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Introduction
Talent management and development are critical activities for firms throughout an employee's career. This is especially crucial in industries such as hospitality, which relies on personnel who are both knowledgeable and enthusiastic about their profession. The Human Resources department plays a vital role throughout the process, from the first attraction to the final separation, by developing strategies and practises that attract, retain, and cultivate talent. This article will examine the function of the human resources department, the importance of talent management, and the many phases of an employee's lifecycle as they relate to talent management and development in the context of a major hotel. This examination will focus on how these elements affect talent management and development. Human resources are involved in a broad range of concerns when it comes to managing and developing employees. Their responsibilities include developing and implementing training and development programmes, implementing performance management systems, facilitating succession planning and career advancement, encouraging employee engagement and retention, and encouraging staff retention to recruit and retain the best people. The HR department's ability to carry out these obligations properly is a crucial aspect in determining the department's overall contribution to the company's productivity and profitability. Businesses and other organisations must prioritise the management and development of their talent pools due to the many advantages they provide. As a result, staff morale and happiness rise, customer satisfaction rises, turnover rates fall, knowledge retention rises, productivity rises, performance soars, and cooperation improves. Analysing the techniques used for efficient people management by market leaders such as Google, and Zappos is a useful approach to comprehending successful personnel management tactics.


The Role of HR in Managing and Developing Talent
An organisation's human resources (HR) departments play a critical role in the process of managing and increasing its talent pool. Human resource specialists are responsible for designing and executing programmes to recruit, retain, and develop people at all phases of their careers since organisations increasingly see their employees as strategic assets. This includes initiatives aimed at improving employees' skills. The next sections will go through the key roles that HR plays in talent development and management.
Talent Acquisition: Human resources are responsible for developing efficient recruiting and selection procedures to attract individuals who fit the standards. They collaborate closely with human resources to determine the necessary experience, education, and competencies for open positions and then connect with other departments as needed. Human resources experts publish open job advertisements, engage in focused candidate sourcing, and utilise several recruiting channels to attract a large pool of potential applicants. They use tests, interviews, and background checks to identify the most qualified candidates (Stahl et al., 2020).
Onboarding and Orientation: Onboarding and orientation of new employees are two of the most critical duties that fall within the jurisdiction of human resources. Intensive onboarding programmes are created and implemented to acquaint newly recruited employees with the organisation's standards, regulations, and conventions. Human resources experts help newly recruited workers acclimatise to their new employment by aiding them with the processing of essential paperwork, introducing them to other members of the staff, and providing them with the information and guidance they need to succeed. It has been shown that delivering great experiences to workers during the onboarding process may increase employee engagement and retention rates (Rodríguez-Sánchez et al., 2020).
Training and Development: Human resource departments are in charge of monitoring staff training and development initiatives. These initiatives aim to boost workers' abilities, expertise, and general productivity. The three aspects that go into establishing training requirements are analysis of employee output, inventories of present abilities, and strategy planning. Human resource experts oversee developing training programmes, delivering or supervising classroom instruction, and facilitating continuing possibilities for advancement. Furthermore, they may help workers advance their careers by establishing mentorship or coaching initiatives. The human resources department helps firms succeed by providing people with the education and training they need to reach their full potential (Claus, 2019).
Performance Management: The Human Resources Department is critical to the design and implementation of performance management systems. They work with their supervisors to set objectives, monitor progress, make suggestions, and evaluate the results of their efforts. Human resource experts ensure that employee performance evaluations are impartial, transparent, and in line with the organisation's goals. In addition to providing employees with possibilities for promotion, the organisation offers them tools to help them progress in their professions. Human resources contribute to the development of employees, the productivity of the company, and the overall success of the organisation by carefully managing employee performance (Ali et al., 2019).
The Importance of Managing and Developing Talent
Long-term success and survival in the business sector require precise attention to personnel management and development in the tough climate that presently prevails. There are many angles from which to assess the value of talent management and development. In this part, we will look at the key drivers that have pushed talent management to the top of corporate agendas.
Enhanced Organizational Performance: There is a definite link between how effectively talent is managed and developed within a business and its overall success. Employees that are competent and interested in their work boost all three dimensions of worker output: productivity, creativity, and efficiency. Employees are more likely to perform effectively and generate excellent results if they are given the training, expertise, and equipment they need to do their duties properly. People may reach their full potential and contribute to the success of a firm by using talent management practices. Training and development programmes, performance management systems, and possibilities for advancement are some examples of such practices (Till and Baker, 2020).
Competitive Advantage: In today's highly competitive market, businesses must discover methods to distinguish themselves from their competition. Using employees who are both clever and informed is one strategy to get a competitive advantage in the market. Companies that go above and beyond to keep their most valued employees on board may gain an advantage over their competition. Talented employees bring to the business new ideas, points of view, and areas of expertise, all of which contribute to the overall success of the firm. Furthermore, prospective employees see organisations that are well-known for their commitment to professional growth and the preservation of a healthy working environment as enticing employers to work for them (Van Tien et al., 2021).
Succession Planning: It is hard to have a successful succession strategy if talent is not efficiently managed and developed. When experienced staff depart or move on to other organisations, the organisation must identify and develop prospective successors to guarantee a smooth transition and continued operations. Organisations may better prepare their future leaders by identifying high-potential employees and providing them with the necessary training, mentorship, and development opportunities via succession planning initiatives. This may assist firms in better preparing for future leadership positions. As a consequence of good people management practises, the danger of losing important workers is minimised, and prospects for emerging stars in the organisation's leadership pipeline are enhanced (Azizi et al., 2021).
The Employee Lifecycle
The word employee lifecycle refers to the progression of experience that a person has while working for a certain business. It includes all of the key events and changes that an employee experiences, starting with their initial interest and ending with their final exit. An employee's life is often divided into four phases, which are as follows:
Attraction: The primary goal of the actions and initiatives undertaken during this phase will be to increase the number of qualified applicants. Employer branding entails marketing the company's essential ideals and culture, as well as offering career possibilities within the firm (Singh, 2019).
Recruitment: At this point, the firm is searching for new employees who can meet its standards and fit into its culture. Several procedures, including interviews, tests, and background checks, must be used to determine whether or not a candidate is qualified for a position.
Onboarding: When a candidate is chosen to continue in the process, the onboarding step starts. The goal of the onboarding process is to help the newly recruited employee quickly and successfully adjust to their position as well as the organisation as a whole (Godinho et al., 2023).
Development: Staff members' abilities, understanding, and competency are developed and enhanced at this stage of growth. This strategy includes training courses, mentorship, job rotations, and performance reviews to help people mature and realise their full potential as members of the workforce.
Retention: Employee engagement and retention are both critical components of the employee retention strategy. As a result, we prioritise things like rewarding hard work with chances for advancement, flexible scheduling, opportunities for training and development, and enjoyable work environments (Elsafty and Ragheb, 2020).
Separation: The separation phase starts for an employee when they leave a company, whether freely or unwillingly. Managers should conduct exit interviews, conduct in-depth analyses of turnover data, and develop action plans to successfully manage turnover and make the transition as painless as possible for both the leaving employee and the business (Hassard and Morris, 2022).
Example with Marriott hotel
Marriott, a prestigious hotel brand, demonstrates exceptional proficiency in actively involving employees at every stage of their career. During the Attraction phase, Marriott deliberately highlights its inclusive culture, career advancement prospects, and dedication to employee well-being through strong employer branding campaigns. Throughout the recruitment process, the organisation employs rigorous selection methods to ensure that candidates are in line with its values and standards. Marriott’s Onboarding process is distinguished by thorough orientation programmes, which facilitate the transfer for new employees into their positions and cultivate a feeling of inclusion.   During the Development phase, Marriott allocates resources to enhance employee growth through training programmes, mentorship opportunities, and performance evaluations that enable personnel to maximise their capabilities. Marriott reinforces the Retention phase by prioritising employee engagement, providing possibilities for career progression, accommodating flexible schedules, delivering ongoing training, and fostering a happy work atmosphere. During the Separation phase, Marriott conducts exit interviews and turnover studies, showcasing a dedication to comprehending and overseeing transitions in an efficient manner. 

Examples of Benefits to Team/Organizational Performance
By concentrating on retaining people and keeping them motivated in their jobs throughout the employment lifecycle, the performance of both teams and organisations may be enhanced in a variety of ways. Consider the following instances to illustrate what I mean:
Improved Employee Morale and Satisfaction: Employee morale and work satisfaction both rise when employees believe their efforts are acknowledged, appreciated, and encouraged. They have a more optimistic outlook, which has motivated them to put in more effort at work and to go the extra mile. When employees are happy with their occupations, it creates a pleasant atmosphere that encourages employee engagement and cooperation. Everyone on the team's good attitude has contributed to an improvement in productivity and performance (Kang, 2020).
Enhanced Guest Experience: When it comes to providing outstanding service to one's customers, few things are more important than having a workforce that is both dedicated and content with their work. This is especially true in the hotel industry. Employees who are interested in their job are more likely to serve clients with enthusiasm, pay close attention to the needs of the customers, and produce remarkable results. As a result of happier and more loyal customers who have had more favourable experiences as guests, the firm's position and financial performance will improve.
Reduced Turnover Costs: Probably, the time and money spent on recruiting new employees, training them, and replacing those who leave due to poor performance can quickly add up. Companies that prioritise staff retention throughout the employment lifecycle may reduce employee turnover rates as well as the costs associated with such rates. Employees that are engaged in their work are less likely to resign, which means the firm will spend less money on hiring and retraining new employees. Furthermore, keeping outstanding employees reduces the negative effects of staff turnover by preserving institutional knowledge and expertise (Bain 2019).
Knowledge Retention: One benefit of having dedicated and long-term personnel is that it aids in the retention of internal knowledge. When workers are allowed to learn new skills and advance in their professions, they accumulate knowledge that benefits the whole organisation. People are more likely to develop a culture of learning and information sharing when they are invested in their profession and its success. Employees are so driven to think creatively, solve challenges, and achieve ongoing development within the firm (Miguel Cruz et al., 2022).
Best Practice Industry Examples
Businesses have the chance to learn from the practices of other industries on how to engage and retain their employees at various phases of the employment lifecycle. Some of the most well-known instances are as follows:
Google: Google is well-known for its creative methods for employee retention and advancement inside the organisation. They not only provide fair pay but also a variety of additional benefits that are quite tempting to their employees. Working at Google is an appealing career choice because of the positive culture, which puts a premium on distinctiveness and stimulates creative problem-solving (Lee et al., 2019).
Zappos: Zappos, an online retailer, places a high value on employee happiness and strives to create a positive work environment. Throughout the recruitment process, they make an effort to find individuals who would be a good cultural fit for the business, and they provide comprehensive onboarding programmes to aid new workers in adapting to their new duties. Investing in its employees, being open to their ideas, and acknowledging and rewarding hard work all contribute to Zappos' excellent working culture.
These company case studies demonstrate the advantages of having an encouraging and supportive workplace, as well as training programmes, flexible scheduling, and a corporate culture that values and appreciates its employees. Other firms can build an inspired and motivated staff over the whole employee lifecycle by replicating the best practices of several of these companies.


Conclusion 
Industries such as hospitality, where the quality of the workforce has a direct influence on client satisfaction and overall performance, recognise the importance of talent management and development throughout an employee's career. This article has addressed practices of subjects, including the function of the human resources department in talent management, the importance of talent management and development, and the several phases that comprise an employee's career path. The adoption and execution of best practices and initiatives by businesses have a variety of beneficial consequences. Employee and customer satisfaction rise, as do turnover costs, knowledge retention, output, team relationships, and overall performance. Companies such as Google, Zappos, Southwest Airlines, Salesforce, and Patagonia have shown strong staff management and engagement practices. Other businesses, such as Southwest Airlines and Patagonia, have followed suit. Companies should place a strong emphasis on things like effective attraction and recruitment, comprehensive onboarding programmes, ongoing opportunities for professional development, recognition and rewards, and a friendly work environment to keep employees engaged and retain them throughout their tenure as employees. To guarantee that workers believe in the company's vision and are invested in its success, organisational objectives and values must be aligned with employee engagement initiatives. This alignment is critical for many reasons.
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