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[bookmark: _Toc136906644]Introduction 
	The term “employee engagement” refers to the degree to which workers are emotionally, intellectually, and physically involved in their jobs and their organisations. It provides an indication of the amount of commitment, drive, and passion that workers have for the tasks they play and the goals of the organisation (Anitha, 2014). One definition of employee engagement has been offered by a group of occupational psychologists from the University of Utrecht, despite the fact that there are various other definitions. 

[bookmark: _Toc136906645]Background 
	The human resources department of a big hotel plays an essential function in talent management and development for the whole of an employee's working tenure (Werner, 2021). The Human Resources department is responsible for carrying out the following tasks:
[bookmark: _Toc136906646]Talent Acquisition and Recruitment
	The department of human resources has to devise effective recruiting techniques in order to compete for the most qualified applicants. Among these responsibilities are the writing of employment descriptions, the promotion of available jobs, the administration of interviews, and the review of applications (Woodruffe, 2006). In addition to this, they should work together with the supervisors in charge of recruitment to pick applicants who have the necessary abilities and who are compatible with the company's culture.

[bookmark: _Toc136906647]Onboarding and Orientation
	Following the completion of the applicant selection process, HR should enable a thorough onboarding programme. This includes educating newly hired employees on the rules, processes, and perks offered by the firm. The HR department may also offer orientation workshops for workers to familiarise them with the hotel's culture, values, and the environment in which they will be working (Anitha, 2014).

[bookmark: _Toc136906648]Performance Management 
	A performance management system has to be put in place by the department of human resources so that clear expectations can be communicated to employees, performance can be monitored, and feedback can be given. This involves carrying out performance evaluations on a regular basis, establishing targets, and determining areas in need of development (Rodrigues da Costa and Maria Correia Loureiro, 2019). In addition, human resources should provide managers with assistance in resolving performance concerns and chances for training and development.

[bookmark: _Toc136906649]Consideration 
[bookmark: _Toc136906650]The role of human resources in managing and developing talent
	The department of human resources (HR) plays a critical role in an organization's overall talent management and development efforts. The Human Resources department is in charge of different tasks that are connected to attracting, hiring, and keeping people that possess the skills and competences necessary for the success of the organisation. According to Moreira and Moreira (2013), they collaborate closely with the managers in charge of recruiting to determine the needs of the position, write job descriptions, and devise successful recruitment techniques in order to attract the best candidates. Interviews are conducted by HR specialists, applicants' credentials are evaluated, and recruitment choices are made based on the needs and goals of the organisation. After a person has been hired, human resources (HR) continues to play an important part in their professional growth and advancement. They are responsible for conceiving of and carrying out training and development programmes that aim to increase the workers' skills and capabilities. This comprises determining what training is required, obtaining resources that are appropriate for training, and either providing or organising training sessions (Simon, 2011). Providing workers with direction and feedback, defining performance targets, carrying out performance reviews, and recognising and rewarding excellent performance are all critical functions that fall within the purview of HR, which also plays an essential part in performance management. 
	In addition to managing the day-to-day operations that are associated with talent, HR also plays a strategic role in the processes of succession planning and talent management. They look for individuals who have a lot of potential inside the company and then come up with plans to help them improve their abilities and get them ready for positions of leadership in the future (Oladapo, 2014). It can be identified by Lewis and Heckman (2006) that HR experts work together with management to identify gaps in personnel and devise plans to fill those gaps via activities such as targeted recruiting and training as well as talent acquisition. In addition to this, they examine data on the workforce as well as trends in the workforce to make certain that the organisation has the necessary employees working in the suitable roles in order to accomplish its long-term goals. Additionally, HR functions as a channel between workers and management, which helps to facilitate effective communication and nurture a healthy working environment. They are responsible for managing employee relations, addressing employee complaints and issues, promoting employee engagement, and ensuring that employees are content in their jobs (Markos and Sridevi, 2010). Specialists in human resources play an important part in the administration of diversity and inclusion programmes, which helps to ensure that the business cultivates an inclusive culture in which all workers may thrive.

[bookmark: _Toc136906651]The importance of managing and developing talent
	It is essential to successfully manage and cultivate talent at a big hotel for a variety of reasons. To begin, the hospitality sector is notoriously cutthroat, and as a result, hotels put a significant amount of weight on the experience and expertise of its staff members in order to provide first-rate services to their customers. It is very necessary to have a staff that is both experienced and informed in order to provide excellent service and keep one step ahead of the competition (Werner, 2021). An efficient management of staff ensures that the hotel has access to a pool of competent employees who are able to live up to the standards set by the customers and contribute to the overall success of the establishment.
	Second, in order to give a streamlined and delightful experience for guests, a major hotel often has a significant number of departments and functions that all need to work together in harmony. The effective management of talent is vital for ensuring that each division has the appropriate employees who are qualified and have the necessary credentials. This comprises a variety of roles, such as those in maintenance, food and beverage service, the front desk, and the concierge (Meyer and Xin, 2018). By identifying and fostering outstanding personnel for certain jobs, the hotel is able to optimise operations, boost efficiency, and improve overall guest pleasure. In addition, the hotel business is known for having relatively high rates of employee turnover. When it comes to maintaining competent staff and cutting down on employee turnover, effective talent management and cultivation become very essential. Hotels that exhibit a devotion to their workers' health and career progression by investing in their growth and development as individuals are good examples of that dedication. In turn, this enhances staff engagement as well as employee happiness, which ultimately results in a reduction in employee turnover. Sonnenberg et al. (2014) identified that hotels have the ability to recruit and keep top talent by cultivating a great work environment and giving possibilities for career progression. This, in turn, leads to higher employee morale and productivity, which, in turn, leads to superior experiences for hotel guests.
	Additionally, people management and development are very important aspects of succession planning at major hotels. It is crucial to maintain a pipeline of brilliant people who are capable of taking over critical jobs in the event that experienced personnel decide to leave or seek other possibilities (Lussier and Hendon, 2017). The continuity of leadership can be preserved, operational stability can be preserved, and interruptions to service delivery may be minimised with proper succession planning. Hoteliers may create future leaders and lessen the risk associated with leadership transitions by recognising individuals with high potential and providing those employees with the proper training and development opportunities. In conclusion, the staff management and growth of a major hotel contribute to the repute and brand image of the establishment. When selecting a hotel, patrons typically rely their decision on the property's well-known reputation for providing great service, which is built on the expertise and dedication of the hotel staff (Ashton and Morton, 2005). Hotels have the ability to increase the skills and service abilities of their personnel, which in turn results in improved experiences for hotel guests, if the hotels engage in talent management and development (Hedayati Mehdiabadi and Li, 2016). Customers who are pleased with their stays at a hotel are more inclined to return for another stay there and to suggest it to friends and family. This has a beneficial effect not just on the hotel's brand but also on its financial success.

[bookmark: _Toc136906652]The employee lifecycle
	An employee's lifespan at a major hotel includes several phases. It involves recruiting, induction, development, performance management, and separation. Understanding and managing each step of the employee lifecycle is critical for creating a healthy work environment, increasing productivity, and retaining employees.
	
[bookmark: _Toc136906653]Recruitment and Selection 
	Recruitment starts the employment lifetime. The hotel assesses talent needs, promotes available jobs, and hires suitable applicants during this phase. Online job advertisements, educational alliances, job fairs, and recruiting firms may be used to recruit. The hotel then interviews and employs the best candidates.

[bookmark: _Toc136906654]Onboarding
	Induction and orientation follow hiring. This phase introduces staff to hotel culture, regulations, and procedures. It also involves training and introducing them to their team and key stakeholders. Effective induction helps new hires integrate smoothly and feel supported.

[bookmark: _Toc136906655]Development
	Training and development improves workers' abilities and knowledge so they can work better. Large hotels often provide comprehensive training in customer service, hospitality operations, sales and marketing, and leadership. Training might include classroom, online, work shadowing, and mentoring activities. Hospitality workers benefit from ongoing training.

[bookmark: _Toc136906656]Retention
	Employee engagement keeps workers productive and motivated. Hotels utilise recognition, team-building, wellness, and open communication to engage employees. Positive work environments and staff recognition may boost job satisfaction and retention in hotels.

[bookmark: _Toc136906657]Separation
	Voluntary resignations, retirements, and terminations conclude the employment lifespan. Hotels should conduct exit interviews to learn why workers leave, identify areas for improvement, and gather feedback. Managing separations facilitates a smooth transition for leaving employees and allows the hotel to assess and adjust its personnel management policies.

[bookmark: _Toc136906658]Examples of how you could benefit team/organisational performance
	Considering the importance of employee performance in order to improvise organisational performance is quite important. Focusing on the employee lifecycle, I have emphasised on the reflection of how I could benefit team and organisational performance as a whole. I can help with job descriptions, skills and credentials, and recruiting methods. My language processing abilities can streamline applicant screening and give information about eligible individuals based on their qualifications and experiences. This may help HR and recruitment managers make faster and better hiring choices. Secondly, I can help onboard by supplying staff handbooks and orientation documents. I may also help new hires with commonly asked questions, corporate rules, and onboarding. This may improve induction, decrease misunderstanding, and speed up team member integration. Moreover, I can help training and development by offering articles, seminars, and industry-specific data. This may enhance training sessions and provide workers more chances to learn. I may also help employees advance professionally by creating individualised learning pathways or recommending relevant courses or seminars. I can help performance management by giving SMART (Specific, Measurable, Achievable, Relevant, and Time-bound) goal setting assistance, performance assessment forms, and constructive feedback tips. Effective performance management fosters a culture of continual development and goal attainment, improving individual and team performance.

[bookmark: _Toc136906659]Best practice industry examples
	Best practices for employee engagement have been used at a number of prominent hotels in order to cultivate a good work atmosphere and high levels of employee satisfaction. Employee engagement is a top priority for Marriott, and the company has implemented a variety of programmes to ensure that employees are happy with their jobs (Sharma and Bhatnagar, 2009). They offer a system called “TakeCare” that encourages the overall health and well-being of its staff members by providing resources such as exercise regimens, health assessments, and stress management tools, among other things. A culture of recognition and appreciation is fostered at Marriott by means of the "Spirit to Serve" project. This programme acknowledges and rewards exemplary employee performance and contributions. The way that Hilton approaches employee engagement is holistic, with a focus on professional growth, recognition, and striking a healthy balance between work and personal life. They provide a broad variety of learning and advancement possibilities via their “Hilton University and Hilton Worldwide University” courses. Hilton's employees are encouraged to acknowledge and appreciate the achievements of their colleagues via the company's many recognition programmes, such as the "Catch Me at My Best" initiative. This helps foster a culture that values collaboration and gratitude among employees.
[bookmark: _Toc136906660]Conclusion 
	Employee engagement is of the utmost significance within the context of the employee lifecycle in order to provide a productive and satisfying working environment. Organisations may gain a range of benefits by making the engagement of their employees a priority throughout the many phases, beginning with recruiting and induction and continuing through training, development, and finally separation. Employees that are engaged have a higher likelihood of being devoted, motivated, and productive, which ultimately leads to higher levels of customer satisfaction and improved organisational success. In addition, employee engagement helps to cultivate a feeling of loyalty, reduces rates of staff turnover, and creates a healthy culture inside an organisation. Throughout the lifespan of an employee, making investments in employee engagement programmes displays a priority to the well-being and professional growth of workers, which ultimately contributes to the organization's long-term success.
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