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“The overall purpose of HRM (or people management) is to ensure the organisation is able to achieve success through people…to increase organisational effectiveness and capability” (Armstrong, 2010).
The present work will focus on the ways businesses should adopt effective Human resource practices to help them hire, engage and retain their staff throughout the employee’s lifecycle. Presently there are a lot of factors that impact on staffing issues in the UK but also globally – Brexit, Covid 19, economical recession and this is the reason why many businesses have changed their ways regarding recruiting, engaging with their staff, keeping them happy and motivated for the benefit of the company. Boxall et al (2007) look at Human resource management as “the management of work and people towards desired ends”.
According to Armstrong (2010)” the practice of Human Resource Management (HRM) is concerned with all aspects of how people are employed and managed in organisations”. The most important outcome of people management is to make sure that a business or a company will be successful and reach its goals through its employees. There are several aspects involved in Human resource activity as they have to filter through applications, find, recruit, and train the applicants. After hiring, Human resources will follow the development of the employee, evaluate and reward performance, employee relations, wellbeing.
The HR professionals study and follow the employees’ life cycle , observing how it influences the overall work performance, engagement and retention levels in an institution. Effectively managing all stages of the employee life cycle is very important for a company because it concerns its most important asset : staff. The employee life cycle (ELC) comprises of several stages: attraction, recruitment, onboarding, retention, development, separation (offboarding). Employee life cycle begins when a person becomes a potential canditate for a job in a company, continues with the person’s recruitment process and carries on with developing a career and ends with the employee leaving the job for various reasons or retiring. It is crucial for HR personnel to understand each of the stages and closely engage and follow each employee through their life cycle as that will increase work satisfaction and help the company retain the staff for longer. The employement cycle consists of four interdependant components: recruitment, assessment, engagement and retention. Newell Brown (2011) argues that a good recruitment starts with a good assessment. Selecting the right person for the job will most probably result in a strong employee engagement, leading to a long retention period. In her opinion recruiters should not only focus on filling the postion, but they should focus more on making good decisions about who to hire, to pick the best candidate for the job. This way the entire recruitment cycle would function better. For an organisation to work well, there needs to be a well defined recruitment process, a strategy and employement should be a relationship that benefits both the employee and the employer. In these circumstances the employee will be involved, motivated and will give 100 percent and the company will see increased productivity and engagement. Companies who place recruitment „at the heart” of the organisation will create a great work environment and will hire the right people. The recruitment process involves costs for the companies. Many times a poor recruitment will bring a low return and will increase costs as the company will have to spend more money and time to find a new candidate. Pettinger (2002) states that until recently UK companies were, and some still are, unwilling to pay for training and development. For the majority of businesses, training and development were seen as costs and not as an actual investment, because they were not sure what they were getting for their money. Pettinger continues by showing how unimportant training was seen: when companies were having difficulties or had to prove financial efficiency to their governing bodies, training and development budgets were the first ones to be cut. If 20-30 years ago a job was for life, this perspective has changed in the younger generations. Generation Y have „high expectations of career development and gaining early responsibility...buffing their record to attract other employers. Loyalty to the organisation lasts only as long as they are achieving personal goals” (Caulkin, 2003). The young generation of workers are looking for exciting jobs, good benefit packages, wellbeing programs and flexibility, but change their jobs quite often, when conditions or pay do not satisfy them anymore. In recent years staff turnover in workplace and especially in hospitality has been massive. Covid pandemic, Brexit, economic instability have been influencing the way people were looking for a job or making them change their jobs to be able to provide for their families. In such an environment companies have to make sure they have something to offer, that will make their staff stay. People are looking for stability, good rates of pay, benefit packages but also for a good work environment, and managers that respect them as human beings and professionals but also recognise and praise their efforts and contribution to the company’s success. Some companies offer their staff financial incentives if the company is performing well: staff feel rewarded, but at the same time they feel proud and have a sense of accomplishment because they are aware they contribute to the success of the company. Other institutions have Employee of the Month award, where  staff is publicly recognised and praised in front of management and colleagues for doing a great job; hand-written cards or free dinner for different personal occasions, dine with the management, paid time off for birthdays or other similar incentives would contribute to making staff loyal to the company. There are several employee engagement theories that provide models which show how to make employees feel valued, productive and empowered. Some of the most used ones are Maslow’s, Gallup, Zinger, Kahn, all offering different approaches and advantages towards staff engagement and retention.
Therefore, employers have adopted or devised different recruitment principles to fit their company’s needs and requirements. Hospitality is among the fastest growing industries worldwide and it is a very competitive one. The role of HR manager and personnel department in hospitality is a crucial one. As in any industry, having knowledgeable and skilled employees creates a competitive advantage for that business. This is even more important in the hospitality industry where guest expectations increase and the market is full of businesses offering the same service: lodging and meals for travelers. Employing the right people, training them and following their development will create good work environment, happy and satisfied staff who, in turn will go above and beyond to provide quality service to their guests. And that will make the difference and benefit both employees and the company itself. For big hotel chains, the recruitment process is very straightforward. HR department are in charge of advertising available positions, review candidate applications and CV, check if they have the appropriate skills, experience and knowledge for the job they applied. Once hired, the HR manager is responsible for training the new employees, as they have to learn the standards of service and what is expected of them so they can do their jobs efficiently. HR is also responsible for employee development. Through mentoring, coaching and other development programs, HR department works together with employees to reveal their strengths and weaknesses and help them improve knowledge levels and skills to develop professionally. This way, the employee will feel as a valued team member, will be motivated in his job and is more likely to stay with the company. 
In the UK, Brexit and the Covid 19 pandemic and the rising costs left the hospitality industry struggling to find staff. In the summer of 2022, according to data provide by ONS, UK hospitality sector have hit a record high in staff shortage. Data showed that there were 174,000 jobs available, which made it difficult for many businesses to trade and offer quality service. Kate Nicholls, chief executive of UKHospitality admitted the struggle of the hospitality industry due to “ soaring energy costs, worker shortages and a cost-of-living crisis dampening consumer confidence, which is threatening the future of thousands of businesses”. Data provided by ONS shows that insolvencies are at the highest level since 2009. Only in February this year, 249 hospitality companies entered insolvency as specialists from law firms Higgs LLP report. After the pandemic, UK Hospitality innitiated a series of campaigns such as Hospitality rising to help revigorate the industry through the biggest advertising recruitment campaign. The advertisment’s goal was to change people’s perception about working in the hospitality business and attract more future candidates. The Hospitality and Tourism Skills Board developed multiple papers aiming to provide advice „to transform productivity and deliver the skilled workforce required for sustainable growth in hospitality and tourism across the UK” (UK Hospitality, 2021).
At Marriott, they know staff are the company’s most important asset and since the foundation of the company their motto has been:” Take care of your employees and they will take care of your guests”. Marriott hires “Friendly people who love to serve, chefs who like to cook and housekeepers who love to clean” (The HR Digest, 2016). According to Marriot this way the company gets the rights candidates for the job, who are enthusiastic about what they do, and the staff are happy in their jobs which helps Marriott retain the employees for a long time. They emphasyse that everyone has a voice at Marriott, they are all part of a big family with the same goal, where all staff are helped and given the tools to become the best version of themselves. “At Marriott, be yourself…Be you”. (Marriott, 2023). Marriott staff get tailored employee benefits and flexible schedule to maintain a good work-life balance which is a very attractive aspect for future candidates. 
Hilton took a new approach after the pandemic. If before job interviews were held face-to-face, the pandemic changed this. As companies were struggling to hire new staff to reopen businesses, Hilton adopted a new recruitment and interviewing method: HireVue. It is an innovative digital interview platform that enabled the company to interview several people at the same time without the need of an actual recruiter. The HR department was able to view the candidates videos and review them to establish from the start if the person would match the criteria and have the skills they were looking for and if the candidate would be a good asset or not. According to Hilton, this platform allowed them to reduce recruitment process from 45 to 5 days.
A study conducted by CIPD in several institutions across UK shows  the significance of employees’ voice, both for the employee itself -ensuring job quality, but it also has  important benefits for the company. Getting constant feedback from staff, asking for their ideas on how to overcome certain challenges or how to deal with different day to day situations will grow work efficiency, engagement and commitment of the staff and will help the company achieve better results. According to CIPD employee engagement represents a ” psychological state” - describing how engaged, how dedicated a person is to its job.  Recent research has analysed the work engagement concept and provided evidence that it can be measured and can give employers reliable data. Interlinked with work engagement comes performance management. According to Boxall and Purcell (2003) high performance is now a requirement for organisational success. With ever increasing competition and higher customer demands employers have to make sure that employees are aware of their role within the organisation and do their best to help the company achieve its organisational objectives. All the activities within a company influence its performance either in a positive of negative way, so performance management should be regarderd as a shared responsibility between employees and management. Conducting performance appraisals will motivate employees, drive them to develop and improve performance.

As a conclusion, human resources department has a critical importance in the hospitality industry. The department is in charge of recruiting, onboarding and training staff, oversee their development and relationship with the rest of the team, but also make sure the company complies with all laws and regulations of the industry. Human resource managers must make sure the staff they recruited are happy in their jobs, stay productive and motivated, and they can do so by closely following and interacting with staff during their journey. Happy and motivated staff will deliver excellent customer service and will contribute to the company’s success and growth. 
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