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Introduction:
Any organisation must have human resource management since it involves looking after its most precious resource—its employees. One of the main purposes of human resource management is to attract, retain, and develop a skilled workforce that can assist an organisation in achieving its goals and objectives. This is done by managing and developing talent. Today's highly competitive business environment makes managing and developing talent essential to an organisation's success because it allows them to gain a competitive edge by building a workforce that is competent, dedicated, and in line with their mission and objectives. Armstrong (2021). 
Because it requires a lot of manpower, the hospitality sector relies heavily on human resources management. A large hotel's human resources department must engage in a variety of tasks to manage and develop talent over the course of an employee's tenure with the business. In order to manage and develop talent, a large hotel's human resources department must engage in a number of tasks, which are critically evaluated in this essay.
The role of human resources in managing and developing talent:
The creation and implementation of policies and programmes that draw in, keep, and develop a talented workforce are the responsibilities of human resources in managing and developing talent. The hiring, vetting, and onboarding of employees fall within the purview of human resources departments, which are also in charge of offering staff chances for training and development to advance their knowledge and talents. Performance management, succession planning, and career development are additional responsibilities of human resources departments, which aid in identifying and developing individuals' potential and ensuring that they are in line with the organisation's goals and objectives.
For organisations to manage and grow talent in the hospitality sector, human resources management is essential (Jackson & Ruderman, 2012). Attracting, recruiting, onboarding, developing, maintaining, and terminating employees are all parts of the human resources' role in managing and growing talent (Parker, 2013). Through these actions, the organisation can be certain that the correct individuals are working in the best capacities for them and for the organisation as a whole.
Human Resources' Function in Managing and Developing Talent:
 
Employee Performance: Employees are more likely to perform their duties successfully when given the required training and growth opportunities. As a result, they produce more work and help the organisation succeed (Dessler et al., 2019).

Increased Employee Engagement: Employees are more likely to be engaged and committed to their work when they feel that their efforts are respected and recognised. As a result, they are more satisfied with their jobs, and turnover rates are lower (Armstrong, 2021).
Better Succession Planning: Employing talent management and development techniques enables businesses to spot potential leaders and prepare them for future executive positions. This enhances the company's succession planning and guarantees that it has a large pool of qualified candidates (Redman & Wilkinson, 2018).

Employer branding is improved when businesses make investments in the training and development of their staff. This increases the organisation's appeal to top personnel and enhances its standing as an employer of choice (Taylor, 2017).
The employee lifecycle's initial phase is recruitment. During this phase, prospective employees must be drawn to the company. In order to accomplish this, the human resources department can use channels for recruiting, including job boards and social media, as well as promote the company's brand and culture, offer competitive pay and benefits packages, and more (Deery & Jago, 2015).
Attraction:
The employee lifecycle's initial phase is recruitment. During this phase, prospective employees must be drawn to the company. In order to accomplish this, the human resources department can use channels for recruiting, including job boards and social media, as well as promote the company's brand and culture, offer competitive pay and benefits packages, and more (Deery & Jago, 2015). According to Armstrong (2014), the selection procedure should be created to draw in a wide pool of applicants and offer a truthful depiction of the position's requirements. Additionally, it must be economical, effective, and compatible with the law. To guarantee that the best applicant gets recruited for the position, the selection process should be based on objective criteria such as skills, qualifications, and experience.

Onboarding:
Onboarding, which entails giving new recruits the knowledge, skills, and tools they need to do their jobs well (Noe et al., 2017). This involves providing them with instructions on the hotel's policies and practises, introducing them to their co-workers and managers, and giving them the tools and technology, they need to do their jobs. Onboarding is essential for assisting new hires in lowering the likelihood of turnover and helping employees adapt to their new workplace.
Development:
The third stage of the employee lifecycle is development, which entails giving staff members continual training and career advancement chances to help them gain new abilities. Training in customer service, leadership development, and cross-functional training are a few examples of this. Development is a crucial component of managing talent, according to Milkovich and Newman (2017), and it may help organisations stay competitive by ensuring that their staff members have the skills and knowledge required to do their jobs well.
Employing Technology to Support Talent Management: Organisations should employ technology to support their hiring, selection, development, and performance management processes. Utilising applicant tracking systems, learning management systems, and performance management tools are a few examples of how to do this. For instance, Amazon employs artificial intelligence (AI) to evaluate job candidates and spot prospective company leaders (Armstrong, 2021).
Retention:
Retention methods are essential to managing and advancing personnel. This entails determining and addressing the causes of employee unhappiness accordingly. The Society for Human Resource Management (SHRM) found that poor management, a lack of recognition and feedback, a lack of possibilities for professional advancement, low pay and benefits, and a poor work-life balance are the most frequent causes of employee discontent (SHRM, 2017). 
HR departments can create initiatives and programmes to encourage employee engagement and work satisfaction in order to address these issues. Additionally, HR divisions can increase employee retention by providing competitive pay and benefits. This includes providing health insurance, retirement programmes, paid time off, and other perks that might enable staff to strike a balance between their personal and professional lives. Employees are more likely to stick with a company if they believe they are paid fairly and have access to great perks, per a Glassdoor survey (Glassdoor, 2021).
Separation:
 The employee lifecycle's last stage is separation. When employees leave the company, either voluntarily or involuntarily, they are managed in this phase. By conducting exit interviews, learn the reasons behind employees' departures and spot areas that might be improved giving feedback to departing employees, and make sure that all legal and ethical requirements are satisfied, such as giving notice and receiving the appropriate severance pay.
Best practices for managing talent:
In order to ensure that the organisation attracts, develops, and retains the best people possible, best practices in talent management involve putting effective methods into practice. The application of data-driven talent management is one such best practice. This entails analysing performance, identifying high-potential personnel, and creating customised development plans using data (Mello, 2015).
Utilising diversity and inclusion in talent management is another effective practice. This entails making sure that the company's talent management procedures are fair to all employees and do not bias against any particular group. To foster innovation and creativity at work, diversity is also encouraged (Parry & Tyson, 2011).

Utilising employee engagement surveys to gauge levels of employee satisfaction and engagement. In order to boost engagement and lower turnover rates, the organisation can use this information to pinpoint areas for development and create focused interventions (Robinson, Perryman, & Hayday, 2004).
Provide Regular Feedback and Appreciation: Businesses should regularly compliment staff members' work and acknowledge their efforts. Employee engagement and job satisfaction increase as a result. For instance, Airbnb has a program which allows staff members to send thank-you cards to their co-workers, which are then shared with the entire business (Redman & Wilkinson, 2018).
Encourage employees to take responsibility for their own growth by giving them the resources and skills they need to do so in order to promote a culture of learning and development inside their organisations. For instance, Lynda.com, a learning portal owned by LinkedIn, gives staff members access to hundreds of courses and training opportunities (Taylor, 2017).
Marriott International is a prime example of good talent management in the sector. Identifying high-potential employees, offering specialised development opportunities, and fostering diversity and inclusion at work are all parts of the company's extensive personnel management strategy (Marriott International, 2021).
Another company that uses efficient talent management is Hilton Worldwide. The business offers extensive job rotations, classroom and online training, and mentoring programmes as part of its staff development strategy. To entice and keep elite people, the organisation also provides attractive remuneration and benefits packages (Hilton Worldwide, 2021).
Conclusion:
The management and advancement of talent are crucial in the hospitality sector. In order to make sure that the company has the right people in the proper positions and that these individuals are operating at their peak ability, the human resources department of a big hotel must carry out a variety of tasks over the course of an employee's lifespan. The use of data-driven talent management, diversity and inclusion in talent management, and employee engagement surveys are examples of best practises in talent management. organisations must effectively manage and develop their talent if they are to succeed in the fiercely competitive business world of today. HR is essential to managing the employee lifecycle, from hiring and selecting employees to fostering career growth and succession planning. By boosting employee productivity, engagement, and retention, as well as the company's reputation as an employer of choice, effective talent management can improve team and organisational performance. Creating a thorough talent management strategy, providing staff training and development opportunities, giving regular feedback and recognition, utilising technology to support talent management, and encouraging a culture of learning and growth are all examples of best practises in talent management. Examples of good talent management in the business world include IBM's people management approach, Cisco's training and development initiatives, and Airbnb's Love Letters initiative. AI talent management at Amazon and LinkedIn's learning platform. Organisations may enhance their talent management procedures and build a solid pipeline of people to meet their future requirements by implementing these best practises and gaining insight from industry examples. Hilton Worldwide and Marriott International are two good examples from the business world. The human resources division may boost team and organisational performance, raise retention rates, and guarantee the company's success by putting these tactics into practise.
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