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How to retain and engage employees throughout the employee lifecycle
Armstrong and Taylor (2020) define employee engagement as the intellectual and emotional involvement of the taskforce in their work as well as their willingness to go the extra mile to attain organizational goals. It goes beyond mere job satisfaction and includes the levels of dedication, commitment plus discretionary effort exhibited by the personnel. In a big and well-established hotel business the HRM plays the significant role of attracting, identifying, developing, and retaining talented persons within an organization and Torrington et al. (2020) insist on the significance of this department when dealing with the taskforce. This essay will investigate the role of the HRM department in retaining and engaging employees throughout their lifecycle in an organization. In addition, the essay will also investigate the employee lifecycle, and will shed light on the HRM’s role in each stage. 
From the work by SPRIGGHR (2020), the employee lifecycle is made up of 6 distinct stages starting from attraction, recruitment, onboarding, development, retention and separation. Starting from the attraction stage, the HRM is responsible for attracting potential through the creation of employer branding strategies and communicating the company’s values and culture. To ensure the proper fit for the organisation, effective recruitment practices, such as targeted job adverts and candidate screening, are also important duties of HRM at this point. The second stage is recruitment. At this point the HRM oversees creating and implementing hiring procedures that draw in the right applicants, including conducting interviews and talent assessments. To improve the candidate’s experience, they make sure the hiring procedure is just, open, and compliant with the law as this also increases the chances of onboarding up to par employees. The HR gets to decide whether to recruit the old-fashioned way or automate the process. At this stage the HRM has to be cautious with how they treat the prospects as it will impact how they will always perceive the company regardless of whether they join the company or not (Personio, 2021). 
The stage of onboarding is a crucial stage as the new employees have the excitement that comes with having a new job. Marchington et al. (2016) point that to facilitate new hires' seamless integration into the company, HRM is essential to the onboarding process. To foster a sense of belonging and lower the rate of early turnover, they offer orientation programs, introduce new hires to coworkers and resources, and make job description and expectation clear. The HRM has the role of sharing the company values and goals which helps the new employees to integrate their personal goals with those of the company. By informing the new hirers of the KPIs they will be evaluated against sets a precedence of what they are expecting in the company (Mathis et al., 2016). The other stage is the developmental stage. Once the new employees are settled in their roles, it is paramount to have the HRM invest in their professional development. Professional development involves helping the taskforce adopt new skills and expertise that come handy in ensuring the company can attain its goals through the employees. It is the duty of HR to offer opportunities for training which can be in-house or external. Also, by encouraging the team to oversee their own development, it goes a long way as they get to tap into new horizons that develop them (SPRIGGHR, 2020).
At the retention stage, this is an area that can break or make a company. Whitfield (2023) reports that per hire a company can use roughly between £7,275 and £22,515. Of course, this is expensive for any company, and this can even go hire if the wrong person is hired. After onboarding employees and even investing in their development, it is paramount that a company can retain them for the greater good of the company. By fostering a supportive work environment that recognizes employee contributions and wellbeing, HRM plays a critical role in employee retention. To encourage employee engagement and loyalty, they adopt retention methods like performance management, recognition programs, and work-life balance initiatives. This is where Maslow’s hierarchy of needs comes in. HR needs to align their offerings based on where an employee is in this hierarchy of needs. There are various dimensions to be considered including benefits and pay, job security, job life balance, wok relationships and employee engagement are among the factors that increase the chances of retention and only the HR can make this possible (CIPD, 2021). Based on the IES model of engagement, employees need to feel valued and involved in order to be engaged at their workplace (Rajagopal and Abraham, 2007). This then has the effect of boosting profitability by 21% (White, 2022). 
Good things do come to an end eventually. Employees get to move on, this could be through getting another job in search of something different from what they get at their place of work, termination or it could be retirement. Employee separations, including both voluntary and involuntary terminations, are managed by the HRM. To guarantee a great separation experience for the employee and the company, they manage exit interviews, help during the transition time, and complete pertinent documentation (Marchington et al., 2016 & Mathis et al., 2016). Reflection is very important at this stage. When a key employee opts to leave the company, the HR needs to seek the root cause of the decision, remain positive, seek positive feedback which will help them better the company and then encourage the employee wishing them the very best in their future endeavors. Those left behind need to be assured that they will still be supported in the absentia of those leaving. If the employee is retiring it is essential to have already prepared another to step up and fill the vacancy. This is normally attained through the development process, where the key employee is adequately prepared to take up the role (Personio, 2021).   
Talent management and development involves all the company’s activities and efforts that support employee growth and learning. For an organization to be successful in this it has to tailor its processes and programs to match the company’s needs with the personnel’s interests and goals as well. Managing and developing talent needs to be a major focus for any company’s business strategy. Organisations get a competitive edge in the marketplace through efficient talent management. Organisations can create a competent workforce that contributes to innovation, productivity, and overall success by attracting and retaining skilled and high-potential personnel. Performance in the business is directly impacted by managing and developing talent. Employees are more likely to perform at their highest level when they are properly trained, motivated, and engaged, which raises productivity, quality, and satisfaction among clients. A seamless succession of leadership and important responsibilities within the organisation is ensured by effective talent management. Organisations can reduce the chances or even the impacts of key employees quitting and retiring by identifying and nurturing upcoming leaders and major contributors, preserving continuity and stability (Masionis, 2022).
Effective talent management and development can benefit the hotel industry greatly. First and foremost, these activities increase the productivity of a business. For instance, the Ritz-Carlton hotel is known for its exemplary services and attention to detail, one of the reasons that their clientele prefers the hotel. This specific hotel invests in training programs for their employees which is undertaken during the development stage of the life cycle, this ensures that they have competent personnel able to attend to the need of their guests (Michelli, 2019). A company’s productivity is not only measured through the satisfaction of its personnel but also their engagement. Talent management is an effective way of attaining employee engagement as demonstrated by the Four Seasons hotel. This is a business that is employee centric, by undertaking employee experience surveys they are able to get feedback from their employees which is then employed to better their experience (Four Seasons, n.d.). Efforts toward talent management serve by maintaining a company’s reputation. Another benefit of talent management is better talent acquisition. Efforts toward meeting the needs of the taskforce help in attracting top talents and retaining them as everyone desires to work for a company that prioritizes their personnel. Such a business is also able to attract clients as they are assured of exemplary services from personnel that is customer focused (Lokhande, 2023). 
Also, talent management plays a role in fostering agility and innovation. There are hotels that encourage their employees to be creative and engage in experimentation. This goes hand in hand with employee engagement as it is through encouraging the team to table their thoughts and perspectives. This then offers a company a competitive edge as they can implement top ideas from their staff. Another benefit is that there is inclusion and diversity with talent management. Hyatt hotels are committed to diversity and inclusion in their talent practices. The hotel is focused on cultivating a diverse workforce as well as an inclusive work environment. This way the hotel is able to foster innovation, boost overall organizational success and appeal to their guests. By having personnel that are from diverse backgrounds, guests can relate to them better as there are employees that understand their needs fully. Also, this does create a satisfying environment to the guests and the employees boosting satisfaction as this is proof that their doors are open to everyone (Hyatt, n.d.).  
It is evident that the human resource department in any company is essential in any business. Also, the employees are a great asset to any company which justified the need for talent management and development activities. The employee lifecycle has been discussed in this essay making known the roles of the HRM in each stage. From the moment a company decides to hire up until the separation time when an employee leaves the company, the HR department has an active role. It is paramount that this department creates a worthy employer branding strategy which will prompt prospects to want to join the company. The recruitment process needs to be carried out with utmost transparency as this increases the chances of getting the best possible talents in the market. The development and retention stages then involve the HRM and the company investing in retaining the taskforce as well as developing them professionally and even personally as this heightens the chances of the organization attaining its goals. Looking at various businesses in the hotel industry, talent management tactics help in ensuring that the businesses can attend to the needs of the taskforce who are then equipped to serve clients. At the end of the day, through the various techniques used to retain and engage the employees, a business can be competitive and successful. 
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