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When it comes to overcoming specific difficulties managing and fostering talent obstacles, talent management is essential. In the context of the hotel business, this article seeks to examine the relevance of talent management and its effects on the staff member lifecycle.
This essay will examine the crucial function of talent management in big hotels' human resource departments, with an emphasis on how it affects workers at all stages of their careers. It will be obtain a thorough grasp of the significance of the employee lifecycle and the main words associated with talent management by doing so. 
The strategic process of recruiting, recognising, developing, and keeping people with a high potential to contribute to an organization's success is referred to as talent management (Tansley, 2011). The many phases an employee experiences throughout their employment with an organisation are represented by the employee lifecycle (Sato, Kobayashi and Shirasaka, 2019). 
This paper will throw light on the efficient management and development of talent in major hotels by exploring the relevance of talent management across every member of the staff lifecycle in the hospitality industry. Employees working in human resources in the hospitality sector would benefit greatly from understanding the difficulties and solutions related to talent management, which will enhance organisational performance.
The staff member lifecycle is a thorough framework that encompasses the several phases that employee experiences while working for an organisation. The employee experience is greatly shaped by each step, which also affects employee retention and engagement. Organisations may optimise talent management procedures and provide an atmosphere that promotes employee commitment and progress by comprehending and successfully managing each step.
The recruiting and attraction phase of the employment lifecycle is the first. Attracting applicants to apply for available positions inside the company is the goal of this stage (Sato, Kobayashi and Shirasaka, 2019).
After hiring people, the onboarding phase is quite important. The act of incorporating new hires into the company and giving them the training, tools, and support they need to succeed in their positions is known as onboarding (Godinho et al., 2023).
The development stage is crucial for encouraging staff development and engagement. Employee performance is improved when employers invest in their personal growth via training programmes, mentoring, and career progression chances (Sato, Kobayashi and Shirasaka, 2019).
A trained and engaged staff must be maintained, which requires retention measures (Seidman, 2012). Creating a great work atmosphere, giving competitive pay and benefits, recognising and rewarding accomplishments, and offering possibilities for professional progression are all part of the retention stage (Armstrong and Murlis, 2007). 
When an employee departs the company, they enter the separation stage of the employee lifecycle. For the sake of preserving goodwill and preserving the organization's image, the separation process must be handled properly (Kim, Kim and Kim, 2009).
In the competitive hotel sector, acquiring quality people is essential. Hotel HR teams must find and recruit employees with the right skills, credentials, and culture fit. This article highlights corporate branding, job ads, and HR's role in finding and engaging eligible people.
Employer branding attracts top talent. A strong employer brand distinguishes businesses from their competition and impresses job seekers (Tansley, 2011). It covers the hotel's principles, culture, workplace, and employer reputation. Hotels may recruit like-minded individuals by building a favourable employment brand (Backhaus, 2016). Attracting suitable people requires engaging job ads. The hotel and position should be highlighted in job advertising (Odden, 2012). They should detail employment criteria, duties, and credentials. Keywords and online ad optimisation may also boost exposure and attract more prospects (Isson and Harriott, 2016).
Hotels should use many strategies to discover competent applicants. This involves employing virtual job boards plus professional connections platforms, recruiting firms, hospitality educational institutions and targeted social media marketing (Odden, 2012). Hotels can reach more people by recruiting from a variety of sources. HR departments help find hotel sector applicants. Systematic sourcing, talent transmission lines, and networking help them find qualified candidates (Boudreau and Ramstad, 2004). HR professionals network, attend conferences, and use social media to find prospects. HR professionals may connect with applicants through mail or online platforms to discuss possibilities. They should answer quickly and give comprehensive details about the lodging establishment, its culture, and current vacancies. Keeping prospects informed throughout the hiring process makes them feel important (Isson and Harriott, 2016). HR selects and evaluates applicants to hire competent personnel. This involves examining resumes, interviewing people, and testing their abilities and competences (Hilton, 2000). Department heads may contribute useful insights and opinions throughout the selection process.
The effective integration and retention of new workers in any organisation depends on a well-structured initial onboarding procedure. This article examines the significance of onboarding, successful strategies including mentoring and orientation programmes, and HR's role in facilitating a seamless transition for new hires.
One of the most important steps in the onboarding process are orientation programmes. The organization's goal, beliefs, rules, and processes are explained to new hires (Poddubnaya, 2022). These programmes often consist of information discussions, speeches, and collaborative tasks that acquaint staff members with their responsibilities, expected outcomes from departments, and the overall organisational structure. Orientation programmes provide a thorough overview, boosting the confidence and readiness of new hires as they start their new jobs (Conger and Fishel, 2007).
The onboarding experience may be greatly improved by putting in place a mentoring programme (Poddubnaya, 2022). When new workers are paired with experienced employees as mentors, a welcoming atmosphere is created where they may get advice, ask questions, and get feedback. Mentors may guide newcomers through their responsibilities, assist them comprehend organisational dynamics, and provide them advice on potential career growth paths (Ostroff and Kozlowski, 1993). This individualised assistance supports a more seamless integration process and quickens the educational cycle for new hires.
HR departments communicate with a variety of stakeholders, including as recruiting supervisors, managers of departments, and IT support, to coordinate the onboarding process (Dunn and Jasinski, 2009). To guarantee an organised and effective onboarding process, they provide easy communication between various parties. Additionally, HR experts operate as the primary line of entry for new hires, answering their questions and giving them the information they need (Graham and Tarbell, 2006).
For staff involvement and overall organisational success, it is crucial to invest in continuous learning and development. They make it possible for workers to learn new skills, broaden their knowledge, and keep up with emerging market trends. Organisations may foster a culture of constant improvement, increase work satisfaction, and raise morale through supporting employee growth and development.
To meet the different requirements of workers, organisations should provide a range of training programmes. These courses may include anything from leadership development to technical skill training to soft skill development. Workshops, distance-learning programmes, conferences, and mentoring programmes are all options for conducting training sessions. Organisations motivate their staff and foster professional progress by offering chances for workers to acquire new skills and improve current ones (Simmonds and Zammit Lupi, 2010).
The organization's HR departments are crucial in discovering talent. They use a variety of techniques, including performance reviews, skill evaluations, and management feedback, to find high-potential workers (Tansley, 2011). HR personnel may develop a pool of skilled workers that will make a substantial contribution to the expansion of the company by regularly tracking and recognising workers' accomplishments and potential (Beechler and Woodward, 2009).
Individual development plans are made in collaboration with staff members and their supervisors by HR departments. IDPs describe the career objectives, desired competencies, and growth possibilities of the personnel. HR specialists may provide direction and suggest appropriate training programmes or educational possibilities to assist workers in achieving their goals. Employees get the required assistance for their development via regular advancement assessments and IDP revisions.
Long-term organisational performance depends on employee engagement and retention. The importance of work-life balance and a healthy work culture are all highlighted in this essay as it examines techniques for improving retention and engagement of staff members during the course of their employment. It also examines HR's function in putting employee engagement programmes into place and creating a welcoming atmosphere.
Encouraging work-life balance is essential for keeping people motivated and engaged. To assist workers in successfully managing their personal commitments, organisations should provide options for flexible employment, including remote work alternatives or programmable schedules (Wong and Ko, 2009). A happier and more engaged workforce is a result of giving employees enough time off, encouraging good work-life integration, and aiding employee well-being programmes. Developing a healthy workplace culture is essential for attracting and keeping talent. Organisations should place a high priority on inclusiveness, cooperation, and transparent discussion. Employee happiness and engagement are influenced by developing strong working connections among coworkers, encouraging a feeling of belonging, and supporting a positive work environment (Armstrong and Murlis, 2007). The promotion of a healthy work-life balance, opportunity for professional development, and collaboration are all factors in creating a strong workplace culture.
Employee engagement programmes are designed and implemented mostly by HR departments. Using questionnaires, interviews, and feedback sessions, they pinpoint areas that need work. HR specialists create programmes that cater to the particular requirements and preferences of workers according to the knowledge gained. These could involve team-building exercises, health plans, chances for learning and growth, and social gatherings that foster relationships and involvement among employees.
One of the most important parts of talent management in organisations is the separation and leaving process. It talks about the value of using input from departure interviews to enhance talent management procedures. It also examines HR's responsibility for a courteous and painless separation process.
The methodical and planned process of letting an employee leave the company is known as offboarding. It comprises business-related duties including gathering corporate property, wrapping up documentation, and assisting with the handoff of information and duties to new team members (Managing and Roberts, 2019). The offboarding process has an effect on company image and ongoing recruiting efforts since it affects how leaving workers see the firm and determines whether they will continue to be brand ambassadors. Positive evaluations and recommendations from former workers are possible as a consequence of a successful offboarding process, which may also improve business branding (Kim, Kim and Kim, 2009).
For the purpose of getting feedback from leaving workers, exit interviews are quite important. Employees get the chance to voice their opinions, discuss what they have learned, and offer details about the reasons for their departure during these interviews. Exit interviews should be conducted by HR departments in a private, non-confrontational setting so that workers feel free to express their opinions. Exit interview feedback may be utilised to spot trends, pinpoint areas for talent management practise development, and make required changes to promote personnel retention and involvement (Feinberg and Jeppeson, 2000). Exit interview feedback analysis and action shows a company's dedication to ongoing development and may help create a good workplace environment.
In the following, examples from real life will be presented. The "Hilton Onboarding Journey" is a thorough onboarding programme offered by Hilton Hotels & Resorts. New employees are exposed to the business's values, traditions, and standards during an orientation session. The programme also has a mentoring component, which pairs up new hires with seasoned team members who can offer advice and assistance in the early going (Lisa, 2022).
The "Ritz-Carlton Leadership Centre" is a well-known staff training programme offered by The Ritz-Carlton Hotel Company. The main objective of this programme is to help workers at all levels enhance their leadership abilities (Ritz-Carlton, 2023). For the purpose of fostering development and boosting employee engagement, it consists of seminars, coaching sessions, and continual learning opportunities.
The dedication to staff wellbeing and work-life balance at Four Seasons Hotels & Resorts is well-known. They provide flexible schedule alternatives, help for employees, and programmes that support both physical and mental wellness. High staff retention and satisfaction rates are a result of these practises (Hilton, 2000).
Exit interviews are conducted by Hyatt Hotels Corporation to get feedback from leaving staff members. Following an analysis of this input, any required adjustments to talent management practises are made. This aids the business in enhancing staff retention plans and keeping a supportive workplace culture (Yang, Wan and Fu, 2012).
This essay has highlighted the significance of employee engagement and retention throughout the employment lifecycle in the hotel business. Strategies including attraction and recruiting, training and integrating, advancement and development, and separation and departure procedures were examined to emphasise their relevance in developing a motivated and dedicated staff.
The conversation has shown that HR plays a crucial role in managing and growing talent inside organisations. It is crucial for HR professionals to find and recruit skilled individuals, provide efficient onboarding programmes, offer chances to grow and learn, and guarantee a courteous separation experience. They play a critical role in developing a supportive workplace environment and putting talent management techniques into action that boost engagement and job satisfaction among employees.
For long-term organisational achievement in the hotel sector, effective personnel management procedures are crucial. Hotels can develop a motivated, effective, and customer-focused staff by putting a high priority on employee retention and engagement. Employee happiness, lower turnover, and improved reputation of the company are influenced by a good work environment, opportunity for advancement, and attention to work-life balance.
HR departments are recommended to take action and give thorough talent management practises top priority in light of these findings. This entails putting into practise successful recruiting and attraction methods, creating onboarding and development plans with a clear framework, conducting insightful departure interviews, and regularly collecting input to enhance talent management procedures. HR professionals can help their organisations succeed over the long term in the fast-paced and cutthroat hotel sector by effectively managing  their workforce.
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