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Retaining and Engaging Employees Throughout the Employee Life-cycle: A Critical Analysis and Evaluation

Introduction
When it comes to managing and cultivating an organisation's existing talent pool, the Department of human resources plays a pivotal role. A company's ability to attract, retain, and engage its employees throughout the course of their careers in the organisation is directly correlated to the effectiveness of its talent management practices. 

The purpose of this research paper is to investigate the roles that the human resources department of a large hotel plays in ensuring that talent is successfully managed and developed throughout the entire employee lifecycle. 

This essay aims to provide insights on best practices and tactics for maintaining and engaging people by critically assessing key stages of the employee lifecycle, including attraction, recruiting, onboarding, development, retention, and separation. 

These stages include attraction, recruitment, onboarding, development, retention, and separation. In addition, it will go over the significance of properly managing and cultivating one's talent, and then it will give three illustrations of how talent management may improve the performance of teams and organisations, along with three examples of best practices in various sectors.

I. The Role of Human Resources in Managing and Developing Talent

1.1 Importance of Talent Management:
In today's dynamic business environment, talent management is essential for companies to maintain a competitive edge. Effective personnel management can result in a 22% increase in revenue per employee and a 23% increase in profit margins, according to a study by Bersin & Associates (Bersin, 2014). Organisations can improve their productivity, innovation, and overall performance by focusing on attracting, developing, and retaining top talent.

Additionally, talent management addresses the challenges of talent scarcity and shifting employee expectations. As the job market becomes more competitive, organisations must differentiate themselves to attract and retain skilled employees.

 In addition, employees desire meaningful work, career growth opportunities, and a positive work environment (Deloitte, 2021). These expectations can be met through talent management practices that cultivate a culture of engagement and commitment.

II. The Employee Lifecycle:

2.1 Attraction:
Attracting top personnel starts with building a strong employer brand and promoting the organisation's distinctive value proposition. A distinct and compelling employer brand can attract candidates whose values and culture align with those of the organisation (Bersin, 2018). Organisations can expand their candidate pool by utilising multiple channels, such as employment boards, social media, and professional networks (Sharma & Sharma, 2019). Using social media platforms such as LinkedIn and Glassdoor, for instance, can help organisations promote their culture, employee testimonials, and job openings.



2.2 Recruitment:
A successful recruitment process is essential for identifying and selecting candidates who meet the needs and culture of the organisation. (Cascio, 2018) A comprehensive job analysis assists in identifying the essential competencies and skills required for each position. This analysis ensures the recruitment process is aligned with organisational objectives and identifies candidates with the desired qualifications.

Implementing inclusive and diverse hiring practices is also necessary for enticing a diverse talent pool. Hunt et al. (2018) found that diverse teams result in improved decision-making, increased innovation, and enhanced financial performance. To attract candidates from diverse backgrounds and perspectives, organisations can implement practices such as blind resume screening, diverse interview panels, and focused outreach programmes.

2.3 Onboarding:
Effective induction sets the stage for a positive employee experience and facilitates organisational integration. A structured induction programme should be created to provide new employees with the information, resources, and support they need to succeed in their roles (Saks & Gruman, 2014). The assignment of mentors or buddies to new employees can assist them in navigating the organisation, fostering relationships, and accelerating their learning trajectory (Gallagher & DeJanasz, 2018).

During the induction period, regular check-ins and feedback sessions can assist in addressing any issues or obstacles that new employees may encounter. In addition, these sessions allow managers to elucidate expectations and align individual goals with organisational objectives (Bauer et al., 2017).



2.4 Development:
Employee development is essential for enhancing their skills, knowledge, and abilities, which contribute to their engagement and retention over the long term. Providing opportunities for learning and development demonstrates an organisation's commitment to employee growth and career advancement (Noe, 2017). This can include formal training programmes, initiatives involving coaching and mentoring, employment rotations, and stretch assignments.

In addition, organisations can implement performance management processes that consist of regular feedback, goal formulation, and development discussions. This allows employees to comprehend performance expectations, receive timely feedback, and pursue their career goals (Armstrong & Taylor, 2017).

2.5 Retention:
Retention strategies are crucial for assuring the commitment and engagement of employees over the long term. These strategies include establishing a positive work environment, offering competitive compensation and benefits, and providing career advancement opportunities (Allen et al., 2015). Regular employee engagement surveys can assist in identifying areas for development and addressing any issues that may have an impact on retention.

Implementing recognition and reward programmes can also help retain employees. Recognising and appreciating the contributions and accomplishments of employees can increase their job satisfaction and loyalty (WorldatWork, 2020). In addition, promoting work-life balance initiatives and cultivating a supportive culture can increase employee engagement and retention.

2.6 Separation:
Even though employee turnover is an unavoidable aspect of the employee lifecycle, companies should nonetheless make every effort to offer a great experience for employees who are leaving the company. According to Cascio (2018), conducting exit interviews with departing employees can provide useful insights into employee perceptions, reasons for leaving, and potential areas for development. Organisations can improve their retention strategy and build a great employer brand by addressing any concerns that are found during exit interviews and taking action to resolve them.






III. Examples of How Talent Management Benefits Team/Organizational Performance:

3.1 Example 1: Increased Employee Engagement:
The successful implementation of efficient practices for talent management results in increased levels of employee engagement. Employees who are engaged in their work are more likely to display higher levels of commitment to their jobs, demonstrate higher levels of productivity, and are more likely to go above and beyond the requirements of their jobs (Saks, 2020). Because of this, the performance of the team as well as the outcomes for the organisation, improve.

3.2 Example 2: Enhanced Knowledge Transfer:
According to Cappelli et al. (2019), talent management practices that include mentoring programmes and knowledge-sharing efforts are effective at facilitating the transfer of knowledge and experience from one employee to another within an organisation. This contributes to the development of a culture of learning and guarantees that vital information is preserved even after employees have left the company. An increase in the transmission of knowledge adds to an improvement in the overall performance of teams and the innovation of organisations.

3.3 Example 3: Reduced Turnover Costs:
Reduced employee turnover rates lead to cost savings for the organisation, which is a direct benefit of effective talent management practices. According to Hausknecht et al. (2009), a high turnover rate can result in significant financial losses due to the costs associated with recruitment, onboarding, training, and lost productivity. Organisations are able to reduce employee turnover and hold on to key talent if they put retention strategies into action and satisfy the demands of their workforce.


IV. Best Practice Industry Examples:

4.1 Example 1: Google's Talent Management Approach:
Google's talent management practices have received wide recognition. The company prioritises hiring top talent, nurturing a culture of innovation and creativity, and providing employees with extensive opportunities for learning and growth (Bock, 2015). Google's "20% time" policy, which encourages employees to spend 20% of their time on projects outside of their primary responsibilities, fosters individual development and organisational innovation.

4.2 Example 2: Marriott International's Onboarding Program:
Marriott International's "Marriott Onboarding Passport" (MOP) programme introduces new recruits to the company's culture, values, and service standards (Marriott International, n.d.). The programme includes interactive modules, opportunities for on-the-job training, and mentorship. This structured approach to induction guarantees

 A seamless onboarding process increases the engagement and productivity of new employees.

4.3 Example 3: Patagonia's Employee Development Initiatives:
Patagonia, a manufacturer of outdoor apparel, is renowned for its employee-centric approach to personnel management. The company offers numerous opportunities for professional growth, including on-site child care, flexible work arrangements, and sabbatical programmes (Patagonia, n.d.). These initiatives promote the work-life balance, personal development, and overall well-being of employees, resulting in increased engagement and retention.


Critical Analysis and Evaluation:

Human resources play a crucial role in managing and cultivating talent in organisations, particularly in the context of a large hotel. Background information indicates that the human resources department must take specific measures to effectively manage and cultivate talent throughout the employee lifecycle. Let's evaluate the phases of the employee lifecycle and evaluate the significance of talent management.

Organisations require talent management in order to attract, retain, and engage high-performing employees. It focuses on long-term strategies to identify, cultivate, and nurture talent within the organisation. Improved team and organisational performance is a result of effective talent management. However, it is essential to evaluate critically the phases of the employee lifecycle described in the context.


The objective of the attraction phase is to attract candidates who possess the desired skills and credentials. Despite the importance of attracting top talent, the analysis should consider whether the methods used correspond with the organisation's culture and values. It is necessary to evaluate whether the employed recruitment channels and strategies effectively target the right candidates and reflect the employer brand of the organisation.

The recruitment phase entails the selection and hiring of candidates who are the best match for the position. It is essential to evaluate the efficacy of recruitment processes such as job advertisements, screening techniques, and interviews. The evaluation should consider whether the recruitment methods are effective, impartial, and able to identify candidates who correspond with the organisation's objectives and values.

Onboarding facilitates the successful incorporation of new employees into an organisation. The focus of critical analysis should be the efficiency with which induction programmes introduce new employees to the organisation's culture, values, and expectations. The evaluation should consider whether the onboarding procedure helps new hires feel welcomed, supported, and equipped to perform their duties effectively.

The development of employees is a crucial stage that contributes to engagement, expansion, and long-term retention. It is essential to evaluate the efficacy of development programmes and initiatives critically. This includes evaluating the alignment of training and development activities with employees' career aspirations, determining whether the programmes accommodate diverse learning styles, and assessing the influence of development efforts on employee performance and job satisfaction.

Retention strategies seek to maintain employee engagement, satisfaction, and organisation loyalty. The analysis should assess the efficacy of retention initiatives, such as compensation and benefits, work-life balance programmes, and career advancement opportunities. The evaluation should consider whether these strategies are aligned with the needs, motivations, and expectations of employees and whether they contribute to long-term employee retention and organisational stability.

The severance phase involves employees' departure from the organisation. The analysis should evaluate the company's strategy for managing separations and conducting exit interviews. Evaluation should focus on whether exit interviews provide valuable insights and whether the organisation takes the necessary steps to improve retention strategies and resolve any identified issues.

Even though talent management throughout the employee lifecycle is essential for organisational success, critical analysis and evaluation of each stage are necessary to ensure the HR department's actions are effective. By evaluating attraction, recruitment, onboarding, development, retention, and separation strategies critically, organisations can perpetually improve their talent management practises and enhance the performance of their teams and organisations.

Conclusion
It is essential for businesses that want to attract, retain, and engage top performers to have an effective personnel management and development system in place throughout the entire employee lifetime. 

The human resources department of a major hotel can design a talent management framework that adds to the success of both the team and the organisation by methodically addressing issues pertaining to attraction, recruiting, onboarding, development, retention, and separation of employees. 

As a result of this in-depth investigation and review, it has become abundantly clear that talent management is not only important for organisations to practise but also a strategic necessity in order to thrive in the modern business environment.
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