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Essay title: Strategies for Optimising the Employee Lifecycle to Improve Hospitality Employee Retention and Engagement
Within today's highly competitive business climate, human resources play an essential part in both the management of existing talent and the cultivation of new potential within organisations. This paper will investigate the strategies and best practises utilised by the hotel's human resource department to attract, recruit, onboard, develop, retain, and separate people (Fombrun, Tichy and Mary Anne Devanna, 2015). The focus of this paper will be on the employee lifecycle in the context of the Radisson Blue Hotel in the United Kingdom (UK). This article expects to outline the advantages of representative commitment in group and authoritative execution by fundamentally evaluating the importance of overseeing and creating ability across the worker lifecycle. This will be finished to accomplish the reason for this paper. 
The tactics for efficient people management that are unique to the hotel sector will be illuminated with the help of the examples presented, as well as the best practises from the relevant industry (Gray, Matear and Matheson, 2017). Radisson Blue Hotel, UK, understands the need for a strong employer brand to attract top people at the start of the employment lifecycle. Competitive salaries draw people to the hotel. Radisson Blue Hotel pays competitively and according to job requirements. The hotel shows its appreciation for its staff by offering competitive pay. Radisson Blue Hotel emphasises work-life balance and competitive compensation, knowing that prospects want a supportive and flexible workplace. Flexible schedule helps hotel personnel balance work and home life (Jones & Brown, 2022). As a workplace, the hotel's flexibility shows that it understands work-life balance. Radisson Blue Hotel recognises that a healthy staff boosts productivity and job happiness. The hotel offers gym memberships, stress management classes, and employee help programmes. These measures create a caring and nurturing workplace that appeals to employees wanting a well-being-focused employer. Radisson Blue Hotel promotes career development to attract professionals. The hotel provides a planned professional progression route for workers. Long-term workers and learners seek career advancement (Johnson, 2020). Staff development makes Radisson Blue Hotel a leading hospitality employer. Radisson Blue Hotel's recognition programmes attract recruits. The hotel rewards staff. Employee of the month awards, quarterly incentives, and public recognition create a positive and engaging workplace (Anderson, 2019). Well-being and contribution rewards attract candidates. Radisson Blue Hotel, UK, recruits top talent in many ways. The hotel offers competitive pay, work-life balance, wellness, professional progress, and extensive recognition programmes. These steps demonstrate the company's commitment to employees and create an attractive workplace that attracts smart people seeking lucrative careers.
Effective recruitment helps organisations find people with the right skills, experience, and cultural fit (Davidson and Wang, 2016). Radisson Blue Hotel's HR department uses multiple approaches to find and evaluate candidates, ensuring a thorough recruitment process (Yadav, 2020). Radisson Blue Hotel's recruitment approach includes extensive interviews. During the interview process, candidates are evaluated for their skills and fit with the hotel's values and goals. The HR staff can find applicants who are qualified and passionate about the hotel's goals by looking at their experiences, talents, and aspirations (Anu, 2016). This ensures new hires are skilled, committed, and motivated (Davidson and Wang, 2016). Radisson Blue Hotel evaluates candidates via examinations, reference checks, and further interviews. Psychometric examinations identify personality traits, cognitive ability, and behavioural tendencies, helping companies match people to specific roles. Practical and problem-solving tests are also given. These tests go beyond interviews to reveal candidates' talents and potential (Hope, 2016). Radisson Blue Hotel verifies references. Former employers and coworkers can inform HR about candidates' work ethic, professionalism, and interpersonal skills. These checks assess candidates' suitability for the company. Reference checks assist HR understand candidates' past performance in similar roles. Radisson Blue Hotel hires for cultural fit. HR assesses candidates' values, attitudes, and personalities to match the hotel's culture. Cultural fit improves teamwork (Davidson and Wang, 2016). By connecting recruitment with company values and goals, Radisson Blue Hotel can hire devoted, motivated employees. Skilled and experienced workers who share the company's purpose are more committed. Organisational performance and guest satisfaction improve. Radisson Blue Hotel needs competent, motivated staff who share its values and ambitions. To discover the proper personnel, expertise, and culture, recruitment is crucial. Radisson Blue Hotel's HR department evaluates candidates via interviews, assessments, reference checks, and cultural fit evaluations. Radisson Blue Hotel hires driven workers to boost productivity and customer satisfaction.
Onboarding new hires is crucial to their performance in the company. During this phase, new hires learn about the company's principles, culture, policies, and processes (Jeske and Olson, 2021). Radisson Blue Hotel recognises the necessity for a comprehensive onboarding programme that familiarises new hires with the hotel's distinctive environment and gives them the tools and information they need to succeed. Radisson Blue Hotel's onboarding involves mentoring (Korte and Lin, 2016). These schemes pair new hires with mentors. Mentors help new hires with job concerns, hotel operations, and questions. Mentorship welcomes and educates new hires (Jeske and Olson, 2021). Mentoring new hires enhances job satisfaction and engagement. Radisson Blue Hotel emphasises job-specific training and mentorship throughout onboarding. New hires receive intensive job-specific training. This training may cover technical skills, customer service, safety, and hotel systems and operations. Radisson Blue Hotel trains new hires (Weinstock, 2015). Radisson Blue Hotel's onboarding incorporates team-building. These exercises help new hires and coworkers collaborate. Team-building activities including group projects, ice-breaker games, and social events help new hires bond (Depura and Garg, 2017). This enhances company culture and teamwork. Team-building exercises promote organisational unity and goals. Radisson Blue Hotel's thorough onboarding makes new hires feel valued and equipped for success. Mentorship, job-specific training, and teambuilding help new hires integrate into the hotel. Onboarding improves work satisfaction, engagement, and retention (Weinstock, 2015). First, a thorough onboarding process improves employee satisfaction. When presented to the hotel's culture, beliefs, and work environment, new hires understand how they contribute to its success. Job satisfaction rises when employees identify with the hotel's aims. Second, excellent onboarding engages employees. Support, guidance, and resources motivate new hires. Engaged workers are more proactive, creative, and service-oriented. Finally, a well-structured onboarding process boosts employee retention. Onboarding programmes reduce turnover and boost retention. Encouragement and training keep new hires.
Employee development helps organisations improve, engage, and succeed. The HR department of Radisson Blue Hotel, UK, recognises this and uses numerous approaches to foster staff learning and progress. These programmes boost hotel performance and skill. Radisson Blue Hotel trains staff frequently. These initiatives increase employees' professional and cross-functional skills to improve work. Technical training provides job-ready skills (John, 2019). Customer service, reservation systems, and industry trends may be taught within the hotel. Radisson Blue Hotel personnel stays current on industry changes to meet client expectations. Radisson Blue Hotel offers leadership development workshops, seminars, and technical training (Harrison, 2018). These courses assist employees learn, grow, and lead. Workshops cover communication, time management, problem-solving, and teamwork. Leadership workshops assist all employees become leaders. Leaders from Radisson Blue Hotel inspire, innovate, and achieve strategic goals. Radisson Blue Hotel stresses personalised worker development. These programmes align hotel strategic goals with employee achievements (John, 2019). Supervisors help workers develop. The HR department creates and implements these programmes to give employees resources, training, and chances to flourish. Personalization and growth promote employee engagement. Radisson Blue Hotel offers mentorship and coaching. These schemes pair employees with career advisors. Mentors help mentees overcome problems, choose wisely, and grow. Coaching sessions help employees overcome obstacles and reach their full potential. Mentors and coaches enhance employee-employer connections. Radisson Blue Hotel engages in staff development to foster a culture of learning and growth. Company benefits from investment. First, it ensures high-quality service and guest satisfaction by training staff. Well-trained staff can offer unique and memorable guest experiences, boosting client loyalty and word-of-mouth. Employee development promotes job satisfaction and engagement (John, 2019). Professional growth stimulates, commits, and fulfils employees. Hotel productivity, retention, and turnover costs improve. Engaged workers create, cooperate, and go above and beyond, improving team and organisational success. For growth, engagement, and success, Radisson Blue Hotel's HR department values employee development. Leadership training and workshops.
Radisson Blue Hotel, UK, uses several methods to retain staff, a crucial part of talent management. The hotel's work environment keeps staff. Radisson Blue Hotel promotes work-life balance with flexible work choices, wellness initiatives, and a supportive, inclusive environment. Feedback and performance reviews keep Radisson Blue Hotel employees (Sheather and Slattery, 2021). The hotel promotes and praises staff. Managers can help employees set goals and develop through performance reviews. Incentives and recognition schemes enhance employee happiness and retention. Competitive compensation and perks keep Radisson Blue Hotel employees. For staff satisfaction, the hotel pays industry norms. The hotel offers health insurance, retirement plans, paid time off, employee discounts, and money. These benefits make employees happy and loyal. Radisson Blue Hotel prioritises employee advancement and internal mobility. Hotel personnel have several opportunities to advance. Cross-functional, lateral, and promotion are available (Sheather and Slattery, 2021). Career paths and advancement at Radisson Blue Hotel help retain employees. Radisson Blue Hotel's workforce pleasure and growth generates loyalty. Valued, encouraged, and recognised employees stay longer, reducing turnover and ensuring a steady, skilled crew. Staff retention boosts teamwork and performance (Sheather and Slattery, 2021). Long-term hotel staff can mentor and motivate new hires. Radisson Blue Hotel, UK, uses numerous strategies to retain brilliant and dedicated workers. The hotel encourages work-life balance, inclusivity, and employee well-being. Radisson Blue Hotel retains staff with regular feedback and performance assessments. The hotel provides performance reports and development goals. This feedback helps employees recognise their strengths and limitations, fostering professional progress. Performance reward schemes enhance employee engagement and loyalty. Competitive compensation, benefits, and prizes keep staff. Radisson Blue Hotel pays industry-standard wages to keep employees happy. Hotel employees benefit from health insurance, retirement programmes, and vacations. Employee of the month and incentive incentives reward excellence and retention. Radisson Blue Hotel promotes from within. Hotel personnel stay and thrive with a professional path. Training and development prepare workers for higher roles. Internal promotions and transfers encourage employees to try new hotel divisions and locations. Internal mobility improves careers and business loyalty. Radisson Blue Hotel prioritises staff development, satisfaction, and loyalty. Positive workplaces, competitive wages, incentives, and rewards create a fantastic employee value proposition. Valuing, encouraging, and rewarding employees keeps them around. Talent retention cuts recruitment, training, and onboarding costs.
Radisson Blue Hotel, UK, knows how important it is to handle employee separations professionally and respectfully. Radisson Blue Hotel HR handles employee departures in many ways. Separation requires exit interviews. Radisson Blue interviews departing staff. These interviews allow departing employees to share their recommendations (Balkin, 2018). Exit interviews highlight hotel improvements. It helps HR understand the employee's departure and any concerns that may have impacted it. Listening to departing employees helps Radisson Blue Hotel identify trends, correct systemic issues, and improve employee happiness (Balkin, 2018). Radisson Blue Hotel values staff retention. The hotel encourages leaving staff to become brand ambassadors and share positive experiences. Positive exits can strengthen the hotel's employer brand. Radisson Blue Hotel also provides former employees a chance to return. This keeps leaving employees satisfied and creates a pool of hotel-savvy rehires. Radisson Blue Hotel's separation process keeps its caring image. The hotel's respectful separations demonstrate its commitment to treating employees well (Balkin, 2018). It enhances the hotel's employer brand. 
Radisson Blue Hotel, UK, shows how hospitality companies must manage employees throughout the employee lifecycle. Radisson Blue Hotel assures a competent and motivated staff by attracting top talent, selecting suitable candidates, executing extensive onboarding programmes, investing in employee development, focusing on retention, and professionally managing separations. The hotel's HR strategies promote team and organisational performance, guest satisfaction, and workplace culture. Radisson Blue Hotel is a best practise example of talent management in the highly competitive hotel industry.
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