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[bookmark: _Toc134787338]Introduction 
Employee staffing includes a number of important HR tasks, such as human resource planning, hire, selection, retention, and the many steps that are taken when an employee leaves or is fired (Caruth, Caruth, and Pane, 2008).  Also, both employee growth and employee resources are important for bringing value to an organization and making the HR business grow (Pahos and Galanaki, 2019, pp.93-112). Employee resourcing and employee growth are both very important to the organization, its success or failure as well as the results it achieves. HR does a lot of different things in an organization. It takes care of staff interactions, hiring, payroll, onboarding, and a lot more (Caruth, Caruth, and Pane, 2008). One of these important jobs is managing talent, which is the key to keeping the organization moving toward its goals. In a big hotel, the human resources staff must handle and grow talent over the course of an employee's lifetime in the company (Deb, 2006, p.63). However, this essay will analyze the key strategies in order to engage and retain employees throughout the lifecycle of employees. 

[bookmark: _Toc134787339]Discussion 
The role of Human resources in managing and developing talent is to manage talent inside an organization, develop talent plans for training, upgrade skills, and better the work environment (Chipunza and Mupani, 2019, pp.1-11). By devising means to accomplish talent management objectives, such as a recruiting procedure to acquire suitable candidates for open positions, they alter the talent management strategy (Kaliannan et al., 2016, pp.393-401). However, HR also plays a role in shaping a talent management strategy by serving as a role model. This implies that HR departments often test out new training and work-environment methods in an effort to showcase their worth to other divisions. HR may evaluate the efficacy of a plan before rolling it out to a different division by first replicating its success in a "test" environment (Meyer and Xin, 2018, pp.1827-1855). 
The importance of managing and developing talent is that it assists in building a motivated, effective workforce. In this manner, HR serves multiple important functions within an organization. It manages employee relationships, onboarding, talent acquisition, payroll, and numerous other functions (Rabbi et al., 2015). One such accountability is talent management, which is essential to an organization’s continued progress toward its objectives. HR talent management also seeks to retain and promote current employees to more important positions. It reduces employee turnover costs (van Zyl et al., 2017, pp.1-19). 
It makes much more sense to cultivate and retain essential talent than to seek out, hire, and train new ones. Businesses may improve the handling of diversity, boost the value of their employer image, foster an atmosphere of learning, and increase productivity by taking a strategic approach to managing talent. Human Resources Experts see talent Management as a top priority for these reasons (Makram et al., 2017, pp.259-378). While one of the primary objectives of talent development is to improve the efficacy of an organization as a whole, it is not the only objective. Companies raise the benchmark for the entire workforce by assisting employees in acquiring skills and experience in a personalized manner, thereby ensuring higher capability levels and improved performance (Meyer and Xin, 2018, pp.1827-1855). 
The employee life cycle model is a way to describe and talk about the different but equally important stages an employee goes through while working for a company. The employee life cycle model recognizes and describes the many and important stages that a worker goes through when working for a company. There are six different stages at work including enchantment, employment, hiring, growth, retention, and separation (Caruth, Caruth and Pane, 2008) An employee works their way through each level in order. The job life cycle is also important and is a useful tool for visualizing and planning an employee's interactions with a single organization over their entire career. This model provides employers with valuable insight into how to effectively support their employees during their various phases of employment. People have a far higher chance of recruiting and retaining a fantastic team if they focus on giving their absolute best at every stage. This increases their chances of success (Abbas et al., 2015).  
HR managers aim to attract people who are interested in their job opportunities, the firm, and its objective during the first phase of attraction in the employee life cycle. HR managers have a great deal of influence over how applicants perceive the company via communication. It will fail if it cannot attract and retain top talent, no matter how innovative and effective the good or service of a business is (Singh and Sharma, 2015, pp.337-347). Therefore, the attraction phase is a crucial part of every company's growth strategy. Before human resources ever have a position open, there is just the attraction phase. What they are going for here is for both their current staff and any potential new hires to think of the firm as a great place to work. This means that potential customers, clients, stakeholders, and both passive and active employees have positive impressions of the company. This stage assists the employers in engaging the workers towards the objective of the firm by attracting them in terms of their vital offerings (Singh and Sharma, 2015, pp.337-347). 
Recruitment is the second stage of the employee lifecycle, where a possible employee becomes an applicant for a job at one company and then an actual employee (Pahos and Galanaki, 2019, pp.93-112). The most important part of the hiring process is to put an interesting job listing on the company's website and on other job search sites. Recruitment is important when employers want to find the best people. Organizations use a variety of ways to find new employees, like employee recommendations, professional networks, and job companies. These things let us sort through applicants and find individuals who fit the job description. Additionally, talent that is highly engaged sees a connection between their job and their professional     (and individual) development, and as a result, they are more inclined to remain with the organization. Companies that effectively engage their employees discover methods to improve workers' lives and help them advance in their careers (Murton et al., 2010).
[bookmark: _Hlk137307346]The next phase of the employee life cycle is the onboarding process. After the right people have been employed, the onboarding process is essential for getting them up to speed on the job's performance requirements and organizational culture as soon as feasible (Kaliannan, et al., 2016, pp.393-401). During the onboarding process, new employees are educated on the ins and outs of their jobs and given the tools they need to succeed in the organization. For new hires to feel comfortable contributing right away, they need time to adjust to the team dynamic and learn about the company (Marchington & Wilkinson, 2016).  The fourth phase of an employee's lifecycle is training and development. When one continually pushes team members towards furthering their careers, one will be doing a lot to improve their employability (Thompsen, 2010, pp.61-75). The genuine value of training and education resides in the expansion of both the company and its workforce. Investing in the professional development of employees is a certain way to boost morale, retention, and output in the workplace. Development Planning boosts skill levels in the workplace by helping workers see where they excel and where they may need improvement by engaging them. Employees' knowledge and skill sets may expand thanks to this information's role in guiding training and development choices (Torrington et al., 2017, pp.340-351)
The fifth stage of the employment lifecycle is employee retention. The focus here should be on keeping the best employees on board and ensuring that they are challenged and pleased in their positions within the organization. (Thompsen, 2010, pp.61-75). In this way, a company's good attitude has a lot of impact in this area. If an organization’s culture is bad, it will always have a high change rate, which means the boss will have to pay to replace people often. Enhancing the retention stage is an excellent method to overcome this risk and help the job tracks of team members to engage and be happier (Murton et al., 2010).  
The last stage of an employee's life cycle is separation when they leave the company. Most people's work lifecycles end at some point, whether it is because they quit, get a new job, or leave for personal reasons. It is important to take the split process as seriously as the onboarding process and to be just as vital about how individuals handle this step. When someone leaves a team, it affects the other people on the team (Thompsen, 2010, pp.91-103). The boss and HR staff at the company are responsible for making sure that the employee who is leaving does so in a way that does not cause too much trouble when one finds himself or herself in a scenario where an important worker leaves the company without warning (Marchington and Wilkinson, 2016).  
In hotels all around the UK, a wide range of people are engaged to improve organizational and team performance. The requirements of a restaurant's employees and cleaning staff are different from those of the management, suppliers, and clerks. As a result, it is essential that every member of the team be familiar with the hospitality culture. The hotel management recognizes the need to invest in the growth and development of its staff. Maintaining a steady demeanour and approach to tasks is helpful (Neupane, R.,2015, pp.123-138). Everyone working at the hotel, for example, needs to talk to the customers. It is, therefore, crucial to acquire the skills necessary to effectively collaborate with individuals from a wide range of cultural backgrounds. Additionally, guests tend to think of the staff as one cohesive unit. This requires an emphasis on collaboration and diversity education (Armstrong and Taylor, 2020, pp.654-704). 
However, effective employees are those that are invested in their job and have a feeling of loyalty to their business. They are more focused and motivated than their distracted co-workers because of their motivation, which extends beyond their own personal problems, they are effective and committed to the development of the company. On the other side, emphasized employee and company expansion is where employee engagement development really matters. The most significant resource of the hotels is its workforce, therefore investing in their growth may increase retention and loyalty among employees as well as creativity and productivity at work (Fallon, B.J., Rice, S.M., 2015, p. 485-500).
In terms of best practice industry examples, the hotel industry mainly integrated effective employee retaining and engaging strategies. The best practice of the UK hotel industry is based on giving the employee vital opportunities as workers want to feel like they have opportunities to move up in the company. By putting an emphasis on their career growth, UK hotel workers know that their success is important to the whole business. This is how the hotel business gets comments from staff to find out which ones want to learn more about their jobs. It talks with them and helps them come up with a plan for reaching their goals. It also tells them what they might be expected to do if they rise in the industry (Armstrong and Taylor, 2020, pp.271-287).

[bookmark: _Toc134787340]Conclusion 
In conclusion, the benefits of employee engagement in the hotel industry it assists the hotel industry in lowering their turnover, decreasing employee burnout, enhancing customer service, and lower personnel absenteeism. In addition, the hospitality business places a premium on enthusiastic staff members. Positive effects on staff turnover, workplace culture, and interaction with clients, productivity, and bottom line may result from using tactics that increase staff involvement in the hospitality business. Strong performance and going the additional mile are seals of an engaged workforce in the hospitality business. They constantly go the extra mile, which is appreciated by both their superiors and their clients. In the hospitality sector, workers with these values are in great demand. Consumers from every aspect of life depend on hotels to provide them with an experience that they will cherish with amenities that are well worth the cost.
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