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[bookmark: _Toc137486030]1. Introduction 
Keeping exceptional personnel on board and encouraging their further growth is essential to long-term success in the hospitality business, which is characterised by high rates of employee turnover. Throughout the course of an employee's career, the department of human resources plays a critical function in both the management and development of talent (Jung et al., 2023). The purpose of this paper is to conduct research and provide a critical analysis of the tactics and practises that The Royal National Hotel in London ought to put into place in order to successfully retain and engage staff across the whole employment life cycle, from recruiting to retirement. The ability of an organisation to keep its employees and keep them engaged is essential to its success, but this is especially true in the hotel business, which is notoriously cutthroat (Markos and Sridevi, 2010). This article takes a closer look at the methods utilised by the human resource department of The Royal National Hotel in London to effectively manage and cultivate talent throughout the course of an employee's career. This article sheds light on the necessity of efficient talent management by examining the stages of attraction, recruitment, onboarding, development, retention, and separation. It also includes instances of how such practises may boost the performance of teams and organisations.

[bookmark: _Toc137486031]2. Discussion and analysis
When it comes to the hospitality industry, the Royal National Hotel in London is a name that is well-known and respected. It is well-known both for the luxurious accommodations that it offers and the outstanding service that it offers its customers (Buhalis and Chan, 2023). In order to protect the reputation of the institution and stay one step ahead of the other businesses in its industry, the human resources department of the hotel needs to take the initiative to actively manage and cultivate its employees' talents (Dacin et al., 2015). This entails finding the appropriate employees, ensuring that the recruitment process runs smoothly, providing comprehensive onboarding, supporting employee growth, adopting successful strategies for employee retention, and carefully resolving separations when they become necessary.
[bookmark: _Toc137486032]2.1 The Role of Human Resources in Managing and Developing Talent:
When it comes to managing and cultivating an organization's existing talent pool, the department of human resources plays a pivotal role (Horak et al., 2019). It is in charge of determining the knowledge and abilities necessary for each function, developing efficient recruiting tactics, carrying out exhaustive applicant evaluations, and putting together all-encompassing onboarding programmes (Jindal and Shaikh, 2020). In addition, HR experts are responsible for the creation and delivery of training and development programmes, the monitoring of employee performance, and the development of retention strategies. All of these activities are performed with the goal of keeping workers engaged and motivated. The good attitude that permeates the workplace and the general success of the organisation may be attributed, in part, to their experience in people management.
[bookmark: _Toc137486033]2.2 The Importance of Managing and Developing Talent:
It is necessary for organizations, and notably in the hospitality industry, where the quality of service has a direct impact on customer pleasure and loyalty, to successfully manage and develop their staff (Vaiman et al., 2015). This is the case since the quality of service directly affects the satisfaction of customers. By making investments in human management practices, the Royal National Hotel is able to increase the productivity of its workforce, foster innovation and creativity, improve the experiences of its customers, and acquire a competitive advantage (Sharma and Bhat, 2020). It is more likely that an employee will remain with an organization over time if they are both engaged in their work and provided with sufficient training. This helps to reduce expenses associated with turnover and safeguards institutional knowledge. Additionally, a strong personnel management plan assists in the recruitment of top talent, which is useful to the hotel as it works to create its reputation as an employer of choice. This is a benefit to the hotel.
[bookmark: _Toc137486034]2.3 The Employee Lifecycle
The first stage of the employee lifecycle is referred to as "attraction," and its primary objective is to recruit candidates who are capable of performing the essential duties of the job. By utilizing a range of different channels, such as online job boards, social media, and professional networks, the Royal National Hotel is able to get in touch with a significant number of people who may be interested in applying for available positions (Gladka et al., 2022). By writing alluring job descriptions and highlighting the hotel's USPs, one can increase the likelihood of successfully hiring qualified workers whose values and goals are congruent with those of the organization. This can be accomplished by attracting potential candidates' attention to the available positions at the establishment.
Recruiting
The process of recruiting must to be comprehensive and effective in order to guarantee the selection of the most qualified applicants (Koch et al., 2018). Essential stages include conducting structured interviews, distributing skill evaluations, checking qualifications, and contacting references. In addition, human resources specialists working at The Royal National Hotel are able to utilise methods such as behavioural interviewing to evaluate applicants' soft skills and determine whether or not they are a good match for the company's culture. During the course of the recruiting process, maintaining strong connections with applicants may be facilitated by consistent contact and timely feedback.
Onboarding 
The Royal National Hotel is able to offer thorough orientation programmes, which may consist of acquainting new employees with important members of the team, receiving instruction on standard operating processes, and being acquainted with the values and expectations of the organisation. New recruits might have an easier time integrating into the company and get continuous help if they are assigned mentors or pals.
Development
Employee development is a continuing activity that enables constant growth and increased performance (Bag et al., 2020). Development entails training and education of workers. The Royal National Hotel is able to provide its employees with a variety of possibilities for professional growth, including cross-training, workshops, mentorship programmes, and other leadership development programmes. The hotel not only boosts the individual capacities of its staff members by investing in their professional development, but it also cultivates a talented and versatile workforce, which adds to the success of the hotel as an organisation.
Retention:
A proactive strategy is required in order to keep talented workers on board (Rawashdeh, 2018). The Royal National Hotel is in a position to put into action a number of measures, such as providing competitive remuneration and benefits packages, in order to both recruit and keep top-tier employees. It is possible to greatly contribute to employee happiness and loyalty by providing complete benefits, including healthcare, retirement plans, and employee discounts in addition to competitive compensation, incentives based on performance, and other advantages.
The Royal National Hotel may focus on building a healthy work environment that supports employee engagement and work-life balance in addition to offering financial incentives to attract and retain employees. Important employee retention techniques include the establishment of flexible working arrangements, the acknowledgment and reward of employee accomplishments, the provision of possibilities for professional growth, and the promotion of a culture that values open communication and feedback (Kurdi and Alshurideh, 2020). Employees may better understand their chances for advancement and address any problems or challenges they may be facing by participating in regular performance assessments and sessions that focus on providing constructive feedback. It is critical for the retention of employees that the organisation cultivate a feeling of community and belonging among its members. It is possible for the Royal National Hotel to foster a culture of strong relationships among its staff members by encouraging activities such as cooperation, collaboration, and socialisation. Creating a friendly and inclusive work atmosphere that employees are glad to be a part of may be accomplished through holding celebrations of milestones and successes, as well as employee recognition programmes, team-building activities, and other types of events. The hotel may place an emphasis on possibilities for professional growth and training in order to keep personnel. The hotel exhibits its dedication to investing in its workers' personal development and professional advancement by giving them access to a variety of professional development opportunities, including industry conferences, seminars, online courses, and certifications. It is possible to further boost employee engagement and happiness by providing individualised development plans in addition to regular coaching and mentoring sessions. The Royal National Hotel may prioritise the development of programmes that encourage a healthy balance between work and personal life in order to improve the general well-being of its staff and lower the incidence of burnout (Syed, 2015). It is possible to make a major contribution to the retention of employees as well as their level of contentment through the implementation of policies such as flexible scheduling, wellness programmes, and employee support programmes.
Separation 
Conducting exit interviews can provide valuable feedback and insights into areas for improvement (Branham, 2017). Maintaining relationships with former employees through alumni networks can serve as a source of potential rehires and positive word-of-mouth referrals (Roberts & Davenport, 2020)."

[bookmark: _Toc137486035]2.4 Best Practice Industry Examples
There are some examples of best industry practices from the hospitality sector as a way to further demonstrate how effective methods are for retaining employees and engaging them in meaningful work.
Four Seasons Hotels and Resorts: Four Seasons has earned a reputation in the hospitality industry for providing an extraordinary employee experience and maintaining a high staff retention rate (Liu-Lastres et al., 2023). The culture of the organisation places a strong emphasis on the empowerment of its employees. Staff members are actively encouraged to assume responsibility for their assigned responsibilities and to give visitors with individualised service. In order to ensure that staff at Four Seasons have the knowledge and abilities essential to succeed in their roles, the company invests in extensive training and development programmes. In addition, the organisation maintains a supportive atmosphere for employees by providing competitive salary, recognition programmes, and possibilities for professional progress.
Marriott International: Marriott is famous for having strong practises in place for managing its employees' careers. The organisation places a strong emphasis on attracting and maintaining top people by providing salary packages that are competitive in the industry, extensive benefits, and a wide range of chances for professional growth. The "Spirit to Serve" culture of Marriott encourages the participation of its staff members in various community service projects and volunteer opportunities. Additionally, the company gives its customers access to a variety of learning and development tools, including as online training courses and leadership development programmes.




[bookmark: _Toc137486036]3. Conclusion 
It is essential for businesses in the hospitality sector, such as The Royal National Hotel in London, to effectively manage talent and develop it throughout the employee lifecycle. This is especially true for establishments like The Royal National Hotel in London. The hotel is able to generate a staff that is both motivated and engaged if it takes a strategic approach to issues such as attraction, recruiting, onboarding, development, and retention. The Royal National Hotel is able to keep exceptional people who contribute to improved team and organisational performance because of its competitive remuneration and benefits, attractive work environments, continuous growth opportunities, and measures to promote work-life balance. The hotel has the potential to position itself as an employer of choice in the highly competitive hospitality sector by adopting best practises from industry giants such as Four Seasons and Marriott. This will allow the hotel to recruit and keep top personnel in the industry.
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