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Introduction
Employee retention and engagement plays a crucial role for any organisation’s success especially in fiercely competitive industry such as hospitality industry. HR managers plays crucial role in managing, developing and retaining top talent for an organisation (Hedayati and Li, 2016). This essay will scrutinize Brown's Hotel and expound on what their HR department should do to manage and foster talent effectively. Primarily, the essay will examine the HR's responsibility in managing and fostering talent, underscoring the significance of creating a constructive work culture, providing opportunities for career development, and promoting employee engagement. Additionally, the essay will investigate the employee life cycle, analysing the different phases that an employee undergoes, starting from recruitment and concluding at retirement, and how the HR can offer support and guidance throughout each stage. Moreover, this essay will furnish specific instances of how Brown's Hotel can profit from effective talent management, augmenting team and organizational performance. The essay will also discuss industry-specific exemplary models to offer insight and ideas for effective talent management strategies.



At Brown's Hotel, the Department of human resources performs a critical function in supervising and cultivating aptitude. The HR team assumes the responsibility of magnetizing and enlisting the appropriate candidates for unoccupied positions at the establishment. They make certain that the enlistment process is equitable and impartial, adhering to lawful and ethical principles. After workers are recruited, the HR division is answerable for orienting them and endowing them with the requisite intelligence, implements, and assets to thrive in their roles(Hedayati and Li, 2016). HR specialists at Brown's Hostelry furnish initiation conferences, appoint mentors and furnish admittance to company protocols and procedures. This assures that fresh workers feel gratified and supported as they commence their modern occupation.
The HR department at Brown's Hotels also collaborates closely with administrators to spot worker capabilities and domains for progression. They equip education and advancement prospects workers to elevate their competencies and erudition, which ultimately profits both the worker and the establishment. By endowing in worker progression, the hostelry can preserve accomplished workers and maintain their incentive and commitment to their labour (Snell and Morris, 2022).
Effective management and cultivation of aptitude are indispensable components of triumph for any organization, and this rings especially true for Brown's Hotel. As a luxurious establishment, Brown's hinges on the proficiency of its gifted personnel to furnish an exceptional level of client service and establish a hospitable environment for its guests. The efficacy of talent management requires the identification and cultivation of potential in individuals, providing them with opportunities for expansion and growth, and establishing a constructive work milieu that incentivizes collaboration and innovation (Whysall, 2019). Brown's Hotel acknowledges the gravity of investing in its personnel, and offers a multitude of instruction and cultivation schemes to aid them in augmenting their capabilities and actualizing their full potential.
Furthermore, the development of aptitude can also culminate in a rise in employee engagement and retention, in addition to bolstering their performance and productivity. By fostering a culture of ceaseless learning and development, Brown's Hotel can lure and retain the suitable the workforce, thereby aiding the establishment in retaining its competitive edge in the highly cutthroat hospitality sector (Baum, 2019).
The employee lifecycle consists of six stages: attraction, recruitment, onboarding, development, retention, and separation. Let's take a closer look at each stage.
Attraction: The attraction phase of the employee lifecycle involves disseminating information regarding potential job opportunities at the organization to prospective candidates. In the case of Brown's Hotel, the human resources division can employ a multitude of methods to attract suitable candidates for vacant positions. These strategies might involve posting job alerts on their website, other social media channels, and well-known job marketplaces (Cattermole, 2019). 
The HR department may also encourage current staff members to recommend friends and family members who are considering careers at the hotel. Brown's Hotel must have a clear and appealing employer branding plan that appropriately reflects the hotel's beliefs and ideals if it wants to attract the best prospects (Gladka et al., 2022). 
Recruitment: For Brown's Hotel, hiring is an important step in choosing top talent that will uphold the hotel's reputation for luxury and superior service. The HR staff at Brown's Hotel uses a range of strategies, such as publishing open positions on the hotel's website, job boards, and social media platforms, to find and draw in the best applicants. To find potential applicants, they might also participate at job fairs or work with recruitment agencies (Ghatak, 2022).
To gauge a candidate's suitability for the position, assessments including personality tests, skills exams, and job simulations may also be used. To guarantee that only the best candidates are chosen, Brown's Hotel's hiring procedure must be fair, transparent, and compliant with all applicable laws and ethical standards (Lievers and Chapman, 2019).
Onboarding: In the onboarding phase of employee integration, new hires are warmly welcomed to the company and given the necessary training, materials, and equipment to get started. In the case of Brown’s Hotel, onboarding process plays a crucial role because it ensure that new hires have capabilities to provide exceptional services to the customers which includes its culture and values. To help new hires adjust to their brand-new workplace and address any questions they might have, a mentor or confidante may be assigned to them (Maurer, 2019).
Further, HR professionals can also provide access to pertinent policies and procedures, including safety protocols and customer service guidelines, to ensure that new employees have an unambiguous understanding of their roles and expectations. A comprehensive onboarding procedure can instil a sense of warmth and support in new employees, ultimately resulting in better job satisfaction, efficiency, and retention rates (Davila and Pina, 2018).
Development: The phase of growth encompasses equipping personnel with the requisite tutelage and opportunities for progression and proficiency in their designated functions. In this phase, HR specialists hold a pivotal responsibility in dispensing training and developmental programs to Brown's Hotel's employees to enable their growth and excel in their respective capacities (Inamdar and Abhi, 2020). The HR department may, for instance, orchestrate workshops that concentrate on customer service, leadership, or particular technical know-how that various departments such as culinary or housekeeping necessitate. 
Likewise, career development prospects such as job shadowing, stretch assignments, and job rotations can be availed to workers, enabling them to acquire new competencies and explore diverse domains within the hotel's ambit (Buchanan, 2021).
Retention: Retaining employees in the hospitality industry is a critical objective due to high employee turnover. Brown's Hotel must prioritize employee engagement, motivation, and productivity throughout their tenure. To achieve this, Brown's Hotel could adopt various retention tactics to keep their employees content and driven. For instance, Brown's Hotel could offer attractive compensation and benefits packages, such as health insurance, retirement plans, and paid time off. Additionally, rewarding employee performance through bonuses, promotions, or employee recognition programs could further enhance employee satisfaction (McDonnell et al., 2017).
Moreover, the human resources department at Brown's Hotel could ensure that employees have access to vital resources and support. Creating a work environment that promotes a culture of work-life balance through flexible schedules or opportunities for professional development could further enhance employee morale (Singh, 2019).
Separation: The phase of separation deals with the administration of the departure of workers who exit the company either voluntarily or involuntarily. This particular stage is an essential yet often ignored component of talent management. The human resource professionals have a pivotal role in the handling of the employees' exit from the organization. In the case of Brown's Hotel, the HR experts would conduct interviews of the departing staff to gain crucial insights into the factors contributing to their exit (Gathiira and Muathe, 2021). They would ascertain comments regarding the experiences of the employees and pinpoint areas where the company's policies and practises needed change. 
In addition to this, the HR staff at Brown's Hotel is in charge of making sure that all legal and regulatory requirements are met, including giving proper notice periods and resolving payment and benefit issues. To minimise the effects of the employee's leaving, they also oversee the transfer of knowledge and responsibilities to other team members(Gathiira and Muathe, 2021).
To increase employee engagement, retention, and organisational success, businesses can embrace a number of best practises for managing and developing personnel.
Create a Positive Work Environment: The development of a positive workplace culture is essential for employee engagement and retention in the hotel sector in the United Kingdom. By emphasising work-life balance, offering well-being programmes, and recognising and rewarding employee achievement, accommodations can achieve this goal. For instance, to improve employees' work-life balance, flexible scheduling or telecommuting options can be made available. Hotels can also provide wellness initiatives like gym memberships or yoga lessons to help staff members manage stress. Bonuses or honours for employee of the month might be given in order to recognise and motivate employee performance (Horng et al., 2016). Work-life balance is prioritised at the Montcalm Royal London House in London, which offers telecommuting options and flexible working hours. Additionally, they provide a wellness programme with access to a gym, yoga courses, and meditation sessions.
Provide Development Opportunities: Giving employees opportunities for growth and development is one method to keep them on board and improve their performance in the fiercely competitive UK hotel sector. Hotels can explore a variety of options, including internal and external training programmes, coaching and mentoring programmes, and career development initiatives (Marinakou and Giousmpasoglou, 2019). A culture of learning permeates through the Hilton London Metropole as evidenced by their commitment to employee training. Internal programs are readily available while employees are also encouraged to seek out additional educational opportunities externally. Such investments reap rewards not only for individual skill development but also for cultivating career advancement prospects. Moreover mentoring and coaching services are offered for those who want tailored support for achieving professional goals.
Competitive Compensation and Benefits: In order to attract and keep the best employees, the hospitality industry in the UK must offer competitive pay and benefits packages. Fair and equal pay, healthcare benefits, retirement plans, and paid time off should all be part of these packages. For instance, hotels can encourage their personnel by offering competitive pay and bonuses (Rijal, 2022). Additionally, they might offer full-service medical benefits like medical, dentistry, and vision insurance. Additionally, retirement programmes like 401(k)s and pension plans may be made available to employees. For instance, the Grand Brighton hotel provides its staff with a benefits package that includes a competitive pay, a wide range of healthcare coverage, and a retirement plan. Additionally, they provide staff with special pricing on lodging, meals, and drinks.
Regular Feedback and Recognition: In order to maintain a highly motivated and engaged workforce, regular and meaningful feedback and appreciation are essential in the hospitality sector in the United Kingdom. It is possible to give constructive criticism, recognise and reward employee performance, and also celebrate team accomplishments. Regular performance reviews are one approach to provide feedback to staff. Employees who surpass expectations and produce exceptional outcomes can also be recognised and duly rewarded (Stewart and Brown, 2019). Events might be held or team-building exercises taken part in to celebrate a team's accomplishments. A prestigious hotel in London called The Hilton uses a thorough feedback and recognition programme that includes routine performance reviews to give employees feedback. Additionally, their recognition program, titled "Catch Me at My Best," rewards and acknowledges employees who exceed expectations or produce outstanding results (Ollila, 2021).
Conclusion
Managing and developing talent is crucial for companies to succeed in the long run. Human resource departments play a critical role in managing and developing talent by attracting, recruiting, and retaining employees throughout their tenure. The employee lifecycle consists of six stages: attraction, recruitment, onboarding, development, retention, and separation. Companies can adopt best practices, such as creating a positive work environment, providing development opportunities, offering competitive compensation and benefits, and providing regular feedback and recognition to employees, to improve employee engagement, retention, and organizational performance. Industry examples, such as Hilton, Ritz Carlton, etc. have implemented these best practices resulting in higher employee engagement, retention, and organizational performance. By adopting these best practices, Brown's Hotel can create a culture that supports employee growth and development, resulting in a more engaged and productive workforce.
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