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Personnel Resourcing and Development
Employee performance in the hotel environment remains vital in the hotel industry in order to meet consumers' dynamic needs. The concept of employee engagement in the hotel industry is an emerging management mantra where employers can bring out the willingness of employees to go beyond the expectations described in their employment contracts. Generally, employee engagement is described as the level of dedication and enthusiasm of employees towards their roles in the work environment. Armstrong, and Taylor (2020, P. 193) look at employees' engagement as the motivation and commitment of the employees to achieve the desired level of performance. Romanou et al (2012) associated employee engagement with three main facets which include social engagement, effective engagement and intellectual engagement. According to the social exchange theory, engagement creates obligations through continuous interactions and reciprocal interdependence. Therefore, the current analysis will look into how the human resource (HR) department of The Royal National Hotel, London can retain and engage its employees effectively within the organisation. The essay will also look into the role of human resources in talent management and development, the importance of talent management and development, the employee life cycle, the benefits of team performance and best practices in the hotel industry in relation to employee management. 
When it comes to talent management and development, Armstrong, and Taylor (2020, P. 264) argue that the HR of an organisation plays an important role in recruiting and onboarding the right candidates with the needed talents. Talent management involves retaining and helping employees grow their talents and careers. The first and vital role of HR is talent acquisition through recruitment. According to Varma and Chavan, (2019), it is the role of HR to attract top talent through internal and external recruitment. However, Armstrong, and Taylor (2020, P. 264) look at talent management as the entire process and strategies used to align employees' talents with the organisational objectives. Therefore, the HR department at The Royal National Hotel has a role in workforce planning by defining the set of skills that the hotel requires. The department also carries out recruitment by screening candidates and selecting promising prospects. Other roles of HR include onboarding, training and development, performance evaluation and administering appropriate compensation and benefits.  
According to Malik, (2023), any organisation with a sound talent management system must adopt a holistic view by incorporating packs and benefits to motivate talented employees. In other words, compensation looks beyond the paycheck and includes benefits (Malik, 2023). The HR also plan for employee succession either through career development or retirement (Ballaro, and Polk, 2017). Ideally, it involves helping the employees in an industry to have a seamless transition to a new role. While HR's role in talent management entails recruiting and retaining talent, talent development on the other hand entails motivating and enhancing the skills or competence of an employee. Talent development matters for the HR department of a hotel because it increases employee retention, boost performance, and contributes to seamless succession (Krishnan, and Scullion, 2017). Generally, the HR department at the Royal National Hotel plays an important role in talent acquisition and motivating employees to enhance their skills.
In order to promote a fruitful career in the hotel industry, it is important for the HR department to embrace the concepts of talent management and development. These two concepts matter because of the following reasons: 
To begin with, talent management and development encourage employee retention. According to Ahmad and Scott, (2019), the hotel industry not only faces competition in human resource acquisition but also a high cost of talent acquisition. In other words, it is reported that the recruitment and training processes are cost-intensive hence the need to retain top talents. Talent management and development can help the Royal National Hotel retain top talent. Employee retention can be achieved by availing enticing employment packages to employees (Cloutier, et al., 2015). Secondly, through talent management and development, an organisation tend to perform at its optimal level given the highly performing workforce onboard. However, when the time comes for the roles to be vacated, proper succession planning gives the top management the ideal structure to ensure knowledge transition (Marinakou, and Giousmpasoglou, 2019). Therefore, talent management and development help in succession planning by informing strategies that collect data and identify a suitable workforce for replacement. Thirdly, talent management and development improve employees' productivity by motivating them to soar beyond the set Key Performance Indicators (KPIs) and deliver more results. According to Hamad (2019), talent management and development helps employees understand their roles and acquire the needed skills that enhance their task completion within the record time. Whysall, Owtram, and Brittain, (2019), also assert that talent development strategies empower employees to advance their skills through learning and development. Therefore, talent management and development can help in reducing the skills gaps among the workforce at Royal National Hotel. Lastly, talent management and development help in promoting growth. As predicted by Li (2022), by 2025, about 50% of the global workforce will have the need for reskilling. Therefore, talent development and skill management remain vital ways of meeting future market demand and needs.
Employee engagement also entails making sure that employees are guided and their needs met throughout the employees' lifecycle. To enhance employee engagement, the Royal National Hotel can incorporate the Employment Life Cycle Model (ELC) to visualise how employees are engaged within the organisation from the time they are recruited to the time they exit the company.
Attraction
According to Xiang et al. (2022), this is the first stage of ELC and it occurs before any opening becomes available in the organisation. It involves projecting the organisation’s brand or reputation to the labour market and stakeholders. For instance, at this stage, the Royal National Hotel can portray itself to the external market as the best place to work. This stage can be accomplished through improved brand awareness, communicating organisational culture and availing attractive employee benefits and compensations (Torrington, Hall, and Taylor, S., 2008).
Recruitment
The recruitment stage becomes the second stage and it involves seeking to bring on board top talents to fill available opportunities (Nosratabadi et al., 2022). For instance, the Royal National Hotel can put in place a recruitment plan based on relevant qualifications and experience. As Xiang et al. (2022) illustrates successful recruitment can be achieved through referrals from existing employees, recruiting through different platforms, outlining the expected qualifications and collaborating with the existing employees during the recruitment process.
Onboarding
The third stage in employee lifestyle is the onboarding stage where selected employees are supported to fits into the new work environment. As Nosratabadi et al. (2022) illustrate, onboarding is intended to make new employees feel part and parcel of the organisation. In this stage, employees are briefed on the organisation's vision and values, employees' job description and the organisation's expectations (Xiang et al., 2022).
Development
This stage of ELC promotes constant team and professional development with the aim of improving present and future skills (Nosratabadi et al., 2022). Development at the Royal National Hotel can be promoted through promoting external learning, skills assessment, team building and rewarding employees.
Retention 
The retention stage focuses on top employees, making sure that they are satisfied and feel challenged in their roles (Nosratabadi et al., 2022). The Royal National Hotel can retain its top-performing staff by creating relationships with the employees, establishing open communication, seeking feedback and motivating its employees.
Separation
This is the last stage of the ELC and it can be in the form of retirement, transition to another job or resignation. As Nosratabadi et al. (2022) illustrate, regardless of the reason, this stage should offer a seamless transition. For instance, the Royal National Hotel can ensure seamless separation by seeking and understanding the reasons for the exit, remaining positive, giving honest feedback, and supporting the remaining team. Generally, the ELC model enables visualisation of the importance of each stage and how to improve team performance in each stage (Xiang et al., 2022).
Everyone, regardless of the position occupied within an organisation, can help improve team performance through diverse strategies. As a prospecting employee and a leader in the hotel industry, I can benefit Royal National Hotel's performance in four major ways. To begin with, team performance in Royal National Hotel can be improved through Active participation in training and development. Since knowledge is power, it is important for an employee to adhere to available training sponsored by the organisation not only to acquire new skills but also to promote uniformity in service delivery. Haugen et al (2019) argue that training and development empower employees to improve their service delivery and in the long run enhance team and general organisation performance. Secondly, I am likely to benefit team performance through effective internal communication, that is, effectively and timely passing information to colleagues within the team and organisation at large. As Chmielecki (2015) illustrates, effective communication reduces workplace conflict and promotes a happy work environment hence enhancing the team's performance. Additionally, effective internal communication not only provides a sense of communication to the team but also builds trust among the workforce. Lastly, I can benefit team performance through shared culture, vision and mission. Hosseini et al., (2020) recognise that a productive team member shares the organisation's culture, and sticks to the mission and vision of the company. Generally, as an employee, I have the ability to positively improve team performance by upholding constructive workplace values.
Given the myriad benefits associated with talent management and development, it is important that organisations like the Royal National Hotel implement such initiatives. This should be supported and guided by best practices that ensure talent management and development provide the best outcomes. Some of the best practices in the hotel industry include:
Decision-making powers to employees
It is perceived to be best practice to engage employees in the talent development process and allow them to have an active role in making decisions on skills they want. Employees have access to numerous opportunities and have diverse ambitions, hence it is necessary to engage them in shaping the future of the organisation (Bell, and Reed, 2022.)
Align talent development with business priorities
In order to maximise talent in the work environment, it is important to align the learning experience with the organisational goals. companies are increasingly matching employees’ abilities with available learning opportunities through gigs, projects and mentoring programmes (Stahl et al., 2012). This good practice also entails giving employees the space to share their achievement stories and inspire colleagues who look up to them.
Remove limiting boundaries
It is also a good practice to eliminate boundaries or barriers that limit talent management and development. Working in silos has been found to limit team performance and benefits that come with talent development (Katsoni, and Dougali, 2020). Therefore, talent management and development in an organisation requires transparency to allow all workers to have equal access to development opportunities as well as collaboration among employees (Katsoni, and Dougali, 2020).
In summary, the following analysis has acknowledged that the HR human department at the Royal National Hotel has numerous roles in talent management and development. Some of the identified roles include recruiting or identifying the right talent, training, performance evaluation, employee motivation and employee compensation. Talent management has also been found to have numerous importance which include enhancing employee retention, improving productivity, reducing skills gap and promoting professional growth. The analysis has also looked into how employee engagement can be used to support employees in their life cycle. The discussed stages include attraction, recruitment, onboarding, development, retention, and separation. It has also been pointed out that the ELC acts as a visualisation tool that helps in screening employees in each stage and improves performance in each stage. On the other hand, some of the ways in which an individual can benefit team performance include acquiring skills through workplace training, practising effective internal communication and promoting and sharing organisational culture with the employees. Lastly, some of the best practices in talent management and development in the hotel industry acknowledged in this analysis include devolved decision-making, aligning talent development with business priorities, and eliminating boundaries.
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