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In today’s competitive business dynamics, attaining long-term success for the organization is a complex task as it requires them to constantly work towards retaining and engaging employees. In this entire process, human resource plays an essential role in the management and establishment of talent throughout the lifecycle of employees, which comprises multiple stages. These stages include attracting the pool of candidates, recruiting, onboarding the right ones, development, retention, and lastly separation. This essay focuses aims to delve into those strategies and practices of talent management, employee management, employee retention, and employee lifecycle, which can be employed by the organizations to retain and engage their employees effectively at each of their lifecycle. Implementation of these concepts can help the organization to develop an environment that nurtures the growth of employees and ensures their long-term commitment.
The role of HR in the management and development of talent holds major importance in organizations. This is because they are responsible for implementing strategies that can retain, attract, and engage employees. Talent management is one of the major dimensions in workforce planning, where HR managers collaborate with the hiring managers and business leaders to determine the requirements for current and future talents (Whysall, Owtram, and Brittain, 2019). The management will perform this by analyzing the workforce, finding the gap in the skills, and developing the recruitment and retention strategies that will help in attracting the right talent. Recruitment is another complex task for HR professionals as their responsibility lies if designing a process for recruitment, creating right job descriptions, source candidates, and conduct interviews of the selected one (Shahi, Farrokhsheresht, Taghipourian, and Aghajani, 2020). This is done by advertising the job opening on various platforms like social media and other professional networks where the pool of talented candidates is attracted, carefully selected, and assessed. Once this is done, the HR professional review their skills. Experience and cultural fit to ensure the success of the organization. After this, the HR professionals will provide a detailed orientation to the new hires and will provide training programs that will enhance their skills. Further, the employees will be supported with career development programs to support employees in reaching their full potential (Harsch and Festing, 2020).
Establishing and managing talent is an important task as it helps organizations to identify and retain the star performers as they promote continuity and bring in their knowledge and expertise to the business to attain success. Retaining such employees ensure the turnover costs and the costs associated with recruitment and training are minimized (Jooss, Burbach, and Ruël, 2021).  Moreover, this task supports enhancing the productivity of the employees, which results in favorable business outcomes by providing them with training, coaching and supporting them for career development. It is equally important that the employees and engaged, which makes them feel motivated, loyal, and dedicated, which results in higher productivity (Narayanan, Rajithakumar, and Menon, 2019). In addition, ensuring that the workforce is flexible, open-minded, and adaptable to the changes in the market requires organizations to continuously work towards up-skilling and reskilling which makes them competitive and ready for tomorrow always (Crane and Hartwell, 2019). All of this helps the organization to create a positive work environment which leads the business to achieve long-term success.
Employee lifecycle is a human resources model that reflects the various stages through which an employee moves through an organization and the role HR plays in promoting that progress (Arnett et al., 2018). This model gives employers the opportunity to review the experience of employees in the company during their employment in order to help reduce the use of employees and continuously improve the performance of employees, work, success and happiness in the hotel industry management (Manoharan and Singal, 2019). It is important to note that the ultimate success of the hospitality company is dependent on the quality of capital generated by humans, education, and skills development that enhance employment and, therefore, the organization's income.
In short, the term refers to the employee's journey to the company. Some aspects of the employee's life are integrated into important HR functions and may include the use of a talent management software program. The first step in the employee lifecycle is the attraction of the employee. Without attracting and retaining great talent, the business will fail (Haidari and Lai, 2019). This makes the evaluation process one of the most important parts of the organization's growth strategy in hotel management. It is also important to note that the skill levels and high employee turnover affect organizational performance. The high pressure in different work areas, however, requires hospitality workers to put their work in different ways.
The evaluation period is the only one that is actually conducted before one has any kind of open position in the company. It is also known as an employee brand for those who have a stake in the foreign market (Popli and Rizvi,2017). This means that talent scouts, clients, customers, and potential partners have a good idea of what it's like to work for the company in the hotel industry. It gives the employee a kind of power regarding knowing about the structure of the company where he is being employed.
The second stage of this model of an employee's life is the stage of recruitment. Recruitment may occur due to the availability of existing positions or the creation of new positions (Sarhan, 2020). The best quality service systems provide the best user experience, support collaborative efforts focused on clear processes and procedures, and provide important information that can be used to improvise over time. This stage is mainly concerned with the manager who is responsible for hiring such talent that can work best in a longer time for the company. It is also essential for the employees to be aware of the facts about the company in the best possible way. This can help them to prepare in advance for any interview process that will be conducted in this regard.
The next step in an employee's life is employee onboarding. The onboarding period, which takes place after one has achieved the highest level, is very important to get the new hire well in the context of the system and how to work in their newly pointed recruitment quickly and efficiently (Cherapanukon, 2017). During this stage of the lifecycle, new employees cover the details of their position and find out the qualities, knowledge, skills, and attitudes needed to work effectively in the organization. Making new employees feel welcome in the team and fit in with the nature of their work and the organization is key to getting contributions and long-term commitment.
The next part of the employee lifecycle is the user development stage. This is when one starts encouraging professional development among the team, which makes it more motivating to develop their skills and also helps to provide their services in the 'future in the company (Yadegariadehkordi et al., 2020).
The fifth stage of the aforementioned life cycle is called as employee retention stage. This is where one focuses the efforts on retaining the key employees and making sure that they are happy and well-challenged in their work within the organization. The influence of corporate culture goes a long way in this era (Murphy et al., 2018). 
The final stage of the user lifecycle is the separation stage. For many workers, there comes a time when their working life will come to an end, whether through retirement, a new job or other reasons (Tulsi and Ji, 2020). Dealing with a breakup is just as important as the process of commitment, and being balanced in the way one approaches this stage is important. When a team member leaves, it affects others. It is the responsibility of the company manager and HR staff to ensure that the employee leaves in a way that does not cause serious problems. 
The model that has been discussed above is a model of the best when it comes to thinking and planning for each stage of the employee's interaction with the company, giving the information one need to make every moment of their time in the company as successful as possible (Sinjai et al., 2018). By focusing on the strengths at all times, managers are more likely to attract and retain a great team.
If a position is very demanding and requires employees to work for longer time, for example, seven days a week, including holidays, it will take more than good pay to motivate employees to stay (Nieves and Quintana, 2018). Giving employees the tools to do their jobs and paying them enough to keep them coming back every day is a function of good management.
Hospitality has the best potential of all industries: 74% of jobs can be appointed to the technology in this modern time (Ruel and Njoku, 2018). This means that jobs in the hospitality industry will change, and different jobs will become more important (Boella and Turner, 2019). 
It is argued that hospitality creates a unique environment in which learning takes place. Skill levels and high employee turnover affect organizational performance. The high pressure in different work areas, however, requires hospitality workers to put their work in different ways. The work is defined by the top level and the bottom level (Iqbal, 2019; Martinez et al., 2019). It has been reported that while the parent company's training often asks employees specific questions about how to explain each dish they serve, the company also trains its employees in a broader way by offering an English course. 
Human resources are the backbone of any company. Therefore, hotel staff management plays an important role. In order to achieve good results, the hotel manager must manage human resources (Murphy et al., 2018). Following are examples of good practices that any manager can adopt to create a healthy atmosphere in the hotel industry for their employees.
A hotel manager can make or break the hotel. They work at the front of the restaurant. The hotel staff are the ones who serve the customers. They can be front-runners, a hotel manager or a hotel manager. Among these, hotel reviews are based. This applies directly to the type of hotel. Therefore, hospitality is very important (Singjai et al., 2018). Treating all employees with respect is important.  This will help keep them loyal to the company and keep them hooked to it for a longer period of time. That will help reduce sales. Managers can create a bond between employees who respect each other and each other's skills. This provides a good working environment. Employees feel good about themselves (Iqbal, 2019). Also, their job when they work in a developing environment. 
It is clear that everyone is doing the work to make a profit. If customers give money to some restoration or outstanding work, this will be an incentive in your work. This will be a good answer for them. The worker will be more honest in his work. Dedication to your work will be more than before. This applies to any hotel employee (Ruel and Njoku, 2021). On the other hand, hoteliers can offer extra lunch, shopping vouchers and movie tickets. These small, kind efforts will bring a smile to your employee's faces. Successful employees will be rewarded. If the hotel management has an employee of the month program, send the employee a quick thank you message and exchange photos with the new "winner." This will make employees happy and more productive; they will go above and beyond without being asked. In addition, it increases the trust and respect of employees and managers, as well as loyalty (Sarhan et al., 2020).
Companies and hotels should treat their employees well, just like they treat their guests. Costs such as improving the quality of hotel staff enhance working conditions and morale. It is important to note that managers who are responsible for the recruitment process can show concern for their appointed employees by observing what employees like and translating that information into practical, personalized practices. Small comments like these encourage users to interact with employees and visitors. Since the knowledge and skills of workers are the most important aspects of the service industry, especially in the hospitality industry, improving human capital has become a priority (Boella and Turner, 2019).
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