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As suggested by Torrington et al., (2020),  the sustained prosperity of major corporations, such as hotels, is heavily reliant on the Human Resource (HR) Departments ability to efficiently manage and cultivate talent across the entire employee lifecycle. As the organisational environment continues to evolve, the task of retaining and engaging employees presents a significant challenge for HR professionals. This essay aims to examine the strategic significance of Human Resource Management (HRM) in effectively managing the different phases of the employee lifecycle, which includes recruitment and attraction, onboarding, development, retention, and separation. This study aims to assess the significance of talent management and development in relation to team and organisational performance, with a specific focus on the hotel industry. By incorporating industry best practises, this discussion will demonstrate how effective HRM strategies can improve employee engagement and retention, resulting in a productive and harmonious work environment. 
The phrase "talent management," introduced by Armstrong and Taylor (2020), refers to an organization's strategic commitment to acquire, retain, develop, and deploy those people who are thought to be of outstanding value to its operations. Incorporated into the core fabric of the organization's culture and strategies, this method is holistic and integrated rather than merely procedural. In truth, talent management's relevance and essential contribution to the success of the organisation as a whole have been repeatedly demonstrated (Khatri et al., 2010). Enhancing employee engagement, boosting productivity, boosting customer happiness, and lowering staff turnover rate are just a few of the advantages of excellent personnel management.
Talent management is especially important in sectors where services are the foundation of operations, like the hospitality sector. Here, the level of skill immediately affects the customer experience, which in turn affects the business's reputation and, eventually, its financial performance (Meyers et al., 2020). Therefore, in many industries, obtaining and developing talent is essential for both survival and competitive advantage. The Human Resources (HR) division is in charge of leading this vital talent management task. In this context, HR is charged with strategic, all-encompassing, and varied duties. HR must initially project future employment demands in line with the strategic objectives of the company. Comprehensive workforce planning is done in this step to determine the talents, knowledge, and skills needed in the future as well as to prepare for any gaps that may exist. The procedure is intricate and requires knowledge of the organization's strategic direction, the external labour market, and the skill sets of the current personnel (Marchington and Wilkinson, 2016). The creation and implementation of efficient hiring strategies come next. HR must make sure that the hiring procedure is quick, equitable, and created to draw in candidates who not only have the necessary talents but also share the organization's values and culture. Since future leaders and contributors to the organization's strategic goals are sought after, recruitment serves more purposes than simply filling open positions. In addition to recruiting, HR is entrusted with creating and implementing effective training and development initiatives. The development of employees' abilities, assisting them in remaining current in their fields, and preparing them for upcoming organisational responsibilities are all made possible by these programmes (Gallagher, 2016). In order to promote a culture of ongoing learning and development, these programmes are frequently adapted to meet the specific needs of each participant and coordinated with organisational goals. Additionally, HR must create attractive salary and benefit plans that compensate workers fairly and equitably. Offering benefits that meet the different requirements of employees, encourage work-life balance, and improve general wellbeing are just as important as paying competitive compensation (Page-Tickell, 2022). Last but not least, creating an environment at work where engagement and satisfaction are prioritised is one of HR's most important jobs in people management. This entails fostering an inclusive, respectful, and encouraging work atmosphere where staff members feel valued, engaged, and inspired to provide their best effort. Here, HR's responsibility frequently involves starting initiatives that encourage open communication, encourage teamwork, and recognise employee effort (Murton, Inman, and O’Sullivan, 2010).
The employee lifecycle depicts a person's path during their time working for an organisation, starting at the initial point of contact, and ending at the exit or separation stage (Wan et al.,2019). The Human Resources (HR) division is essential to this journey at every stage, ensuring that workers move between stages with minimal disruption to their productivity and dedication. Attraction is the first stage in this cycle. In order to attract prospects, the company needs to stand out in this crowded job market. By developing a strong employer brand that highlights the company's culture, values, perks, and prospects for advancement, HR may play a crucial role in this situation (Cattermole, 2019). This is a calculated strategy that includes boosting the company's standing as a top employer, running targeted marketing initiatives, and being active on professional networks. A dedication to constantly delivering on that promise and a thorough understanding of what potential employees look for in a workplace are necessary for effective talent attraction. The following phase, recruitment, is choosing the ideal candidates who match the job specifications and organisational culture. Job design, candidate sourcing, and selection process management are all important aspects of HR's role in this process. The objective is to find people who not only possess the necessary talents but also fit with the company's values and have room for growth in the future (Vishal and Arundathi, 2018). To ensure a thorough evaluation of candidates, strategies including competency-based interviews, psychometric exams, and assessment centres are frequently employed. After hiring, there is a crucial step called onboarding where newly hired staff are integrated into the company. Here, HR plays a crucial role by introducing the team members, duties, and corporate culture to the workers. An efficient onboarding procedure enables new hires to comprehend the requirements of their positions, their place in the larger organisational structure, and the resources at their disposal (Cattermole, 2019). Thus, this phase is crucial for preparing workers for success and has a big impact on employee retention. Development is the fourth step of the employee lifecycle. Currently, HR is in charge of recognising the training and development needs of the individual and the organisation and resolving them. On-the-job training, seminars, workshops, coaching, and e-learning tools could all be a part of this. These programmes seek to increase workers' abilities, performance, and readiness for new jobs while bolstering the organization's talent pipeline (Friedman, 2012). Subsequent, HR works to engage and retain talented workers within the company during the Retention stage. Offering competitive pay, benefit packages, performance recognition, and opportunity for professional advancement are all part of retention strategies. Additionally, HR is essential in creating a workplace where diversity is valued, teamwork is promoted, and employee happiness is high. The process of HR engaging and keeping talent requires continual work and regular assessment. After separation, when employees leave the company, the employee lifecycle comes to an end (Singh, 2019).  At this point, HR's responsibilities include managing administrative procedures associated with the departure, conducting exit interviews to obtain feedback, and facilitating a smooth transition for both the departing employee and the remaining team. Additionally, it entails keeping up good contacts with former workers who could serve as brand ambassadors and possible rehires.
The employee lifecycle is a comprehensive view of a person's path inside an organisation, to sum up. With the aim of acquiring, developing, and retaining talent while establishing a healthy and productive work environment, HR plays a crucial role at each stage. higher employee happiness, decreased turnover rates, and ultimately higher organisational performance can all be the results of effective human lifecycle management (Friedman, 2019). Marriott International is a prominent illustration of a hotel chain that has effectively perfected the art of lifecycle. Marriott's renowned "people-first" attitude is ingrained with its talent management strategy. This philosophy is mirrored in its all-encompassing personnel management strategy, which gives special attention to each step of the employee lifetime (Ross, 2018).  Marriott aims to entice high-potential people who are in line with company culture and values during the recruitment stage. In order to thoroughly evaluate prospects and give potential employees a realistic idea of the company's expectations and work environment, the company's hiring procedure is set up to be mutually selective. At Marriott, the onboarding process is methodically planned to make new hires feel appreciated, at home, and ready for their particular roles. A thorough introduction programme sets the groundwork for success right away by going over business culture, operational procedures, and expectations. The core of Marriott's talent management strategy is development. Through a variety of training and development efforts, from functional skills training to leadership development initiatives, the corporation makes a major investment in its employees (Ross, 2018.) A culture of learning and growth is fostered through Marriott's rigorous internal promotion strategy, which encourages employees to gain new skills and abilities for career advancement. At Marriott, retention involves more than just keeping workers; it also involves keeping them motivated and engaged. The business uses a variety of tactics to maintain staff motivation because it understands the connection between customer and employee happiness. A friendly and welcoming work atmosphere, competitive pay and benefit packages, and recognition programmes that recognise and reward exceptional achievement are a few of these (Friedman, 2019).  Marriott's human resources department functions as a strategic partner in talent management by creating an atmosphere that not only draws in and nurtures great people, but also encourages them to stick around and advance within the business. Marriott's position as a top employer in the hospitality sector, its constantly high guest satisfaction scores, and its consistent financial performance all attest to the effectiveness of its personnel management strategy.
Additionally, performance of the team and the organisation as a whole is significantly impacted by talent management and strategic development. An organisation can develop a skilled, motivated, and committed staff that helps it achieve its strategic goals by putting a focused effort into such practises (Johnston, Clark, and Shulver, 2012). The benefits of efficiently managing personnel are most evident at the team level. Organisations that actively support employee development foster a culture of lifelong learning and development. As a result, a more qualified and competent staff can develop, fostering effective teamwork, knowledge sharing, and innovation. Additionally, a thorough personnel management approach can raise staff morale and engagement, which will strengthen teamwork and productivity (Horn, 2009). For example, The Dorchester Collection chain, known for its dedication to staff development, has made significant investments in learning and development initiatives. Their internal development centre, the Academy, offers a variety of training possibilities for personnel, from leadership courses to seminars on service excellence (Utrobičić, 2019). A culture of continual improvement and a highly competent staff capable of offering great guest experiences have been established by this company's investment in its employees. On the other hand, managing and cultivating talent can have a significant impact on organisational key performance indicators such as productivity, customer satisfaction, and financial performance. Companies that excel at talent management typically have reduced employee turnover rates, resulting in substantial cost savings associated with recruitment, onboarding, and lost productivity (Amstorng and Taylor, 2020).  Importantly, a talent-rich organisation can rapidly adapt to market shifts, innovate, and drive growth. Whitbread Plc, the largest hospitality concern in the United Kingdom, provides a relevant example. Whitbread is renowned for its commitment to talent management, particularly the development of leadership abilities at all organisational levels. They ensure a steady supply of skilled leaders who are prepared to assume greater responsibilities by implementing rigorous training programmes and defining obvious advancement paths. This strategy has considerably contributed to the company's industry-leading resilience, adaptability, and sustained success.
In conclusion, the meticulous analysis of Human Resource Management's function in managing and developing talent throughout the employee lifecycle demonstrates its utmost significance in the highly competitive business environment of the twenty-first century. By utilising HRM's best practises, organisations, particularly in the hotel industry, can effectively engage, retain, and develop their personnel, contributing significantly to a harmonious and productive workplace. The in-depth examination of the concept of talent management and the role of HR at each stage of the employee lifecycle provides a comprehensive comprehension of the holistic approach that contemporary organisations must adopt.
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