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Presented research that gives an understanding and evaluates procedures that need to be put in place by the human resource department within the hospitality industry, and the importance of maintaining and developing talent within a large hotel, throughout an employee lifecycle model. The Human resource department is the pathway between management and staff, and they are responsible for various duties, such as maintaining and keeping up to date with the rules and regulations, disciplinaries, record keeping of data, recruitment, wages and training and development. The human resource department’s role is to maintain the functioning of a hotel and retaining employees by keeping them satisfied within their work environment and ensuring company policies continue to be followed and employees to behave accordingly. Staff shortages are sometimes because employees are not engaged, overworked and underpaid. The right employee with the right skills needs to be attracted and the human resource department are responsible in how and who they attract. Their role consists of making sure management are fully engaged with their employees and that everyone is onboard with the same aims and having an ambition to succeed within the company’s mission, as well as their own personal achievements. This often results in better performance and self-fulfilment, staff shortages can sometimes put a lot of pressure on current employees, this can sometimes affect their performance and passion for their responsibilities, on many occasions this has been the reason why employees separate themselves from their role. (Smyth,2020) 
Armstrong(2006) gives an understanding of performance management, he explained that managing performance is a strategic plan, with good communication amongst partners, managers and employees which will result in agreement of specific responsibilities that are required  within the employees job role, targets being set for improvement and plans for personal development, giving employees an insight and understanding of what is expected from them, giving them an opportunity for growth within their career. Defining specific development needs and being able to identify expected levels, this can contribute to them emphasising the business core values.
Managing disciplinary matters can be time consuming reason being that there are various different types of misconduct, this leans on how serious the matter is or the nature of the situation, this could be either an ordinary misconduct which is caused by minor breaches such as, continuous bad time keeping, projecting a bad attitude towards other colleagues and minor breaches within the rules of health and safety, this can sometimes differ in various workplaces with a different outcome. This would normally result with a warning issued, it has been very rare that an employee would receive dismissal for their first offence. Being issued a gross misconduct on the other hand could lead to a more serious outcome such as ‘a summarily dismiss without notice’, this could result from certain behaviours including being under the influence of drugs and alcohol, fighting and any sort of dishonesty or fraud, if any one of these offences are committed the employee is fully aware that the employer has every right to make them summarily dismissed. The same sort of procedures as an ordinary misconduct including a full investigation being taken out and a hearing being held also giving the person in question a chance to appeal the decision. Employees that often presents poor performance will be issued a couple of warnings formally following similar procedures compared to the ordinary misconduct, a plan would then be put in place to give the employee a certain amount of time to present an amount of improvement, a hearing would then take place deciding upon handing out a dismissal or not. This is usually the least favourite thing a manager prefers to do, depending on the circumstances, this could sometimes have been due to the employee’s health condition and managers often want to treat their employees fair without it having a negative impact on the employee and the everyday functioning of the company. Managers have a duty of care intended to maintain employee’s safety, other major rights are the health and safety at work act 1974, which requires employers to follow specific obligations and policies. The health and safety act includes the following statement ‘It shall be the duty of every employer to ensure, as far as is reasonably practicable, the health, safety and welfare at work of all his employees.’ There could be incidents that occur known as, Personal injury law, this is when an employee has suffered an injury or injuries whilst being at work and proceed in suing their employer, but for this to become successful, many procedures would then have to be carried out, the seriousness of the case could depend on whether the employer knew about the risk before the injury was incurred. Employees are also protected from bullying and harassment with acts in place known as the Criminal justice and public order Act 1994, the Protection from harassment Act 1997 and the Equality Act 2010, these can all result to imprisonment and on some occasions, compensation would range between five hundred pounds to thirty thousand pounds, if the case had been proven. (Taylor, & Woodhams,2016, p.77-84)
Cattermole (2019) explains that when HR have the need and responsibility to retain ‘top talent’ and engagement within their employees, having the capability of doing this through the employee lifecycle could result in succeeding in their aims that are set. The employee lifecycle consists of six stages, attraction, recruitment, onboarding, development, retention and separation. Candidates are attracted usually to the company’s reputation or brand. Their next steps within the process would be them applying for their position, which if successful this then leads to recruitment and then the onboarding stage. The onboarding process would consist of managers deciding what role could possibly be filled, which skills can be gained and giving the employee an opportunity to develop further within their career. Retaining staff rather than looking for new staff could save companies a lot of loss in budget caused by staff shortage or sometimes retirement. 
Cattermole (2019) has also given an insight to the attraction and onboarding process, not only does the company need to focus on the right audience but analysing and performing surveys to calculate the reasons why employees left in the first place. In some cases, employees have been satisfied with their wage but not satisfied with their working environment. Feedback interviews and surveys should be carried out for joiners and leavers by third party individuals, so their research can have a correct understanding. It is also a requirement that all information collected should remain confidential, this also encourages individuals giving feedback, to be truthful and honest. 
Cattermole (2019) notes that when the right employees are recruited for the right roles in the first place, it can be a key technique to prolonging the employee lifecycle.  
Providing development for employee’s consists of analysing skills that they have to offer and providing them with opportunities to grow within their career, this is often done with training programmes and apprenticeships. Whitbread owner of Premier Inn also believes that providing positive experiences for their customers starts with providing great experiences for their employees. They provide training to create opportunities to venture further into there career. They have been rated number one Hospitality apprenticeship provider, as well as thirteen years consecutive top employer and has come twenty fourth in the financial times diversity leader’s index. (Whitbread.co.uk)
Industry-leading training and development are part of Whitbread’s culture. They thrive when giving their teams support and team members are given opportunity, providing these key techniques is a main part of their force for good strategy. Team members that experience being part of a positive team which can retain a future with outstanding talent. Whitbread believe in training their employees to succeed and providing them with opportunities to progress. Whitbread have no limitations on their employees aims and higher goals. (whitbread.co.uk)
For example, software engineering manager, Freddy, who is based at Holborn digital office, states that he joined Whitbread in 2016, when their digital world was at its early growth stage. He was drawn to the positive culture and freedom; he was part of an agile team that felt more like a family. Freddy works on guest-facing digital projects, he is part of their mobile team and collaborating with the web team on the Premier Inn website. He enjoys focusing on projects that have a positive and direct impact on their guests as they can get full frontal feedback. His experience with Whitbread has been a positive journey for him and he expresses how support line managers have helped and encouraged him to have growth in his career and has been given opportunities, which has led him to managing his own team, and gets satisfaction and thrives when his support has led to their own personal achievements. (whitbread.co.uk)
Whitbread are also committed to providing employment to the underrepresented groups. They strive to provide opportunities to young people with learning difficulties and disabilities. Derwen and Hereward college training facilities offer centres on both their sites with receptions, bedrooms and laundry rooms. They provide learning that has a life changing effect, and the development and care to create possible achievements for those who have struggled with employment due to personal challenges and lack of opportunity. (whitbread.co.uk)
Retention is when companies could keep their staff by having positive engagement and providing pathways to a higher career. According to research the length of time hospitality workers remain within a company is around twelve months. There are many consequences to having a large number of employees turnovers.it can result into a loss in budget/profit, finding, hiring and training new staff on a regular basis, Research from Big hospitality, shows that it costs two hundred and seventy-five million pounds per year, due to having a lack of ability to retain their employees. Retention can be down to such things like, the employees are not right for their role, no matter the training received, unsociable hours and lack of flexibility, hospitality workers are often expected to work through holidays, late night shifts and through weekends. Even when Dedicated employees are persistent to carry on but even in these circumstances, employees could not help themselves from feeling overtired, unvalued, rotas rarely change, and employees do not have much say when it comes to shift planning. Although employees are expected and informed of the need of flexibility in hospitality, repetitiveness with lack of progression can most commonly to leave employees wanting more having a desire to accomplish other goals, Toxic and unhealthy environments can be caused by poor communication throughout their establishment, poor management can lead to unmotivated employees as well as high staff turnover negative behaviours amongst employees. Specific situations will leave employees no longer valuing their job role feeling forced to reach higher within their career. This could then result to possibly gaining a bad reputation. Working in a toxic environment could affect one’s mental health which is took quite seriously. Minimal growth opportunities is the main reason the younger generation venture somewhere else. This is also known as the separation stage. (www.highspeedtraining,co.uk, 2021)   
In order to prevent separation employers, need to ensure that all employers are engaged with their employees and consider actions that can be put in place that have a positive impact on their work environment. It is imperative that structures are updated in a certain way to create equilibrium between life and work. (Pizam, 2013, p. 3-4)
    
The research shown displays that if employees lack engagement, it could result to many complex situations such as bad reputation and staff shortages, but when strategies are put in place within the hospitality industry it could result to a happy work life balance which can often lead to retention and company goals being met.  
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