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[bookmark: _GoBack]Managing and growing talent is essential for the success and competitiveness of large hotels in the hospitality sector. In order to ensure that talent is efficiently managed throughout the employment lifecycle, the human resource (HR) department is crucial. In order to manage and develop talent from hiring through retirement, the HR department of a large hotel must implement a number of crucial actions and techniques, which are critically evaluated in this essay. Retention and engagement of employees are essential for the productivity and success of an organisation. Effective tactics for employee engagement and retention must be used by organisations at every stage of the employee lifecycle, from recruitment through retirement.  The main strategies and tactics listed below can aid businesses in retaining and motivating workers at various points in their employment.
           For each position within the hotel, the HR department must undertake a thorough job analysis throughout the recruitment phase to determine the skills, knowledge, and competences needed. The competency mapping process, which aids in matching the appropriate talent with the precise job needs, is built on the analysis that serves as its basis. The HR department can hire people who are most qualified for each position by having a clear grasp of the skills and qualities required.  The significance of matching HR practises with organisational goals was highlighted by Verma and Sheikh (2020), who conducted a thorough analysis of HRM practises in the hotel sector. 
             In a highly competitive job market, building a strong employer brand is crucial to attracting top talent. The hotel's distinctive selling qualities, such as its standing, workplace culture, chances for professional growth, and perks for employees, should be highlighted by the human resources department. A positive perception of the hotel is aided by strong employer branding, which also boosts the possibility of luring top prospects.To ensure that new hires move into the hotel's workplace smoothly, the HR department should develop systematic onboarding programmes. These programmes ought to give participants a complete introduction to the hotel's mission, vision, and values as well as its policies, practises, and advantages. For new hires, onboarding programmes foster a sense of community and promote early participation.
It can speed up new hires' integration and aid in their role-specific navigation if they are paired with seasoned mentors or buddies. Mentors offer advice, support, and knowledge transfer, allowing new workers to advance their careers and form connections with others in the company. Individual development plans that are in line with the hotel's strategic goals and each employee's career aspirations should be developed by managers and employees in partnership with the HR department, which should also establish mentorship programmes and evaluate their efficacy. Specific training and development initiatives, like workshops, certifications, cross-functional projects, and job rotations, should be described in these plans. Monitoring progress and making necessary plan revisions is made easier with regular evaluations and feedback.
         The HR department should offer a variety of learning options, including e-learning platforms, internal training sessions, and outside workshops, to promote a culture of lifelong learning. Employees that participate in industry conferences and networking activities increase their knowledge base and stay abreast of current trends and best practises. The HR division should assess the success of training initiatives and make any required adjustments. A strong performance management system that includes frequent performance reviews and opportunities for helpful input must be established by the HR department. Each employee should have clear expectations for their performance, which should be measured objectively throughout time. Discussions on strengths, potential areas for improvement, and future career goals can be had during feedback sessions. 
 To retain talent and motivate employees, it is crucial to acknowledge and reward their performance. Incentives or bonuses should be offered for exceptional performance, and the HR department should put in place formal recognition programmes like Employee of the Month/Year. Employee morale is raised when their accomplishments are acknowledged and valued, and it also helps to maintain the hotel's excellent culture.  Bilding talent pools for future leadership positions, the HR department should identify high-potential individuals. This entails evaluating an employee's performance, potential, and advancement readiness. The HR department may prepare staff members for future leadership responsibilities by offering targeted development opportunities, such as leadership training programmes and mentorship from top executives. 
                  Effective HR methods can aid in resolving the issue of employee retention, which is a significant barrier for the hotel business (Okumus, Altinay, & Roper, 2017)For the retention and engagement of people, it is essential to promote internal career mobility. The hotel's HR department ought to provide a framework that enables staff members to investigate lateral movements, promotions, and cross-functional initiatives as possibilities for professional development. Employees are better able to picture their futures inside the organisation when there is open communication regarding career paths and prospects for progress. 
          The human resources department needs to create programmes and policies that promote work-life balance, like flexible work schedules and remote work. Effective personnel management and work-life balance methods, according to Deery and Jago (2015), are essential for keeping people in the hotel business.
Keeping lines of communication between staff and management open and transparent encourages cooperation and employee involvement. Employees that receive regular corporate news, goals, and change updates feel connected and educated. 
            These HR best practise examples show a dedication to employee growth, engagement, and fostering a healthy work environment. These tactics can help hotels find, keep, and develop talented staff members, which will encourage them at work, improve the visitor experience, and result in overall organisational success.
Putting in place a thorough onboarding procedure aids new hires in quickly adjusting to their positions and the hotel's culture. This entails giving them a thorough introduction, introducing them to important team members, and making sure they have the skills and tools they need to succeed in their roles. A successful onboarding programme encourages worker engagement, lowers turnover, and lays the groundwork for future success.
To draw and keep top talent in the hotel sector, it is essential to develop efficient talent acquisition techniques. This could entail using a variety of recruitment strategies, such as using job boards, social media sites, and career fairs, as well as relying on employee recommendations. To find and recruit qualified applicants for internships, entry-level jobs, and management positions, HR departments can collaborate with educational institutions or hospitality businesses.
Employee skills, performance, and job satisfaction are all improved by investing in training and development programmes. HR departments can design a systematic training programme that emphasises the development of both hard and soft skills. Employees can progress their careers in the hotel sector by taking use of chances for continuous learning such workshops, seminars, online courses, and mentoring programmes.
Creating an open and welcoming workplace requires actively promoting diversity and inclusion. To guarantee fair opportunities and a supportive workplace culture for all employees, HR departments can adopt diversity hiring campaigns, create employee resource groups, and offer diversity training. Increased creativity, innovation, and worker satisfaction result from fostering different viewpoints and cultivating an inclusive environment.
         By conducting a workforce analysis and identifying the important positions that require succession planning, HR departments may proactively plan for future staffing needs and succession. The hotel organisation enables a smooth transition when key personnel leave or advance within the business by building talent pipelines, offering cross-training opportunities, and generating career development paths. The HR department can evaluate the overall work satisfaction and engagement levels inside the hotel by regularly conducting employee engagement surveys. These surveys' findings reveal areas that need development and aid in creating initiatives to raise employee retention and satisfaction.
       
              In conclusion to maintain a competitive edge in the hospitality sector, large hotels must manage and develop employees throughout the employment lifecycle. Effective hiring, onboarding, training, performance management, succession planning, and employee engagement all depend on the HR department. The HR division may promote a culture of personnel excellence by putting in place extensive policies and programmes, thereby assisting in the hotel's long-term success.
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