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During the past few decades the hospitality industry has considerably increased, generating 10.4% of the world's GDP and creating 10.6% of all jobs.  (Global Economic Impacts and Trends, 2021). However, due to inefficient management systems, extended working hours, excessive workload, and low payment, the shortage of staff in hospitality has always been one of the biggest challenges. This provocation became even more severe now, following the COVID-19 pandemic, when due to job instability and unpredictability of the business, many employees were forced to look at alternative career paths. Considering this situation, it became imperative for HR managers to create a “coherent planned framework for employees to be hired, managed and developed in ways that supports an organisation’s long-term goals“  (The Chartered Institute of Personnel and Development, 2023).
In the light of these facts, this paper will research and critically assess what steps a large hotel's personnel department should take in order to effectively oversee and nurture talent across the employee lifecycle. In the first part, the essay will examine the role of this department in an organisation and the ways that human resources can help handle people and make them constantly grow. The second part will explore the 6 phases of employee tenure and the importance of engaging the workforce throughout their employment time, while the last part of the paper will make some recommendations for the HR specialists, which will help the organisations to better deal with the present staff challenges. 
In his book, Winning, Jack Welch stated, “Without a doubt, the head of HR should be the second most important person in any organisation“. (Wright, 2011). “HR's primary activities include recruitment, administration, compensation and benefits, training and development, and employee relations and performance management“.  (Coursera, 2023). According to World Economic Forum, the position of the HR department should be taken further in the 21st century, with 5 new roles being considered: social collaboration management, data analysis, performance management, total workforce management and strategic workforce planning.  (World Economic Forum, 2015). These responsibilities lead to the standpoint that a robust personnel department supported by competent leadership is the key to obtaining staff satisfaction, efficiency, and eventual expansion of any business. This requires complex workforce planning, which involves knowing the business and its particularities, examining the workforce, both existing and foreseeable, estimating the demand for labor in the future, comparison of workforce shortfalls with projected needs for staff, strategies to deal with shortages, excesses, or deficits in skills along with track and assess performance. On the other hand, there are authors who talk about HR experts in terms of counselors, confidants and coaches, underlining their importance in many other aspects of the employee’s life, not only the professional part.  (Wright, 2011, p.145). From this point of view, an employee should not only be trained according to the company’s goals, but he should also be supported in regard to his personal development, with the organisation investing in him and helping him acquire skills and capabilities that he can use for his entire life. 

The specialised literature recognizes 6 stages of the employee life cycle: 
· Attraction:

· Recruitment
· Onboarding

· Development

· Retention

· Separation

All these stages are very important and they should all be considered in the HR strategy. 
Attraction

This initial stage of the hiring procedure is is a pre-arrival stage meant to grab the candidates’ attention and start shaping their impression of the business in a favorable way. According to Linkedin, 75% of job seekers consider a company’s reputation before applying for a position, while 92% of workers would consider leaving their current job if offered a position with a company with an excellent corporate reputation.  (Galvan, 2020) “Reputation is the stakeholders' influences, assessments, and perceptions of the business based on its past performance“  (Barnett, 2006). This means that for a large hotel, it is vital to have great notoriety in order to attract high-achieving candidates to compete for vacant positions. HR managers should work together with Marketing and PR departments to constantly increase the hotel brand awareness and become a respectable brand in the labor market. 
· Recruitment

Ideal recruitment means enabling all talent to successfully apply. During this second phase of the hiring process, effectively managing the relationship with the applicant is essential. According to a study conducted in 2023 by Carrer Plug, “48% of job seekers have had at least one negative experience in the hiring process in the past 12 months and 49% of job seekers had declined a job offer due to poor experience“. (Palmeri, 2023). That is why it is important to speed up the screening process after the application has been received, while for large hotels recruitment software can be of tremendous help, as one hotel can get thousands of applications for one single position and it can cut the number of irrelevant applications by 75% with the use of recruitment software. (CareerBuilder, 2022).
· Onboarding

The next stage of the hiring process, onboarding, is highly important. It should ensure that all talent is understood and all staff well trained. This phase includes the Induction process, which is often wrongly conducted, due to a number of factors like being too boring or being done very fast, just to tackle the task, being time-consuming or information overloaded. Once the Induction is completed and the new staff member is on board, he enters the Encounter stage when he assesses from an internal perspective if his expectations are met by the company and if he can embrace the organizational culture. This assessment is followed by the metamorphosis stage, when the new employee changes and adjusts to the new work environment. 

According to data, the first six months play a major role in deciding whether an employee will stay with the company or quit after a short time. For this reason, it is highly important for HR managers to keep the new employee engaged during this stage, while creating and sending him the new email address and business cards, giving him intranet access, sharing the LinkedIn profile of the new hire with the new staff, encouraging him to engage with his new coworkers and maybe discussing with him the staff member's manual.
· Development
Questions like “In this organisation, where do you imagine yourself in the following five years? And "How can we assist you in getting there?" are vital to be asked by a large hotel in order to understand its staff aspirations and create the proper plan for the employee’s development. The way an employee feels about the opportunities for internal development and progression is one of the more significant determinants of employee engagement. (Rogel, 2023). According to a study conducted by Decision Wise in 2017, promotions, higher compensation and potential for progress are the main factors that influence how chances for growth and development are perceived by employees. The perception of growth and development opportunities does not seem to be improved by training and skill development alone. Career growth and promotion are viewed by employees as being the most indicative of the hotel's development opportunities. That is why managers should pay attention to this stage and offer the new employees options to be promoted, facilitating in this way the internal recruitment, with benefits for both sides. 
Apart from promotions, the hotel can keep the employee engaged by offering him personal development programs, which will be considered and appreciated as a real investment in his personal growth.
· Retention
In order to remain consistent, a large hotel should have employees who remain with the company, so that vital expertise and abilities stay within the business. Teams with high employee retention are reliable, enthusiastic, and competent. Moreover, a single employee's replacement can cost between one-half and twice their annual compensation. That is why it personnel retention plays a major role in any HR strategy. What can a large hotel do in order to keep keep engaged employees who are already working for them for a while? Fair compensation, an engaging workplace culture, encouraging leaders, and growth opportunities are just a few of the many variables that contribute to employee retention. 
· Separation

Regardless of the reasons, data show that over 64% of employees in companies around the world are not engaged in their jobs. As a result, there is a high staff turnover rate, especially in the hospitality industry, making terminations extremely frequent. In order to understand the reasons for resignation as well as to maintain a good reputation, HR experts should professionally handle this stage. Understanding the separation process, organizing a face-to-face exit interview, taking care of all legal aspects of the employment contract and organizing a smooth transition are key tips for a successful exit. This stage is still important for the quality of staff engagement, as the employee may share his experience with other potential candidates or because, due to various reasons, he may one day return to work for the hotel. 
For HR experts, engaging staff is crucial, as it means having the ability to transform people from being just physically present, but psychologically absent at work, to becoming highly involved, psychologically committed, and eventually company’s ambassadors. According to the Utrecht University group of occupational psychologists, “work engagement as a state of mind“ that gives people energy, enthusiasm and concentration.  (The Chartered Institute of Personnel and Development, 2011). 
According to CIPD, there are 6 dimensions of good work environment: 
1. Pay and benefits – in relation to salaries, socil contributions, pension schemes and other type of rewards;
2. Contracts – ensuring the job security;
3. Work-life balance – related to working hours, commuting time and flexibility 
4. Job design and nature of work – a sort of job architecture where the tasks should match the skills and abilities, autonomy at work should be balanced with the norms and procedure and where the people feel valued and be given opportunities to grow; 
5. Relationships at work – considering the pshychological security at work, the cohesion of the team, and the quality of the management; 
6. Employee voice – in regard to the level of openness of managers to ask their team questions, listen to them, and properly reply to their issues or concerns.
If these 6 dimensions are seriously taken into consideration when planning the HR strategy, the result will be a happy and engaged employee. Apart from these dimensions, IES identified in 2003 ten core concepts that will highly support the employee to feel appreciated and engaged: job satisfaction, family friendliness, cooperation and communication, health & safety, payment, benefits, equal treatment at work, good performance management, training, and career development. (IES, 2003). 
In order to keep an employee engaged throughout their tenure, it is essential for companies to get involved in each stage of the collaboration, starting with the pre-arrival phase and ending with the separation phase. In this regard, this report recommends to HR managers collaborate with the marketing and PR departments in order to consistently raise hotel brand awareness and establish a reputable brand in the employment market. Once the recruitment process is finalized, the personnel experts should actively participate in the boarding phase, assisting the new employee during their integration process. And when the new team member is finally settled and fully trained, the employer should seriously consider a retention plan, which should include not only professional, but also personal development, in combination with well-being programs, good leadership and a fair scheme of bonuses and compensations.
Searching for new methods of engaging large companies’ personnel, this essay investigated the actions that a large hotel's HR department might implement to manage and develop employees throughout their tenure. The paper's first section focused on the function of the HR bureau within a company and the ways in which human resources can assist in managing people and fostering ongoing growth. The second section of the paper examined the six stages of the employee life cycle and the significance of retaining employees for the duration of their employment while the final section included some recommendations for the HR specialists, suggestions that will assist the organisations in better addressing the current staff challenges.
In conclusion, through the lenses of this research, retaining and engaging staff throughout the employee lifecycle is seen as a vital role in the HR department, the backbone of any large hotel’s success. The company should interact with the employee during each stage of the hiring process, being in constant communication with him, asking questions and replying to the employee’s issues and concerns, meeting and even exceeding their expectations in order to have engaged personnel. Because positive engagement is extremely beneficial at any stage of the employee's journey, whether it's prior to their debut at work, or after the notice of resignation has been sent, or any time in between.
Bibliography

Barnett, J. &. L., 2006. Corporate reputation: The definitional landscape, Corporate Reputation Review. s.l.:s.n.
CIPD, 2023. Essential factors in  Building Staff Loyalty [Online] Available at https://www.cipd.org/en/knowledge/bitesize-research/staff-loyalty/ [Accessed 21 May 2023].
Coursera, 2023. What Is Human Resources (HR)? Description, Duties, and Jobs. [Online] 
Available at: https://www.coursera.org/articles/what-is-hr
[Accessed 20 May 2023].

Galvan, M., 2020. Talent Attraction vs Talent Recruiting. [Online] 
Available at: https://www.linkedin.com/pulse/talent-attraction-vs-recruiting-mark-galvan
[Accessed 28 May 2023].

Global Economic Impacts and Trends, 2021. s.l.: s.n.

Indeed (2022), 6 Qualities That Make a Great Team Player, available at https://www.indeed.com/career-advice/career-development/team-player-qualities (Accessed: 25 May 2022)
Mike Morgan, & Ashok Ranchhod. (2009). Marketing in Travel and Tourism: Vol. 4th ed. Routledge;

Mullins, Laurie, and Jacqueline E. McLean, 2019, Organisational Behaviour in the Workplace, 12th edn., Pearson Education Limited, 2019, Harlow, UK
Palmeri, S., 2023. Career Plug. [Online] 
Available at: https://www.careerplug.com/blog/candidate-experience-statistics/
[Accessed 28 May 2023].

Dilys Robinson, S. P. S. H., 2003. The Drivers of Employee Engagement. [Online] 
Available at: https://www.employment-studies.co.uk/system/files/resources/files/408.pdf
[Accessed June 2023].

Rogel, C., 2023. Decision-wise.com. [Online] 
Available at: https://decision-wise.com/resources/articles/growth-and-development-opportunities-and-employee-engagement/
[Accessed 28 May 2023].

The Chartered Institute of Personnel and Development, 2011. [Online] 
[Accessed 18 May 2023].

The Chartered Institute of Personnel and Development, 2023. s.l.: s.n.
Tourism Review, 2021, Top 10 Largest Hotel Groups of the World, available at https://www.tourism-review.com/top-10-world-largest-hotel-groups-news1988 (Accessed: 27 May 2023)
Welch, J., 2005. Winning. s.l.:s.n.

World Economic Forum , 2015. 5 new roles for the modern HR department. [Online] 
Available at: https://www.weforum.org/agenda/2015/06/5-new-roles-for-the-modern-hr-department/?DAG=3&gclid=CjwKCAjwvpCkBhB4EiwAujULMiIq11Tyo42isGVM861OqxvMocHSQVxVIoTxGiN721OZWh82sL0PiBoCZsAQAvD_BwE
[Accessed 20 May 2023].

World Travel & Tourism Council (2021), Global Economic Impacts and Trends 2021, available  at https://wttc.org/Portals/0/Documents/Reports/2021/Global%20Economic%20Impact%20and%20Trends%202021.pdf (Accessed: 25 May 2023)

Wright, P. M., 2011. The chief HR officer: defining the new role of human resource leaders. s.l.:Jossey-Bass.

 PAGE 
1

