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Talent management has become one crucial activity for business organization. Talent management is defined as an organizational strategy for searching, hiring and retaining the best talent as well as high-quality employees for continuously developing their skills (Zhang et al., 2019). Talent development of an organization is focused on evolving skills and proficiency of the employees by creating inclusive learning and development plans which ensures that every employee has an unobstructed path for expanding their skills and for achieving their professional ambitions. It has become a great challenge for business organization to adapt with the changing demographic and work expectations for attracting the best talent and for retaining them for a long term in the organization for being capable of competing globally in a sustainable process. The Human Resource Management is expected to form new approach of leadership for leading the employee towards development with actions of attraction, selection, development and retention (Singh, 2019). This essay will be analyzing the role of HR department of a hotel business in retaining employees through the talent development programs. It will analyze the employee lifecycle for understanding the importance of talent development at each of the stages to enhance and strengthen personal development of the employees so that they become satisfied and remain at the organization for a long period in the future. 
Since the covid-19, unprecedented changes have been witnessed in the functions area of management of hospitality organizations which has resulted into higher demand of potential talent for assisting the hospitality industry in bouncing back to their original state (Azizi et al., 2021). For bouncing back the hospitality industry to their original state potential talent with discretionary work attitude is required. When the employees have to work more they go beyond job description and shows discretionary work behaviour that comes out of passion towards the organization which helps the organization in gaining more efficiency through enhancing quick service delivery, customer satisfaction, effectiveness as well as high level of profitability. The discretionary work behaviour of the employee further results in increasing customer attraction as well as customer retention in the hospitality industry. Moreover, employees that are involved in the discretionary work behaviour becomes much happier at the workplace than those aren’t involved in any discretionary activities. An appropriate talent management is necessary for keeping the employees happy and satisfied at their job which is the prime responsibility of the HR manager of a hotel.  
Talent management is a significant aspect of the wider initiatives of human resource management (HRM). HRM is responsible for hiring the right employees for the right job and train them effectively for their personal development (Guerra et al., 2023). The HR manager of an organization needs to develop strong management policies and approaches, design integrated underlying systems for gathering data that are required for making strategic business decision. A very crucial role is played by the HR manager of an organization in retaining the employees. The effort of employee retention might include employee training, personal development opportunities, internal promotion opportunities, providing bonuses, opportunities for leaves, improvement of workplace policies as well as procedures. It is the responsibility of the HR manager to conduct, recommend and implement strategies for employee retention while restructuring policies. It becomes unlikely and inconvenient to provide hike in salaries for organizations that are facing challenges with falling profit. But they can benefit the employees by including non-monetary incentives such as flexibility of work schedule, additional work time off as well as on-site opportunities.
Nowadays, employees are more concerned about improving their knowledge through learning and undergoing through training and development programs as well as through experiencing diversified work practices at the workplace (Hongal and Kinange, 2020). The investment level of an organization in talent development has a very significant impact over the decision of employees to either stay with the organization or not. The development and retention of the employees varies in organization based on its talent management approaches. Through the implementation and practice of talent development employees become aware of their roles and responsibilities which helps them in performing more efficiently by making fewer errors. By participating in an appropriate training program employee become more engaged with the organizational process which enhance general performance.
Talent management is very important for an organization to enhance employee skills and knowledge. Employees can find a job for identifying their skills and strengths and mitigating their weaknesses by utilizing opportunities at the workplace through the implementation of continuous development program for talent development which ultimately helps in increasing employee retention (Kravariti et al., 2022). Effective talent development contributes in boosting both the employee and organizational performance. Employees are the key of success of every organization who can contribute in the achievement of organizational success by being empowered with greatness. There is a greater chance for an organization to exceed the expectations of success by training the employees with all of the training and first-hand experiences for all of the employees. Proper talent development also helps the HR manager in recognizing relationship between feedback and performance. By giving timely feedback employee performance can be enhanced as employees become aware of their contribution in organizational success. Employees want feedbacks which is not a common practice in all of the organizations (Yang et al., 2019). Some organizations don’t feel like providing feedback to the employees which hampers employee motivation. But when employees are provided feedback by their superiors they find if meaningful. Employees admit that the feedback improves their performance. A strong talent management program which is focused on coaching can transit a dynamic and effective performance management where flows an open and continuous feedback between the employees and the managers. All of the parties involved get all of the information required for improving their weaknesses and strengthening their strengths. 
Talent development also helps in conducting skills assessment, measuring effectiveness as well as ensuring executive match-funding (Dwesini, 2019). Most importantly, increasing employee engagement and involvement is one of the significant contribution of talent development. HR manager should ensure that the talent development programs are built-in opportunities for the employees for collaborating and connecting them in the journey of their talent development. Employers need to add a mentorship component in their plan for facilitating group activities and for providing a chance to the employees for working together towards achieving goals.  
All of the activities and initiatives that can support the learning and growth of the employees are the concern of talent development of the HRM of an organization. Processes and programs are involved in successful talent development program which are tailored for matching organizational goals with the goals and interest of the employees (Gebbels et al., 2020). Setting up only one or two training program can’t ensure the development of best talent instead there should be more in the development planning. Employees should be given the chance of achieving their professional ambitions by advancing their skillsets within the organization. Besides, the HR professionals and leaders of an organization needs to possess required soft skills for recognizing and developing the potentials of each of the employees. Managing and developing talent has become a significant part of modern employee value proposition. Organization needs to demonstrate that each of the employees and team members are viewed as an individual which are truly invested in their success. Talent management needs to be a significant part of business strategy of an organization (Marinakou and Giousmpasoglou, 2019). The HR manager can develop its talent for transforming the organization in different ways such as increasing employee retention. Improving employee retention has become top of mind for business organizations which can be ensured by prioritizing talent development. Employees can be provided with opportunities to personal development which entice them to stay in the organization. 
A talent development manager is basically a HR professional who can oversee the talent development program of an organization (Marinakou and Giousmpasoglou, 2019). They are entitled to help team members in growing by developing organizational culture, contributing in both personal and organizational success as well as boosting employee retention. Assessing as well as prioritizing the needs of the organization and determining the skills and abilities of the existing employees for meeting for meeting the need of the organization is the specific responsibility of the HR professionals. They need to asses if there is any skills gap between the employees and the organizational needs and should develop training programs which can help in filling the gaps. Talent development managers partner with the HR professionals throughout the organization on specific projects ranging from recruitment of employees to performance improvement. The talent manager should be educated and experienced enough for being able to handle human resource management effectively (Islam et al., 2022). They should be very good at communication, solving problems, analyzing data, influencing employees and in getting done of projects by the employees. This will also help the employee in continuous development which will enhance employee retention. 
Employee lifecycle model is used for identifying and expressing the most significant stages through which employees move forward while engaging with an organization (Singh, 2019). There are six significant stages in the employee lifecycle such as attraction, recruitment, onboarding, development, retention and separation. Employees pass through these stages chronologically. Attraction is the moment when a potential applicant acknowledges the employer brand. Recruitment is the process as well as experience through which an applicant becomes an employee of an organization. Onboarding is the process of helping employees to understand the corporate culture and to blend with the culture. Retaining employees in the organization for a long term by keeping them satisfied in their position by providing rewards and recognition is called retention (Kossivi et al., 2016). Career development helps the employee to improve their skills and expertness for getting a better position and job roles through promotion. Separation is the process when the employees decides to move on. The HR professionals should attract the applicants by exhibiting all of the opportunities that the employees will be receiving after being recruited. The development and retention stages are dependent on one another. When the development stage will provide sufficient opportunities for personal development to the employees they will feel more empowered and longing to stay at the organization for a long time which will dramatically decrease employee turnover rate of the organization and will enhance employee retention.  When the best and expert employees will be willingly retaining at the organization they will be more passionate for achieving organizational success which will enhance their productivity as well as organizational productivity. The employees will increasingly contribute in the organizational success (Ramlall, 2004). 
It is viewed that hotel industry experiences high staff turnover rates and the industry struggles a lot for retaining the employees. Pechanga Resort and Casino is one of the great example of web-based talent management system which handles employee appraisals and support the performance programs for more than 5000 employees (Azizi et al., 2021). It has experienced significant and positive results in making a better alignment and in ensuring lower turnover within just one year. There are also other hotels which are using lots of highly effective talent management practices for enforcing customer-centric culture to improve their services for the customers. The Gaylord Opryland resort is another example of best HR practices in retaining talents. This resort is basically operated by Marriot International which is well aware of how to satisfy the repeat customers for keeping them coming back in the future. The employees here are trained well for behaving in a decent and comfortable manner with the customers (Guerra et al., 2023). A well-thought-out talent management strategy is in need since the competition is increasing in the hospitality industry. The talent management will be able to dramatically improve customer service levels in the hotels which will eventually improve the profitability of the organization. 
Employees are the key asset of an organization who contributes greatly in achieving organizational success by the accomplishment of goals and objectives. The existing employees are more aware of organizational goals and objectives, culture, leadership practices and all other aspects which helps them in blending with the organizational process more smoothly than then new employees. The existing employees can perform more effectively and productivity for enhancing organizational success which is why employees need to be retained for a long time in an organization. Organization can retain the employees for a long term through keeping them satisfied and happy in their job roles and position. 
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