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It is crucial to keep workers and keep them engaged over the whole of the employee lifecycle in order to develop a profitable and successful firm. It starts with drawing in the best possible candidates and continues with onboarding, training, and continuing employee engagement after that. Organisations have the ability to focus on a variety of crucial methods in order to accomplish this goal (Seraphin, 2020). In the first place, it is absolutely necessary to focus on developing a feeling of belonging and purpose in one's place of employment. This involves cultivating a culture of support, promoting open communication, and giving staff opportunity to engage with one another and offer their ideas. 
	Second, it is crucial to make investments in the professional growth of staff members. Demonstrating a commitment to employee development by offering training courses, mentorship, and possibilities for career growth not only motivate employees to stay with the firm but also prove that dedication (O'Gorman, 2020). Employees are more likely to stay involved and loyal to an organisation if they believe their abilities are being acknowledged and they have a clear route to promotion in the organisation. In addition to this, it is vital to provide salary and benefits that are comparable in the market. It is possible to dramatically boost an employee's level of contentment and loyalty by offering them a full benefits package and making certain that they are rewarded fairly for the job that they do. Additional motivation for workers to stay with the company and perform at their maximum level may be provided by regularly evaluating compensation versus industry standards and by giving incentives that are performance-based.
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[bookmark: _Toc137292133]Role of human resources in managing and developing talent
	When it comes to talent management and development at a major hotel, the Human Resources (HR) department is an absolutely essential component. One of the paradigms that HR is able to make use of in this setting is the concept of talent management. This approach includes a number of different techniques and practices that are intended to attract, develop, and retain high-quality workers (Nieves and Quintana, 2018). The Human Resources department plays a critical role in luring skilled people to work for the business. This necessitates the formulation of efficient recruiting tactics, the formulation of alluring job descriptions, and the use of a variety of communication avenues in order to get in touch with prospective applicants. The Human Resources department may make use of technology and internet platforms to speed up the recruiting process while also ensuring that the candidate pool is diverse.
	After a talented individual has been brought on board, human resources will concentrate on furthering their development. This involves the establishment of training programmes designed to increase the abilities and knowledge of workers for their existing roles as well as those that may be available in the future. Workshops, seminars, and even online learning platforms are all examples of ways that HR may help enable learning and development opportunities. In addition, Human Resources may work in conjunction with department heads to identify people who have the potential to become leaders and then construct customised development programmes to help those individuals hone their skills and become ready for positions of leadership in the organisation. In addition, human resources play a significant role in the process of performance management (Norman et al., 2014). They are responsible for putting performance assessment processes into place, providing feedback, and identifying possibilities for improvement. HR is able to provide assistance in the process of putting in place a structure for goal-setting, carrying out frequent performance reviews, and ensuring that performance management procedures are both fair and transparent. 

[bookmark: _Toc137292134]Importance of managing and developing talent
	Being gainfully employed is preferable than being without work from a health perspective. “Good work” is described as a job that is both safe and secure, as well as having beneficial working hours and conditions, supportive management, and possibilities for training and growth (Gov.uk, 2019). The situation gives a definition of "good work" that includes opportunity for training and growth, job stability, secure working conditions, and supportive management. This definition provides evidence for the contention that having satisfying employment is preferable than having no job at all in terms of one's health. Numerous studies have revealed a connection between having a job and bettering one's physical and mental wellbeing.
It is very necessary for supportive management to play a role in the promotion of employee well-being. Managers that provide their employees with direction, appreciation, and support play an important role in cultivating positive working relationships and a supportive culture in the workplace. According to Armstrong and Taylor (2020), this may result in better job satisfaction for workers, lower levels of stress, and improved mental health for those doing the jobs. Despite the fact that the statement places a strong focus on the beneficial impacts that “good work” may have on one's health, it is vital to acknowledge that exceptions and individual circumstances can alter the link between one's place of employment and the results of one's health. The demands of a person's profession, their ability to maintain a healthy work-life balance and the nature of their work may all have an impact on a person's overall health and happiness. 
Moreover, it is essential for major hotels to have effective personnel management and development programmes in order to guarantee operational excellence, keep up a high degree of service quality, and stay competitive in the hospitality business. Strategies that are effective in managing talent have the potential to raise levels of employee happiness, improve the experience of customers, and boost overall performance. In major hotels, one of the most important aspects of personnel management is the capacity to both recruit and retain high-caliber employees (Janta, 2012). Hoteliers are able to find and employ applicants who possess the essential skills, credentials, and cultural compatibility if they establish stringent recruiting and selection processes. In order to improve the quality of the hotel's food and drink options, the hotel may go out of its way to recruit knowledgeable professionals who have solid culinary credentials. Hotels are able to build a competent crew, which has a beneficial influence on the quality of services given to guests, if they select talented persons. Guests will appreciate this. Another component of talent management that is included in major hotels is succession planning (Litvin, 2021). However, finding people with high leadership potential and preparing them for such positions in the organization's future is very necessary in order to ensure the organization's continued prosperity over the long run. Hotels may foster talent for crucial jobs by implementing mentorship programmes, employment rotations, and leadership development programmes. These can all be done in order to increase diversity in the hotel industry. 
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	The staff lifespan of a major hotel consists of many phases, beginning with attraction and ending with separation. Each stage is critical to the overall performance of the hotel and needs constant attention and supervision in order to be successful.
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Figure 1: Employee Lifecycle
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	The first stage of the employee lifecycle is called “attraction” and it is at this stage that the hotel works to build a favourable reputation and draw in individuals who are qualified. The hotel's potential transformation into an employer of choice may be aided by marketing efforts that focus on targeted recruiting and employer branding techniques (Ferreira, Azevedo and Cruz, 2011). In order to recruit individuals who possess the necessary skills and credentials, this may entail showcasing the hotel's distinctive characteristics, advantages, and job prospects.
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	In the hotel sector, filling available positions requires a procedure called recruitment, which entails searching for potential individuals and choosing among them. Mrsc (2010) identified that during this stage, we will go through the applicants' credentials, conduct interviews with them, and evaluate their qualifications and whether or not they are a good fit for the roles that are open. It is vital to have a well-defined recruiting process in order to choose the individuals who are the most qualified. 
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	During the onboarding process, newly hired staffs are educated about the hotel's history, as well as its regulations and operating procedures. New workers are given assistance in integrating into the business and gaining an understanding of their roles and responsibilities via the use of induction workshops that are effective (Martínez-Blanco, Inaba and Finkbeiner, 2016). At this point, activities like as orientation workshops, job shadowing, and mentoring programmes may be implemented to encourage early participation and to make the transfer as smooth as possible.
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	During an employee's whole tenure with an organisation, development should be seen as an ongoing activity. It entails providing workers with chances for development, including training, mentorship, and other forms of professional growth, with the goal of improving the employees' skills and capabilities (Turner, 2017). Large hotels often provide its employees with access to a wide range of professional development opportunities, such as leadership training, cross-functional training, and specialist seminars.
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	The stage of the employee lifecycle known as “retention” is an important one since it involves the development of tactics to engage and keep high-performing workers. This involves building a happy work environment, offering remuneration and benefits that are competitive, acknowledging and rewarding successes, supporting a healthy work-life balance, and recognising and rewarding accomplishments (Oladapo, 2014). Employee satisfaction and loyalty play a significant role in lowering turnover rates. 
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	The last stage of the employee lifecycle is completed when an employee leaves their position at the hotel for any of the following reasons: retirement, resignation, or termination (Scullion, Collings and Caligiuri, 2010). Exit interviews, the exchange of acquired information, and final settlements are the three components that make up effective separation processes. 
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	Effective practices in talent management have the potential to significantly boost the performance of both teams and organisations in a variety of important ways. Here are several examples:
· Improvised productivity: Hotels can build high-performing, goal-oriented teams by recruiting and keeping outstanding people. Employees are more engaged and productive when they feel respected, supported, and offered growth chances.
· Guest satisfaction: Hotel service directly impacts customer satisfaction. Hotels may improve client experiences by developing staff capabilities via talent management. By investing in training, stressing customer service, and creating a happy work atmosphere, staff may better meet and surpass client expectations, increasing passenger happiness and loyalty.
· Leadership: Talent development builds a leadership pipeline. Hoteliers can assure a steady supply of talented leaders who can boost team and organisational performance by identifying and developing high-potential personnel. This improves leadership capability and succession planning.
· Reduced turnover: Career development and recognition initiatives may improve employee satisfaction and retention. Supported, respected, and promoted workers are more inclined to stay and contribute.

[bookmark: _Toc137292143]Best practice industry examples
	The innovative ways in which Marriott manages its employees have earned the company widespread praise. Their “TakeCare” initiative, which places a focus on the well-being and professional growth of their workers, is designed with the goal of luring in and keeping talented employees (Sheehan, Grant and Garavan, 2018). Employees at all levels of the company have access to significant options for professional development and training via the Global Learning Network platform provided by Marriott. This platform includes a range of classes and certificates. Their leadership development initiatives, such as the Voyage Programme, prepare high-potential workers for future leadership roles within the organisation, therefore ensuring a solid leadership pipeline. This is accomplished by preparing high-potential employees for future leadership positions within the business.
	The “Hilton Effect” conceptual framework underpins the successful human management approach that Hilton has. They emphasise their welcoming culture at work and the chances they provide for professional development as a top priority in order to draw in qualified candidates. The "Hilton University" offered by Hilton consists of a comprehensive learning site that gives users access to a wide variety of educational and professional development activities. They do this by prioritising the health of its employees via a programmed called “Thrive@Hilton” which encourages a healthy balance between work and personal life and overall wellbeing (Magrizos, Roumpi and Rizomyliotis, 2013). They have established themselves as a market leader because to the creative approach they take to managing their talent pool.

[bookmark: _Toc137292144]Conclusion 
	In conclusion, successful talent management practices are an absolute need for achieving success in the hospitality business. Hotels are able to increase the performance of their teams and organisations by recruiting top people, offering growth opportunities, cultivating a pleasant work culture, and placing a priority on the health and wellbeing of their employees. Examples from Marriott International, Four Seasons Hotels and Resorts, Hilton Worldwide, and Hyatt Hotels Corporation, amongst others, highlight the beneficial effect that initiatives for people management may have. These companies put a strong focus on employee engagement, make complete learning and development platforms available, and execute recognition and award programmes. Their commitment to people management has yielded several positive outcomes, including higher levels of productivity and customer satisfaction, lower rates of employee turnover, a more robust leadership pipeline, and an inventive culture. Hotels may achieve continuous development, competitiveness, and excellence in the dynamic hospitality sector by utilising and adapting these best practices, which will allow the hotels to build an atmosphere that attracts and maintains high-performing workers. This will allow the hotels to better serve their guests.
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