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The hotel industry has different segments of operations such as customer service, front desk, food and beverages and others. All the segments are carried out by effective man management and use of employees in the organisation. Therefore, it can be essentially stated that employee engagement and retention is very much essential for any hospitality industry. 
The essay intends to discuss how hotel industries can essentially retain and engage their employees for complete productivity with the help of employee lifecycle. The essay will be divided into sections where each section will be focussing on different discussions. The essay opens up with the discussion of HRM where the role of HRM in developing and managing the talent will be discussed. Following this, the importance of such development and management of talent will be provided and discussed in the essay. Employee lifecycle will be chosen and discussed to understand employee engagement and retention with clear examples. 
[bookmark: _migck8cqo2l]Main Body
HRM in hotels or the hospitality industry is clearly responsible for developing and managing talent in the organisation. As per the analysis by Kravariti, and Johnston, (2020) attracting the right talent and training them to contribute to the organisation’s productivity is a very important task for the HRM department. Therefore, it can be stated that HRM has a huge responsibility in developing and managing the talent of the hotel. HRM in the hotel industry is observed to evaluate strategies for providing training which helps the candidates in developing their skills. This helps in improving their work which in return helps in improving the work culture of the company. As a result, talent management is observed in the organisation due to the following strategies undertaken. On the other hand Rodríguez-Sánchez et al. (2020) have stated that talent management strategies are often shaped and reconsidered with time and effective methods taken by the HRM of the organisation. For example, recruitment is the first procedure to develop the right talent for the company. HRM of the hotel industry undertakes recruitment procedure which includes an interview, and other requires tests and procedures which helps in attracting the right talent for the company. Later on with effective training and development procedures, the talent is further managed in the organisation for its organisational benefits. According to Kravariti, and Johnston, (2020) the following training and development program helps in tracking the performance and productivity of the employee in the organisation which later on helps in evaluating and correcting them on time. Ultimately, these talents are going to add up to the productivity and efficiency of the hotel operations and bring a delightful customer experience to the hotel. Henceforth, it can be already understood that managing and developing talent in the hospitality industry is one of the major tasks incorporated by the HRM of the hotel.
Business organisations irrespective of their nature and operations, grow and evolve when the right talent is placed, developed and managed effectively in the organisation. Therefore, it can be stated that managing and developing talent plays an essential role in the business's success. As per the observation by Shahi et al. (2020) employees are solely responsible for offering a delightful customer experience in the hotel industry which helps them in business growth. Therefore, it is important to hold the talent and manage them effectively for employee engagement in the organisation. Therefore, it can be stated that managing and developing talent in the organisation helps in employee retention and employee engagement within the organisation. Employee retention and employee engagement help the organisation to have top talent in the organisation and further help in developing excellent customer service in the organisation. In addition to this, it helps in developing customer service at all levels. As opined by Gallardo-Gallardo, Thunnissen, and Scullion, (2020) HRM of the hotel industry spends millions to find the right candidate for their operations and further work on their training and development. Therefore, employee retention helps the business organisation in saving tons of money by hiring employees. Employee turnover can affect institutional knowledge and skills. Therefore a company with employee turnover tends to lose experienced employees in the company. Henceforth, the company with employee retention strategies can have experienced employees who can contribute their knowledge and experience to the organisation’s development and future growth. On the contrary Shahi et al. (2020) have stated that better development and management also help in better employee engagement in the organisation. 
Employee engagement helps in a better team performance which does not bring any individual profit but group profit for the company itself. In addition to this, employee productivity is increased which helps in developing excellent customer service in the industry.  Therefore, from the above discussion, it can be clearly stated that employee engagement and retention is one of the essential factors in the organisation which benefit the hospitality industry immensely. Henceforth, organisations can use the help of employee lifecycle to understand how employee engagement and retention strategies can be developed in the hotel industry. 
Employee Lifecycle is one of the most strategic models to understand the most important stages that employees go through while working in companies. According to the observation by Sato, Kobayashi, and Shirasaka, (2020) Employee lifecycle helps an employer to understand what an employee experiences while working in an organisation. Furthermore, it also helps an organisation to evaluate strategies which would help them in employee retention and employee engagement. Employee lifecycle majorly has 6 significant stages which are attraction, recruitment, onboarding, development, retention, and separation. These six stages can be formerly understood with clear discussion which can be made further,
Attraction- The first stage in the model is an attraction which states that employees do not get attracted to the work and the company at the very first sight. It also states that employees also do not get attracted while signing the contract. As per the analysis by,Zhang et al. (2019), employees get attracted towards the office by experiencing a positive work culture. Therefore, the first strategy that can be evaluated from the first stage is offering a growing and positive work culture in the organisation to the employees which will help them retain and engage in the organisation. In addition to this, the company can also offer sufficient salary, job fit and expected job title to work ethically and collaboratively in the organisation offering employees. On the other hand Singh, (2019) such as sick leaves, and maternity leaves, and focus on the mental health of the employees also works tremendously to engage them collaboratively in the workplace. 
Recruitment- The second stage of the employee lifecycle helps in hiring the best and top-notch talent for the organisation. However, the organisations must follow the old school method which will help them to manage the recruitment procedure effectively. The HRM requires to attract the right talent for the company henceforth, for the following the company requires to advertise the placement position on numerous platforms. On the contrary Martínez-Morán et al. (2021) have stated that using fewer platforms narrows the channel and further falls out of the reach of the desired talents in the organisation. In addition to this, having few job adverts helps in attracting the right talent for the organisation. Having effective job adverts helps in acknowledging the skills and attributes required by the organisation.
Onboarding- The third stage determines the start of the employment journey in the organisation when an employee is taken as quite excited about their new job. According to Kwon, and Park, (2019) a sense of potential and optimism is observed in every employee at this very stage. Therefore, HRM in hospitality must incorporate strategies which would let the employees feel safe, welcome and at home. According to the analysis by Adil, and Ab Hamid, (2020) HRM must help the employees in blending with the organisational culture and help them feel comfortable within the organisational setting. A few strategies can be incorporated during the stage to assure a smooth onboarding of the employees in the office. This can be done by offering an appraisal system in the workplace to their employees. In addition to this, showing them a clear path to succeed in their career can also work wonders for the organisation in retaining the talent in the organisation. 
Development- Employees do not settle for one opportunity and always hunt for a better in their career which becomes an essential factor for the HRM to consider. On the contrary Sato, Kobayashi, and Shirasaka, (2020) have stated that the hospitality industry itself is a vast business which has numerous growth opportunities. Therefore, the business must never stop employees or hinder their growth opportunities while working for the industry. Organisations or HRM can incorporate a buddy system where they can encourage experienced employees to share their experience with the new. This will let the employees learn and develop at every instance and furthermore promote employee engagement and retention. 
Retention- This is one of the essential stages in the employee lifecycle where the company requires numerous strategies to retain the talent in the company. When employees stay in the organisation for a long time, it becomes quite difficult for them to stay in it for a very long time. Henceforth, employers must incorporate numerous strategies which will help them retain their workforce and further improvise work engagement. It has been identified by Zhang et al. (2019) HRM must consider strategies which would help them to satisfy the employees. According to Maslow’s Hierarchy of Needs, employees attain the position of self-actualisation when their psychological, emotional, safety and other needs are fulfilled in the organisation. Therefore, this can essentially help in developing retention strategies and further help in employee retention and employee engagement. 
Separation- At the last stage, employees are often found to move eventually from the desired position they are in the organisation. Either the employees move on with a better opportunity they get from the outside when their needs are not fulfilled. On the other hand, Singh (2019) has stated that it can also remain and stay as long as their preferences are justified and satisfied in the organisation. Therefore, it can be considered with the discussion, that understanding the Employee lifecycle and further developing effective strategies would help them in employee engagement and retention. 
As a potential candidate, it is a responsibility to work for the goals and objectives of the business and work hard to fulfil the above. Therefore, as an employee working effectively in teams with extreme potential can help in delivering the objectives of the organisation. As per the analysis by Mughal, and Iraqi, (2020) teamwork would help in sharing responsibilities and ideas as a whole to collaborate and work effectively in the organisation. In addition to this, a sense of engagement must be incorporated to add up to the team and organisational performance. 
For example, Premier Inn can be taken as an exclusive example, where employee satisfaction rate can be observed as 3.5 ratings. 62% of the employees working in Premier Inn recommend it to be one of the most desirable places to work, whereas, 52% of employees observe it to be a positive place to work and grow. On the other hand, Fairmont UK is also observed to offer work-life balance, management and proper training to the employees which works both for engagement and retention strategies. 
[bookmark: _qgcpfg51n8r4]Conclusion 
From the above discussion, it can be concluded that employee engagement and retention help in yielding productivity in the hotel industry. It helps in delivering excellent customer service in the hotel. HRM is variedly responsible for the development and management of talent to ensure proper retention and engagement. The workplace can understate the employee lifecycle to understand the strategies that could be incorporated in order to understand how to engage employees and provide retention strategies. Employees are one of the essential fuel of the hospitality industry which works for the betterment and development of the company. Employees are majorly responsible for the overall smooth functioning of the hotels and assures that the business runs smoothly. The hotel industry relies on employees essentially for excellent customer service and man management in the organisation.
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