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                                                   Lifecycle 
The dynamic, fast-paced, and service-oriented nature of the booming hotel sector needs excellent Human Resource (HR) management to achieve organisational success (Nickson, 2007). Because of rising competition and a growing realisation of the value of employee engagement and retention, the importance of talent management and development has grown in recent years (Armstrong & Taylor, 2014). In this setting, one of HR's primary responsibilities is to manage the full employee lifetime, from attraction and recruiting through onboarding and development, retention, and, finally, separation. 
The employee lifecycle describes the many phases that a person goes through while working for a company. Each stage necessitates its own set of methods and practises in order to achieve optimum employee engagement and performance, and hence organisational productivity (Steeneveld, 2015). 
This essay will look into the crucial role that human resources play in managing and developing talent in a big hotel environment, taking into consideration each step of the employee lifecycle. It will provide a complete review of the practises required at each step, as well as examples from industry experts. This article tries to highlight the relevance of HR's role in managing talent throughout the employment lifecycle and how it may be efficiently handled within the hotel sector by giving this detailed study. 
 
The attraction stage is often an organization's initial engagement with prospective workers in the hotel business. The spirit and culture of the company are expressed here, generating an employer brand that serves as a beacon to attract the best employees (Backhaus & Tikoo, 2004). Effective employer branding not only enhances the organization's impression but also helps potential workers distinguish it from rivals (Sullivan, 2004). The foundation of a compelling employer brand is the purposeful use of various methods to attract potential employees. A thorough, well-articulated job description serves as the first step in attracting possible applicants by communicating clear expectations about the function (Sullivan, 2004). Using a variety of advertising venues, such as print, internet, and social media, increases your reach to possible talent pools. In recent years, social media has gained significance for its capacity to promote direct connection with possible candidates while also portraying a genuine picture of the organization's culture and values (Davison et al., 2016). Marriott Hotels' "TakeCare" effort is an excellent example of great workplace branding. Recognising that workers value wellness and personal development, Marriott launched this project with the goal of fostering a workplace culture that values employees' well-being, happiness, and personal development. The effectiveness of the "TakeCare" programme is demonstrated in its high levels of employee satisfaction and reputation as an industry employer of choice (Marriott International, 2018). As a result, a strong employer brand backed by smart attraction methods may help organisations attract the best individuals. Given its fierce competitiveness and high turnover rates, the hotel sector may greatly benefit from such a well-crafted strategy to the attraction stage of the employee lifecycle. 
 
Moving on to the next stage of the employee lifecycle, recruiting is the foundation of organisational development and productivity. A well-structured recruiting process is crucial for finding and choosing employees whose abilities, expertise, and attitudes match the culture and goals of the business (Gudorf, 2008). A procedure like this may improve recruiting choices, lower attrition rates, and boost overall corporate performance. Significantly, technology has significantly altered the recruiting process. Artificial intelligence (AI) advancements have been used to enhance the efficiency, efficacy, and fairness of the hiring process (Davenport et al., 2018). AI can automate operations like resume screening and interview scheduling, freeing up crucial time for HR workers. AI algorithms may also be used to examine applicant data and anticipate job performance, supporting recruiters in making data-driven judgements. Hilton Worldwide is a noteworthy example of a company using AI in recruiting. Hilton employs AI-powered solutions to improve the applicant experience and expedite the recruiting process (Costa, 2018). An AI chatbot is one such technology that interacts with applicants, answers questions, and offers application progress updates, resulting in a more engaging and responsive recruiting process. Furthermore, Hilton employs AI algorithms to assess resumes and identify individuals who are most likely to succeed in the position, enhancing the efficiency and efficacy of the selection process. In essence, a painstakingly organised recruiting process supported by the prudent use of AI technologies is critical for any hotel seeking to attract and retain top staff. Other firms may learn from Hilton Worldwide and adapt and reinvent their recruiting procedures to capitalise on the full potential of the dynamic recruitment environment. 
 
Onboarding is the next crucial stage in the employee lifecycle, following successful recruitment. Onboarding, the process of integrating new recruits into the organisation, plays a crucial role in engaging employees from the start and laying the groundwork for their voyage within the organisation (Bauer, 2010). Effective induction can reduce early turnover by minimising uncertainty and accelerating new employees' acclimation to their roles and the company's culture (Rollag et al., 2005). Successful induction strategies consist of a combination of components. Orientation programmes serve as an introduction to the company's ethos, norms, and expectations, whereas mentorship programmes match new employees with experienced staff to facilitate a support system and promote learning (Bauer, 2010). In addition, continuous feedback and open communication channels can promote comprehension, dispel doubts, and increase participation. Hyatt Hotels Corporation's practises exemplify effective induction at its finest. The orientation process at Hyatt is exhaustive and interactive, consisting of a succession of induction programmes designed to familiarise new recruits with the company's culture and core values (Hyatt, 2016). Mentors are assigned to new employees to guide them through their initial phase and boost their comfort and confidence. In addition, regular check-ins and feedback sessions are conducted to ensure that new employees are settling in well and that their concerns are promptly addressed. Essentially, a well-structured induction process can considerably increase the engagement of new hires, reduce early turnover, and boost productivity. Hyatt Hotels Corporation's practises demonstrate how a dynamic and inclusive onboarding process can pave the way for an engaging and productive employee voyage, providing valuable insights for hotels seeking to optimise their onboarding processes. 
 
After the first phase of employee onboarding, the emphasis will move to employee development. According to Noe et al. (2017), it is essential to provide employees with opportunities for ongoing learning and development to boost employee competency, guarantee work happiness, and cultivate loyalty towards the company. Due to the dynamic nature of the hospitality sector, it is essential to make investments in staff development in order to guarantee that workers can adjust to the shifting consumer expectations, technology, and industry trends. Development programmes come in a wide variety of shapes and sizes, each tailored to meet the specific requirements of a certain company or individual career path. They might consist of educational support, leadership programmes, skill improvement seminars, and technical training (Kramar, 2014). Importantly, cross-training programmes, in which personnel are taught in several tasks, may promote adaptability and enable seamless operation during peak times or staff shortages. These initiatives take place when individuals are trained in numerous roles simultaneously. These kinds of chances often lead to internal promotions, which in turn motivate workers and help cultivate an environment that values personal development and career advancement. The staff training programme of Four Seasons Hotels and Resorts is widely regarded as an industry-leading model. Their intensive development programmes are guided by the principle of "learning by doing," according to Four Seasons (2021). The programmes offered by Four Seasons are designed to build a culture of growth and provide staff with the tools necessary to provide great service. These programmes place an emphasis on leadership development, the upgrading of skills, and continual learning. In addition, the possibilities for cross-training provided by the organisation enable staff to widen their skill set, gain an understanding of diverse aspects of the operation, and cultivate a more comprehensive perspective on the hospitality industry. 
 
According to Hom et al. (2017), the retention phase of the employee lifecycle is one of the most important phases since it plays a big role in maintaining workforce stability, decreasing expenses associated with recruiting, and conserving the organization's knowledge base. A high personnel turnover rate may cause inconsistency in service delivery, have an adverse effect on customer satisfaction, and contribute to an overall unpleasant attitude in the workplace. Therefore, efficient techniques for employee retention are very necessary in the hotel business in order to guarantee a motivated and dedicated staff. There are several different approaches that may be used to improve employee retention. According to research conducted by Kwenin et al. (2013), employee recognition and incentive programmes have the ability to both encourage workers and demonstrate gratitude for the effort they put into their jobs. Having more control over your work schedule may improve your work-life balance, which in turn can lower stress and prevent burnout. A comprehensive benefits package, including medical insurance, retirement plans, and paid time off, may also be a factor in an employee's decision to remain with the company. The employee retention programme of The Ritz-Carlton is widely recognised as a standard of excellence in the hospitality industry. The Ritz-Carlton, which is renowned for the quality of its customer service, focuses a significant amount of emphasis on the retention of its employees (Ritz-Carlton, 2020). Their "Employee First" strategy makes sure that workers know they are appreciated, acknowledged, and recognised for their contributions. The all-inclusive benefits package provided by the corporation, which includes medical insurance, retirement plans, and paid vacation time, serves as an irresistible incentive for workers to remain in their positions. Additionally, The Ritz-Carlton makes significant investments in the professional development of its staff, which helps to ensure that workers are happy in their jobs and stay with the company for the long term. 
 
The ultimate step of the employee lifecycle is called separation, and it consists of the person officially departing the business. According to Waldman et al. (2018), it is crucial for an organization's reputation and the general morale of its workers to handle separation in a good manner. This may sound contradictory, but it is important. A helpful offboarding programme has the ability to create a pleasant impression that lasts a long time, which may lead to chances for rehiring, positive recommendations, and the maintenance of an alumni network. 
 
Comprehensive departure interviews and transitional assistance are two of the most effective strategies that may be used to guarantee a smooth and amicable process of separation. According to Waldman et al. (2018), exit interviews have the potential to give useful insights on the work environment, the efficacy of management, and the reasons for employee leave, which may improve retention initiatives. Even after an employee's term has ended, an organisation that continues to show that it appreciates its workers by offering transition support in the form of, for example, aid with job searches or giving references, may generate goodwill and indicate that it values its people. The way in which Accor Hotels handles the termination of employees is an example of best practises. According to Accor (2019), the firm has robust offboarding programmes in place to facilitate an easy transition for workers who are leaving the company. Accor engages in in-depth exit interviews with departing employees in order to collect feedback and get a better understanding of the factors that contribute to employee turnover. In addition to that, it offers outplacement help, which consists of career counselling, coaching, and aid with job search, which demonstrates a commitment to the well-being of employees beyond the duration of their employment. 
 
Finally, managing and developing talent throughout the employment lifecycle is a major job of the Human Resources department and is critical to the success of a hotel organisation. From attraction to separation, each stage of the lifecycle has its own significance and necessitates specialised techniques for the best outcomes. Attracting prospective applicants requires effective corporate branding and creative use of numerous media. The recruiting phase benefits from technology improvements such as artificial intelligence (AI) to simplify and improve efficiency. Onboarding establishes the basis for an employee's path within the organisation, and a well-planned programme may dramatically minimise early attrition. As shown by Hyatt Hotels Corporation's practises, interactive induction and support tools may help new recruits integrate more smoothly into the organisational culture. Four Seasons Hotels & Resorts has proved that continuous learning and development are critical to improving employee competency and building loyalty. Comprehensive retention methods, such as those used by The Ritz-Carlton, help to preserve employee stability, save recruiting expenses, and ensure an engaged and dedicated team. Even the ultimate step, separation, may contribute positively to the organization's image and work culture when handled professionally and supportively, as illustrated by Accor Hotels. Thus, efficient personnel management and development across the employment lifetime increases not just individual performance but also total organisational effectiveness. Hotel firms may gain a competitive edge and promote long-term success by learning from best practises in the sector and constantly changing their HR policies. 
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