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Introduction
This essay examines the topic of how to retain and engage employees throughout the employee lifecycle in Premier Inn. Human resources play an important role in effectively managing and cultivating talent. The importance of HR (Human Resources) in managing and developing talent will be briefly elaborated. Importance of managing and forming positive characteristics within business firm will also be highlighted in the mid part of the essay. Further, the whole employee lifecycle which consists of different stages such as recruitment, onboarding, development, retention, and separation will be explained. Examples of how one can benefit the team or organisational performance will be added. Lastly the best practice industry examples regarding these facts will be discussed.

Discussion
According to Armstrong and Taylor in their book “Armstrong’s Handbook of Human Resource Management Practice “(2020), managing and developing talent is critical to ensuring hospitality success. They elaborate that talent is a crucial part of distinguishing organisations from their competitors and can create sustainable competitive advantages. 
The fundamental significance of the HR department in Premier Inn lies in its ability to effectively manage and cultivate talent. The HR function assumes an important role in the implementation of an organisation’s acquisition, retention, and development of skilled and competent personnel. One of the primary responsibilities of the organisation is to develop and implement recruitment strategies and processes that facilitate the identification and attraction of highly qualified candidates for the diverse range of positions available. 
The process of talent acquisition involves collaboration between HR and hiring managers to identify organisational talent needs, develop appropriate job descriptions and others. Additionally, advertising vacancies, conducting interviews, and ultimately making hiring decisions are also associated with their key duties. Thereby, Premier Inn can furnish orientation programs, expounds on its policies and procedure, and familiarise fresh personnel with its culture, values, and mission. HR also explores the present workforce’s competencies and evaluates areas of deficiency. Based on this evaluation, they can create training programmes to elevate employee skills and increase their competencies. Collaboration with managers is crucial to creating development plans and enabling access to training resources (Hewagama et al., 2019). The following business firm also creates collaboration with others to support employees to acquire new competencies or enhance existing ones. HR of Premier Inn management also effectively facilitate the improvement of employee competencies through various programs such as workshops, seminars, and online learning opportunities. They also implement performance improvement plans or employ coaching and support strategies aimed at assisting underperforming employees in enhancing their productivity and overall work performance (Ozkeser, 2019). Along with that identification and cultivation of individuals exhibiting remarkable potential, who are deemed suitable for the succession planning of key positions within Premier Inn are also successfully done by the HR. Competent individuals collaborate closely with managers to discern and anticipate forthcoming leadership necessities. Consequently, they develop a multitude of development programs aimed at cultivating the potential of talented individuals in preparation for leadership positions. 
Constructing a favourable work atmosphere as well as implementing constructive work participation is a primary focus of Premier Inn. Therefore, organisational leaders devise strategies aimed at acknowledging and motivating employee input, fostering equilibrium between work and personal life, as well as resolving employee misgiving or complaints. The HR department within Premier Inn also enhances the diversity within organisation by taking initiatives and implementing diversity training programmes, creating employment opportunities that embraces differences (Hewagama et al., 2019). Moreover, they also address employees’ inquiries, mitigate conflicts, and facilitate resolutions for disputes that arise within the workplace. 
The effective management and cultivation of talent are of utmost importance within the organisation for various reasons. The implementation of an effective talent management strategy facilitates the recruitment of top-level candidates with the required skill sets, knowledge, and experience essential for optimal organisational performance. The importance of these perspectives in Premier Inn has various impacts. This mainly facilitates the retention of competent personnel by offering opportunities for professional development and cultivating a positive workplace atmosphere. The enhancement of employees’ skills, knowledge, and abilities can be achieved through the provision of training, coaching, and mentoring programs, thereby fostering the development of talent. Consequently, this trend creates an upsurge in the magnitude of performance and productivity levels attained by the following business firm. Workers who possess the requisite skills and exhibit a strong level of motivation are more adept at driving the accomplishment of organisational objectives. This practice guarantees a succession of proficient executives who possess the capacity to assume pivotal positions within the workplace in the coming years. Fostering the growth of abilities and skills cultivates a milieu of education and flexibility within Premier Inn. Employees with a persistent focus on learning and enhancing their competencies exhibit the greater capability to effectively navigate shifting market trends and technological progressions. The sense of engagement and job satisfaction among employees is enhanced when they perceive potential avenues for advancement and progress incorporated by the company (Roberts, and David, 2020). The following firm engages in investing in the professional development of their personnel and exhibits a dedicated determination to foster the personal and career progression of its workforce. This results in enhanced organisational accomplishment and employee morale and motivation, as it engenders a sense of appreciation. And acknowledgement for the unique and valuable contributions made by individuals. Additionally, the effective management and cultivation of talent represents a strategic advantage in today’s dynamic competitive landscape. Competent and proficient personnel provide a distinctive advantage to organisations by delivering exceptional goods or services, offering exceptional customer experiences, and nurturing inventive ideas, thereby outperforming rivals. The concentration on the management and development of talent serves as a way of moulding the business culture. Through the establishment of a culture that prioritises learning and growth, the firm has the potential to cultivate a desirable image as an employer brand that effectively draws in highly skilled and sought-after professionals from the relevant industry. On the other hand, the cultivation of a favourable organisational culture and robust employer branding are emulated principles that substantiate an enterprise’s long-standing prosperity (Meng and Berger, 2019). Therefore, Premier Inn should be fostering talent acquisition by attracting, retaining, and optimising the capabilities of the workforce. This produces successful outcomes such as enhanced productivity, heightened personnel involvement, and bolstered organisational competitiveness. 
Understanding each stage of the employee cycle, organisations like Premier Inn can create a supportive and engaging work environment. 
The term ‘employee lifecycle’ refers to the distinct stages that individuals employed within an organisation experience, which span from the initial recruitment process to the final stage of departure. Each stage is different and presents employers with specific challenges and opportunities pertaining to successful employee management and engagement (Newell, 2019).  The recruitment and onboarding stage encompasses the process of identifying and securing promising candidates to fill available job openings. An assortment of tasks is encouraged within this category, comprising the publication of job vacancies, the analysis of potential candidates, conducting interviews, and the provision of employment offers. Upon acceptance of the job offer, the onboarding procedure commences. This consist of orientation sessions, requisite paperwork, fulfilment, and the introduction of the newly recruited team member to organisational protocols. The current stage of the intervention entails the provision of diverse educational modalities such as training programs, workshops, online courses, and mentorship programs. The acquisition of novel skills, staying current with industry trends, and professional advancement are facilitated by this initiative for employees. The concept of career development is centred on nurturing the extended progression and promotion of personnel who operate within an organisational framework (Patterson, 2023). The process encompasses the development of career pathways, the determination of potential occupational prospects, and the provision of direction and resources to facilitate the development of individual employee’s career pathways, the determination of potential occupational prospects, and the provision of direction and resources to facilitate the attainment of individual employee’s careers pathways. Career development initiatives have been found to improve employee engagement, job satisfaction, and retention. Organisations that place a high priority on fostering employee relations and promoting employee well being are more likely to experience reduced rates of employee turnover (Wooll, 2022). The process of offboarding and exit ensures when an employee makes the decision to depart from the employing organisation. This necessitates the performance of exit interviews, guaranteeing an unimpeded transfer of duties, and obligations, gathering input, and maintain amicable associations (Crail, 2022). The adequate process of offboarding, by contributing to the employer’s branding efforts, presents valuable insights for improving the overall employee experience. 
Individuals have the potential to positively impact, both team and organisational performance through various means. Specifically, an individual possessing strong leadership qualities has the capacity to inspire and motivate team members, while also imparting a clear and concise vision and objectives for the organisation. They can offer guidance and direction, promoting a unified goal orientation among all team members. Individuals who demonstrate exceptional communication skills can promote an environment of unbiased and effective transmission of knowledge of both among their team and within the overall institution (Gomez and Bernet, 2019). The abovementioned individuals possess the ability to express their expectations with clarity, furnish constructive feedback, and enable productive teamwork. Positive transmission of knowledge mitigates the likelihood of misconceptions, fosters productive cooperation and facilities congruence of goals among team members. An individual who places importance on collaborative endeavours and adopts a pro-team attitude has the potential to optimise the efficacy of the team. This statement posits that the adoption of suitable measures can instil a culture of collaboration, foster communal dissemination of ideas and knowledge, and expedite efficient teamwork within a team. The aforesaid phenomenon has the potential to engender heightened levels of innovation, efficacious problem-solving, and holistically enhanced productivity. Individuals who prioritise the development of skills possess the potential to enhance the growth and performance of both their team and business firm. On the other hand, it is feasible for individuals in positions of leadership to identify the proficiencies and inadequacies of their team members. This also offer prospects for training and growth and promote an ethos of sustained learning (Cortellazzo et al., 2019). Improvement in team performance can be achieved through the enhancement of individual skills. An individual with expertise in conflict resolution possesses the ability to adeptly navigate and mitigate conflicts that may arise within a team or organisation. An individual who offers consistent performance assessments and beneficial guidance may assist team members in detecting their competencies and zones in need of amelioration. The received feedback may serve as a requisite modification to optimise overall performance (Johnson et al. 2023). The act of recognition and gratitude towards the contributions made by the individuals can foster a constructive and encouraging work atmosphere, leading to amplified levels of team and organisational achievement. 
Premier Inn has invested in various strategies to develop and to effectively manage talent as well as teams, making significant investments in the implementation of training and development programs, aimed at expanding the competencies and acumen of their workforce. The provision of training opportunities to employees in the form of on-the-job training, cross-training, and access to professional development courses constitutes a crucial aspect of effective career growth. Through investment in the professional development of their employees, the business organisation promotes the cultivation of a highly capable and motivated workforce (Kalogiannidis, 2021). They typically offer well-defined career progression routes, which enable employees to envision and pursue long-term growth opportunities within the organisation. They also provide prospects for promotion and progression contingent upon performance and proficiency. The implementation of this strategy serves to foster a heightened sense of employee loyalty and promote long-staff retention. Performance management systems are commonly adopted by hotels to establish unambiguous objectives. Furthermore, commendable achievements are acknowledged and rewarded by means of diverse methods, including performance linked incentives, initiatives such as employee of the month and public recognition. Premier Inn also takes the initiative to maintain work-life balance such as flexible scheduling, paid time off and workers’ assistance programmes (Gragano et al., 2020). Along with that, they have also promoted strategies regardless of their gender, ethnicity, and background, because they understand the importance of retaining employees and incorporating incentives for long-term services and productivity. 
Conclusion
The above essay has briefly elaborated the idea of the whole process of worker engagement throughout the employee lifecycle. The process such as recruitment, onboarding, development, retention, and separation has been highlighted in the mid-section of the essay and various examples regarding that can benefit organisation performance by positive transmission of knowledge fosters productive cooperation have been mentioned. Lastly, best practice examples of Premier Inn have been elaborated. 
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