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In major hotels' human resource departments, managing talent is of highest significance, especially in the fiercely competitive hospitality sector. For businesses to successfully recruit, train, and then keep talented workers who can provide top-notch customer service, it is essential that this strategy be implemented effectively (Berry, 1990). The purpose of this study is to investigate the value of handling talent in the human resources division of the hotel sector and how it affects overall organisational performance.
Let's define two essential concepts for the management of talent and the lifecycle of a staff member in order to create a shared understanding. The term "talent management" describes the deliberate process of luring in, spotting, nurturing, and keeping people who possess the capacity to significantly contribute to the success of an organisation. It includes tasks like hiring, reviewing performance, providing training and development, preparing for succession, and encouraging employee involvement (Lewis and Heckman, 2006).
The several phases that an employee experiences while working for a company are represented by the employee lifecycle. Stages including hiring, integrating, expansion, oversight of performance, promotion, and disengagement are often included. The key to maximising talent utilisation and raising employee happiness and productivity is to comprehend and manage every phase of the staff member lifecycle efficiently (Cattermole, 2019).
This study aims to emphasise the relevance of recruiting and selection in fostering achievement in this specific field by exploring the unique difficulties and solutions pertinent to the hospitality industry.
HR departments manage and develop people in companies. This part of the esssay discusses talent management HR duties. HR plans the company's talent requirements. They analyse job requirements and collaborate with executives and managers to design talent acquisition and development plans. HR recruits and hires top personnel. HR departments streamline employee onboarding. They orient them to the company's culture and principles and help them fit in (Guthridge, Komm and Lawson, 2008). 
HR specialists find company talent. They select high-potential people for career advancement by assessing abilities, efficiency, potential, and ambitions. HR promotes the corporate brand to recruit talent. HR tactics decrease employee turnover and retain talent (Lewis and Heckman, 2006). They build retention programmes, remain interviews, and an engaging workplace. HR specialists handle turnover reasons include career growth, recognition, and work-life balance.
HR departments create training and development programmes to improve employee abilities. They determine training requirements, find or create resources, and provide training. HR experts facilitate workers' involvement in external training programmes and encourage ongoing learning to build potential. HR departments aid career advancement (Barney, 1991). They guide skill development, career trajectories, and promotion prospects. 
Hotel organisations must manage and develop talent. Effective talent management improves organisational performance, productivity, and competitiveness, and the following section covers staff turnover and the consequences of losing key people (Ashton and Morton, 2005).
Talent management places qualified employees in the correct jobs. Hotel performance and productivity improve. Employees can provide excellent service and boost visitor happiness and loyalty when they are supported and developed. Talent management boosts engagement and retention (Guthridge, Komm and Lawson, 2008). Organisations foster loyalty and commitment through developing personnel. Engaged staff remain longer, retaining institutional knowledge and customer connections. Talent management requires succession planning and leadership development. Identifying and nurturing organisational leaders guarantees continuity and a robust leadership pipeline (Lewis and Heckman, 2006). Hotels may avoid leadership shortages and stay competitive by developing internal talent. This management affects hotel customer happiness and loyalty. Highly competent and dedicated staff produce unforgettable visitor experiences. Loyal visitors spread excellent word-of-mouth and boost hotel income. Hotels have an edge with a well-managed talent pool. It lets them stand out with excellent service, personalised experiences, and devoted employees (Jooss, Lenz and Burbach, 2022). Talented and motivated staff boost the hotel's reputation and attract discriminating guests in a competitive market.
Turnover wastes knowledge and skills. Industry insights, client connections, and operational expertise are hard to replace in experienced staff. Losing such expertise may affect hotel operations, creativity, and service (Autor, Levy and Murnane, 2003). Replacing departing personnel requires hiring and training. Advertise, screen, interview, and onboard new employees. Training new hires to match previous performance takes time and money. High turnover rates hurt hotels financially. Turnover lowers morale and teamwork (Ford, 2017). When coworkers leave, it may cause uncertainty and unhappiness. This reduces cooperation, productivity, and workplace morale.
Google, a well-known technological corporation noted for its great employer branding and ability to draw in top talent, is a prime instance from the real world. Google has used a number of techniques and tactics to entice talented people to the company. Google has developed a unique corporate culture that prioritises ingenuity, creativity, and a fun working environment (Karacay, 2017). Using their employer branding initiatives, they promote benefits like flexible work schedules, complimentary gourmet meals, on-site entertainment areas, and a friendly work environment to highlight their distinctive culture (Davern, 2021).
Google has distinguished itself from rivals by establishing a compelling employer brand. They put a lot of effort into spreading their fundamental principles, which include a dedication to employee growth, equality and inclusion, and having a beneficial influence on society (Randstad, 2020). Google promotes the interesting and rewarding employment possibilities they provide via their employer branding campaigns.
Google actively engages with prospective candidates online through a variety of venues. Their jobs page offers in-depth details about the business, its culture, and the open positions. They use social media sites like Facebook, Twitter, LinkedIn, and YouTube to communicate information about their organisation, employee tales, and workplace insights (Sundberg, 2021).
Due to these actions, Google has become very appealing to competent people, allowing them to draw in top talent from a variety of industries. Numerous professionals have chosen to work with them due to their excellent business brand, distinctive business culture, web presence, and targeted recruiting campaigns.
Finding the perfect candidate for the job requires effective recruiting strategies, which are essential in the hotel sector. The following section of the essey provides actual instances of the strategies and recruiting procedures used by hotels.
Performing a job analysis is the first stage in the hiring process to identify the precise knowledge, abilities, and expertise needed for a specific role in the hospitality industry. This facilitates the development of precise job criteria and descriptions. The InterContinental properties Group (IHG) employs job analysis to pinpoint the essential skills and credentials for every position inside its properties. They examine the qualifications required for jobs like front desk representatives, housekeepers, and drinks and food specialists (Kim and Kim, 2020). This guarantees that they draw applicants who have the required abilities and credentials.
Hotels use a variety of sourcing strategies to get individuals to their job opportunities. This covers both conventional and modern approaches. Hilton Hotels & Resorts regularly utilises to advertise job vacancies and interact with applicants via social networks. They make use of these channels to promote their business, highlight employee endorsements, and provide details about their workplace culture. In order to access a larger pool of applicants, they often collaborate with recruiting firms and hospitality training institutes (Halpern et al., 2010).
Hotels use selection procedures to assess and pick the best applicants for their organisation after identifying a pool of prospects. This could include doing evaluations, reference checks, and interviews. Marriott International has a stringent hiring procedure that includes behavioural tests and organised interviews (Cattermole, 2019). For various career responsibilities in the hotel business, they have created certain interview questions and evaluation methods. This makes it easier for them to evaluate individuals' abilities, backgrounds, and cultural fit with the company.
These instances show how hotels make use of efficient hiring practises including job analysis, channel sourcing, and selection strategies that are exclusive to the hospitality sector. By putting these strategies into practise, hotels can draw in and choose applicants who have the required abilities, credentials, and fit with culture, guaranteeing the correct talent is recruited into the organisation (Davern, 2021).
In order to integrate new hires and prepare them for success, the hotel business relies heavily on the onboarding process. The next section will provide examples of successful onboarding procedures used in hotels.
Hotels have buddy or mentoring programmes that connect up new hires with more seasoned workers who can coach and assist them throughout their first training. The "Hyatt Thrive" mentoring programme from Hyatt Hotels Corporation ties up new hires with seasoned team members. Mentors provide advice, respond to inquiries, and assist newly hired staff members in adjusting to their positions and the hotel's environment (eTN, 2013). This individualised assistance speeds up new recruits' assimilation into the hotel environment and makes them feel welcome. 
During the onboarding process, hotels clearly define the standards of performance and objectives for new hires to ensure that they are in line with the company's aims. During onboarding, Four Seasons Hotels & Resorts places a strong emphasis on goal planning. They assist new hires in setting personal goals that complement the strategic objectives of the hotel. This gives new recruits an itinerary for their professional growth inside the company and aids in helping them grasp their duties and responsibilities (Four Season, 2022).
To guarantee that brand-new workers get constant assistance and direction, hotels place a strong emphasis on continual feedback and check-ins throughout the onboarding process. The "IHG Onboard" programme, launched by InterContinental Hotels Group (IHG), involves frequent check-ins and feedback meetings with new hires and their supervisors. These meetings provide a chance to address any queries or worries, offer helpful criticism, and make sure that new hires are headed in the right direction ( Fairmas GmbH, 2023).
The hotel sector is fast-paced and requires ongoing learning and skill improvement. This section discusses hotel talent development programmes including mentorship, training, and performance management. 
Hotel personnel learn new skills, improve their expertise, and accommodate to the evolving hospitality industry via training programmes (Autor, Levy and Murnane, 2003). Technical, leadership, and soft skill programmes are available. "Hilton University" is Hilton Worldwide's extensive staff training programme. Online, classroom, and hands-on lessons address hotel management, customer service, and growth in leadership. This dedication to training helps individuals advance in their professions (Hilton Worlwide, 2023).
Performance management systems discover and promote high-potential individuals. Performance reviews, feedback, and development plans boost worker retention as well as engagement. Marriott International's "MyPerformance" system promotes feedback and setting objectives. Managers evaluate, discuss, and advise workers on career growth using this approach. Performance management allows workers to enhance their abilities, perform well, and help the company succeed (Flylib, 2017).
Cross-training and assignment rotations provide staff a better grasp of the hotel and its divisions. These programmes encourage adaptation, flexibility, and professional growth. InterContinental Hotels Group (IHG)'s "Room to Grow" cross-training programme gives staff exposure at front desk, cleaning, and food and beverage (IHG Hotels and resorts, 2021). This programme improves workers' adaptability and prepares them for organisational leadership.
Talent retention is crucial in the highly saturated hotel industry. Hotel retention methods should be examined. It emphasises employee engagement programmes, recognition, and prizes to improve workplace morale and loyalty (Guthridge, Komm and Lawson, 2008).
Employee engagement programmes attempt to make workers feel appreciated, motivated, and engaged to the company. These programmes improve workplace happiness, collaboration, and work-life balance. Four Seasons Hotels & Resorts offers a thorough staff engagement programme entitled "Lead With Care." This programme promotes employee empowerment, training, and well-being. Wellness, professional growth, and feedback are included (Four Season, 2022). Four Seasons Hotels & Resorts promotes inclusion, progress, and work happiness via employee involvement.
Rewarding employees boosts the mood, incentive, and loyalty. Recognition may be verbal, based on achievement, or public. Luxury hotel chain Ritz-Carlton has "The Ritz-Carlton Gold Standards." This programme rewards outstanding service providers. "WOW" cards allow coworkers and visitors to recommend staff for exemplary performance and get prizes. The programme inspires staff to provide excellent service (The Ritz-Carlton, 2022).
Hotel retention methods emphasise good workplaces, employee involvement, and advancement and recognition. Four Seasons and Ritz-Carlton have successfully used these tactics. Hotels can build a loyal and motivated staff to succeed in the competitive hospitality sector by prioritising employee well-being and recognition (Enz and Siguaw, 2000).
Hotel separations are vital to corporate branding and employee transitions. The essay concludes by discussing offboarding and employer branding. 
When an employee quits, the offboarding process is planned. It includes collecting company property, finalising paperwork, and helping new team members take over. This procedure affects the business's reputation and talent recruiting efforts. Hilton Worldwide, a major hotel operator, prioritises offboarding to maintain employer identity. Their exit management staff assures happy departures. Hilton performs departure interviews, supports job transitions, and addresses problems. Hilton maintains its reputation as an employer and promotes brand ambassadors by prioritising courteous and friendly offboarding (Journal des Palaces, 2023).
Exit interviews provide worker opinions, reasons for leaving, and improvement opportunities. Departing workers may share their thoughts and experiences. IHG conducts extensive exit interviews to get feedback from leaving workers. IHG provides a discreet, controlled space for workers to discuss their experiences (IHG, 2022). IHG uses employee input to improve talent management and retain high performers.
Exit interviews may detect patterns, improve talent management, and improve employee experience. It shows a company's dedication to learning and creates a happy workplace. To enhance, major hotel firm Accor analyses exit interview comments (Spain and Groysberg, 2016). Data-driven analysis identifies trends and issues. This input helps Accor improve work-life balance, training, and culture. Accor prioritises employee happiness and growth by using exit interview input.
In conclusion, talent management across the employment lifetime is important in the hotel sector. It has illuminated the employee lifecycle, encompassing attraction and recruiting, training and cooperation, advancement and development, retention and involvement, and separation and departure procedures. Effective practises at each step are shown using real-world examples.
The essay has shown that talent management is crucial to hotel performance. Hotels can satisfy their staffing demands by attracting and hiring suitable people. New hires are more engaged and productive with effective onboarding. Training programmes and mentorship foster continual development of skills and knowledge, boosting productivity and retention. Retention techniques like employee engagement and appreciation help keep top talent. Careful offboarding protects corporate branding and maintains great connections with leaving workers.
The hotel sector benefits greatly from employee involvement. Engaged workers are more productive, give better service to clients, and create a great work atmosphere. Hotels can build an environment of continuous improvement and attract and keep top talent by handling and cultivating people across the employment lifecycle. Personnel management is crucial for hotel business long-term performance. Hotels may improve performance by knowing and controlling each step of the employment lifecycle. In the extremely competitive hospitality sector, hotels can recruit and retain top people by putting money into talent development, providing an encouraging work culture, and respecting employee feedback.
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