industry, the management requires to ensure that the recruitment is being done on the basis of the customers’ services and operations. The employees would be influenced by the perception of the business and as a result, get a positive ideology. Advertisements of the position are needed to be accurate for getting the best value of the internal talent pool. 
	iii) Onboarding: The next stage is onboarding and it refers to the aspect of helping out new employees to get involved in the corporate culture and even become a team player. Onboarding is considered as one of the most vital stages for employee retention and management in the lifecycle model (Cooper-Thomas, Xu and Saks 2018). When the employees would be able to get involved in the corporate culture, it is evident that they would be able to perform in an effective manner. The organizational management requires to ensure that they are identifying as well as communicating organizational core values and strategies, such as the annual appraisal system or ensuring that the hotel is following ethical guidelines and frameworks. 
	iv) Development: In the fourth stage, the employees are being developed properly, so that they are able to get a clear strategy for their career development. As soon as the employees would be able to consider the process of strategic professional development for the best of their career; it would be needed to ensure that the existing weaknesses and gaps of the organizational processes are managed successfully (Motyka 2018). For example, the employees should be encouraged at each stage for learning more and even ensuring that internal as well as external learning or development aspects are being considered. 
	v) Retention: The fifth stage of this employee lifecycle model is for retention that is termed as quite distinctive for the hotel industry. It is mainly because as employees have been in the company for a few years or a specific amount of time, there can be a major risk that they would be taken for granted by the organizational management. For a few instances, this type of issue is persistent and the employees require to stay out of the environment or the ambience (Men, O’Neil and Ewing 2020). Employee retention becomes extremely difficult for the hotel industry as there are several similar companies in the same location with similar benefits. Hence, it is needed to address and eradicate these issues like rewards and recognitions as soon as possible. Moreover, it is also required to ensure that these employees are well aware of the aspects to be followed for goal achievement. As a result, the HR department requires to keep appropriate records of the progress and ambitions as well as success factors of these employees for their retention program. 
	vi) Separation: The final stage of the employee lifecycle model is separation. There is a stage, in which the existing employees take the decision to move on to another company in the same industry for their professional development and growth (Riyanto, Endri and Herlisha 2021). For ensuring that a positive relation is being maintained with the employees, a good and effective offboarding process is needed to be considered and implemented, so that there would be a chance of improvement for the employee experience and also for the successful formulation of employment contracts. 
	A distinctive example for providing benefits to the team or organizational performance is needed to be focused. One of the most distinctive methodologies or strategies by which the organizational performances would be enhanced is that the relationship between the employee and the manager is needed to be improved and increased in an effective manner. The consideration of implementing an updated talent management system within the organizational management. It would be ensuring that the organization is successful in being more strategic, informed and focused in the work processes and operations of their employees (Tsourvakas and Yfantidou 2018). Another example of providing benefits to the team or organizational performance in the employee management process is by ensuring that the unique procedures and workflows of the business are identified and aligned accordingly. Employee experience is also needed to be improved and the strategic hiring process should be implemented. 
	One of the most successful examples in the hotel industry is Shangri La. This specific UK based hotel has been extremely successful in their business processes and operations as a proper and effective approach would be focused and managed. The management of Shangri La has considered different strategies for employee retention and talent management in their business. A democratic culture is being maintained in the organization, so that employees are able to participate in the decision making process. As a result, employee engagement has been fostered successfully. Another example of employee retention in Shangri La is that they have arranged for an employee working motivation program and segregate employees on the basis of high and low priority categorization (Shangri La Employee Satisfaction. 2023). Job performances are analysed and it helps them in understanding whether the employees are motivated and engaged or not. For developing talent, the management has arranged for training period and different courses are being introduced for the employees like food and beverage service operations, front office operations and many more. 
	Therefore, it could be concluded that employee engagement in the hotel industry is extremely vital and significant. An alignment with the organizational strategies is needed to ensure that employee engagement would be done in an effective manner. The popular hotel, Shangri La has implemented strategies for ensuring that their employees would be working collaboratively and there would not be any chance of employee turnover. Proper employee engagement requires human resource to have a holistic overview of the employer and employee contract. 
	HR department of the hotel has ensured that their employees comprise of the accurate skills, environment and tools for performing the jobs to the best of their capabilities. Shangri La has also ensured that they have been developing their employees’ talents, so that better engagement is being maintained and an appropriate approach is focused by the organizational management. The above essay has provided a detailed discussion on employee retention and engagement throughout the employee lifecycle in a distinctive manner. 
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