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In the present-day competitive business environment, the retention and engagement of skilled employees are vital for the overall success of organisations. Firms that dedicate resources to the growth and contentment of their employees across the entire employee lifecycle not only cultivate a positive work environment but also boost productivity and reduce employee turnover (Bal and de Jong, 2017). The effective management and development of talent throughout an employee's journey is essential for the prosperity of any organisation, particularly in the hospitality industry where providing exceptional service and ensuring guest satisfaction are of utmost importance. Within a large hotel, the Human Resource (HR) department holds a central position in attracting, retaining, and nurturing skilled individuals (Reilly, 2018). This essay examines effective approaches for retaining and engaging employees throughout various stages of their employment, ranging from recruitment to retirement.
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[bookmark: _Toc137308513]Role of Human Resources in Managing and Developing Talent in the Hospitality Industry
Human Resources (HR) has a vital role in the industry of hospitality (Nieves and Quintana, 2018). This statement is considered due to the fact that it is the responsibility of HR to manage and develop talent for delivering outstanding experiences of guest and staying ahead in a competitive market. Within this industry, the department of HR holds significant influence in attracting, retaining, and fostering the growth of talented employees. For this purpose, it is important to explore the specific duties of the HR department in the management and development of talent in the industry of hospitality. It holds the responsibility of evaluating the requirements of staffing of an organisation and creating a well-structured plan for workforce (Hafeez et al., 2019). This entails identifying the necessary skills, qualifications, and experience for various roles within different hotel departments. HR professionals work closely with hiring managers to attract and recruit highly skilled individuals by implementing successful job postings, advertising strategies, and leveraging industry-specific recruitment channels. Moreover, HR is responsible for thorough selection procedures in order to identify the most suitable candidates for available positions (Abdalla Hamza et al., 2021). Therefore, they employ a range of recruitment methods, including screening resumes, conducting interviews, administering assessments, and checking references, to ensure a proper match for each role. Additionally, HR professionals assess candidates' interpersonal skills, customer service abilities, and compatibility with the organisation's culture, ensuring alignment with the hotel's values and service standards.
Furthermore, HR dedicates its efforts to establish a favourable workplace atmosphere that encourages engagement and retention of employee (Mihalcea, 2017). They introduce various initiatives such as employee recognition programs, incentive schemes, wellness initiatives, and work-life balance programs. Additionally, HR professionals cultivate open lines of communication to address employee concerns, administer employee surveys, and employ strategies aimed at improving the satisfaction of employee and fostering loyalty (Hassanein and Ozgit, 2022). The HR department holds the responsibility of executing training and development programs to improve the skills and abilities of employees. They identify the training requirements, create suitable programs, and coordinate or deliver training sessions. HR professionals in hospitality industry collaborate closely with department heads and trainers to ensure the provision of continuous professional development opportunities (Francis and Baum, 2018). These opportunities include customer service training, enhancement of technical skills, leadership development, and cross-functional training.  
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Effective management and development of talent in the hospitality industry holds significant importance. In this manner, one research study was put forward by van Zyl, Mathafena and Ras (2017) which depicted that delivering exceptional guest experiences is directly influenced by talent management and development. When employees possess the necessary skills, knowledge, and motivation, they provide outstanding service that surpasses guest expectations, resulting in positive reviews, repeat business, and a favourable industry reputation. Another significant feature of managing and developing talent in the hospitality industry is its intense competition. According to Hattab, Atti and Sabeeh (2023), in a market characterised by intense competition, organisations that excel in managing and developing talent gain a significant competitive advantage. Hospitality establishments set themselves apart from their rivals by successfully attracting and retaining top-talent. Exceptional employees play a pivotal role in delivering superior service, fostering greater customer loyalty and capturing a larger share of the market (Pascual-Fernandez, Santos-Vijande and Lopez-Sanchez, 2020). 
Allocation of resources to management and development of talent nurtures contentment and commitment of employees, which result in increased retention rates of employees. In this perspective, another research study conducted by Nelissen Forrier and Verbruggen (2017) which suggested that when employees perceive that their worth is recognised, and they are provided with avenues for personal and professional growth, they are more inclined to remain with the organisation. Therefore, minimising turnover rates of employees not only save costs associated with recruitment, training, and productivity loss but also fosters a stable and cohesive work environment. Effective management and development of talent are crucial for establishing a pathway for future leaders within the organisation. Companies in hospitality industry cultivate their own pool of internal leaders by identifying individuals with high potential and offering them avenues for advancement (Kichuk, Brown and Ladkin, 2019). This approach ensures a steady stream of competent managers and executives who possess a deep understanding of the organisation’s culture, values and operations.    
Furthermore, the hospitality industry is characterised by its dynamic and ever-changing nature. Successful talent management enables organisations to effectively adjust to evolving market trends and guest preferences (Pandita and Ray, 2018). Employees become more versatile, adaptable and responsive to emerging challenges and opportunities by fostering a culture of continuous learning and development. Thus, succession planning holds great importance in the industry of hospitality, where timely and efficient filling of key positions is essential (Okwakpam, 2019). Organisations guarantee a seamless transition when senior executives or managers retire or depart by identifying and nurturing internal talent. This mitigates the risks associated with leadership gaps and ensures uninterrupted operational continuity.
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Employee Lifecycle
Employee lifecycle encompasses the different phases that an employee experiences throughout their time with an organisation (Claus, 2019). These stages generally include:

[bookmark: _Toc137308516]Attraction
During the stage of attraction, organisations aim to draw the interest of potential candidates through means such as postings of job, employer branding, and marketing of recruitment (Miles and McCamey, 2018). The employment of successful strategies of attraction positively impact team and organisational performance by attracting a diverse and talented pool of candidates. For instance, implementing focused advertising campaigns on platforms frequented by hospitality professionals, such as industry specific social media groups or hospitality job boards. By doing this, the industry attract individuals possessing the necessary experience and expertise. This increases the probability of hiring candidates who are ideally suited for their roles and make immediate contributions to the performance of team. The best practice example in the hospitality industry is Hilton Hotels, which utilises recruitment campaigns, such as their Hilton Careers website and active presence on social media platforms, to showcase the organisation's values, culture, and prospects for career advancement (Ghafar et al., 2023). These initiatives are designed to appeal to skilled individuals and attract them to join Hilton's team.
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During the stage of recruitment, organisations undertake activities such as sourcing, screening, and choosing candidates for specific job roles (Hmoud and Laszlo, 2019). It involves conducting interviews, assessing resumes, and evaluating candidates' qualifications and suitability for the position. Implementing effective and efficient recruitment processes have a positive impact on team and organisational performance by ensuring the selection of highly qualified candidates. For example, incorporating pre-employment assessments and competency-based interviews aid in evaluating candidates' skills, competencies, and alignment with the organisation's culture. This results in the hiring of individuals who share the organisation's values and possess the necessary abilities to excel in their roles, ultimately contributing to enhanced team performance. Marriott International employs a blend of behavioural and situational interviews to evaluate candidates' skills, competencies, and problem-solving capabilities (Marriott, 2023). This approach guarantees the selection of individuals who align with Marriott's service-oriented culture and possess the qualities necessary to thrive within their high-performance teams.
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On-boarding refers to the process of assimilating fresh employees into an organisation (Mukundi Gichuhi, 2021). It encompasses the provision of vital information, introduction to the company's culture, policies, and procedures, and assistance in adapting to their roles. Establishing a comprehensive on-boarding process have positive effects on team and organisational performance by facilitating the seamless integration of new employees. For instance, offering structured orientation programs that encompass company policies, procedures, and expectations enables new hires to swiftly adapt to their responsibilities. This, in turn, enhances their ability to contribute effectively to the team's performance and reduces the time required for them to become productive members of the organisation. Four Seasons Hotels and Resorts implements an extensive on-boarding program known as Welcome to Four Seasons (Four Seasons, 2023). This program combines online and in-person training sessions, mentorship opportunities, and exposure to the organisation's core values. Its purpose is to facilitate the smooth integration of new employees into their respective teams.
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The stage of development concentrates on enriching employees' abilities, knowledge, and competencies through training, mentorship, coaching, and other developmental endeavours (Rodriguez and Walters, 2017). Its primary objective is to foster their professional growth and equip them with the necessary skills for future responsibilities. Organisations significantly enhance team and organisational performance by investing in the development of employees. It is achieved by improving the skills and capabilities of the workforce. For example, offering continuous training programs, mentoring initiatives, and cross-functional projects enhance employees' competencies, increase their motivation, and enhance their overall performance. Consequently, this results in a workforce that is more skilled and engaged, capable of delivering high-quality service and contributing to the success of the organisation. The best practices example is Hyatt Hotels Corporation, which provide a range of development initiatives, including the Hyatt Leadership Academy and the Hyatt Development Network (Noone, Enz and Glassmire, 2017). These programs offer employees opportunities in order to enhance their skills of leadership, develop their talents and advance their careers. 
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Retention encompasses endeavours aimed at engaging and retaining employees within the organisation (Al Mamun and Hasan, 2017). This stage involves the implementation of strategies to improve job satisfaction, offer career advancement opportunities, recognise and reward exceptional performance, and foster a positive work environment. Implementing successful retention strategies have a positive impact on team and organisational performance by minimising turnover and ensuring a stable workforce. For instance, providing competitive compensation packages, offering avenues for career growth, and acknowledging and rewarding employee contributions heighten job satisfaction and foster loyalty. As a result, employees become more engaged, team cohesion strengthens, and overall performance improves. The Ritz-Carlton Hotel Company has been taken into consideration as an example of best practice of hospitality. It places emphasis on recognising and empowering its employees through its distinctive Ladies and Gentlemen Serving Ladies and Gentlemen philosophy (Vilana Olmos and Martin Miralles, 2019). Their priority lies in fostering employee engagement by offering individualised recognition, continuous training, and avenues for career progression. This approach ensures a considerable level of job satisfaction and aids in retaining talented individuals within the organisation.
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The stage of separation arises when an employee departs from the organisation, whether it be through voluntary or involuntary means (Klotz et al., 2021). This phase encompasses tasks like conducting exit interviews, handling essential documentation, and facilitating a seamless transition for both the departing employee and the team involved. Even in the midst of employee separation, there exist prospects to enhance team and organisational performance. By conducting exit interviews and seeking feedback from departing employees, valuable insights are gained regarding areas of improvement within the organisation. This feedback serves as a means to identify issues that may be impacting team performance and guide the implementation of strategies to address them. As a result, continuous improvement is fostered, ultimately leading to an overall enhancement in performance. InterContinental Hotels Group administers exit interviews to departing employees as a means of gathering feedback on their experiences and identifying potential areas for improvement (Voegeli, 2021). This feedback is then utilised to enhance engagement of employee, address any concerns, and foster continuous improvement in both team and organisational performance.
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To summarise, effective talent management and development throughout the employee lifecycle are crucial for success in the hospitality industry. The HR department plays a pivotal role in attracting, recruiting, and nurturing talented individuals. By implementing strategies tailored to each stage of the employee lifecycle, organisations experience enhanced team and organisational performance. 
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