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Introduction
Human Resources can be defined as the function or department that has the responsibility of recruiting, managing, overseeing, and retaining the workforce within an organisation. The HR managers within a company have to undertake the process of selecting the right individuals with the right knowledge and skills for the right position so that the organisation can achieve its business objectives effectively. They are tasked with the management and development of talent within the organisation which will not only keep the employees engaged but also foster a positive working culture. Overall, the HR function of an organisation plays an integral role as competent and skilled employees cannot be recruited and retained without the effective efforts of the HR team, thereby, increasing their importance within an organisation (Bratton et al., 2021). In this essay, the emphasis will be laid on the management and development of talent in a large hotel, i.e., the Ritz Carlton, located in London, U.K. The essay will include a discussion about what the HR department in the Ritz Carlton must carry out for managing and developing talent throughout the employee lifecycle, i.e., attraction, recruitment, onboarding, development, retention, and separation within the organisation. 











Main Body
Human resources play a vital role in the management and development of talent within the Ritz Carlton. The HR department of the hotel is given the responsibility to design and implement programmes and strategies that will assist in attracting, identifying, developing, and retaining the best talent within the hotel. The HR managers of the Ritz Carlton understand the need for potential talent in the hotel and develop and execute strategies for fulfilling their overall objectives. They are responsible for overseeing the entire hiring process and selecting capable and competent employees for the positions vacant in the hotel (Stone et al., 2020). Also, they are required to ensure that the process of recruitment and selection is conducted in an unbiased and fair manner for providing an equal opportunity to all prospective candidates. For managing and developing talent effectively, the HR managers are responsible for facilitating the process of orientation for the new employees so that they can acquire crucial information about the hotel, its rules and policies, and what is expected of them. The HR managers also provide the employees with proper training and development programmes for enhancing their existing skills, knowledge, and capabilities, thereby, helping in managing and developing top talent (Stewart and Brown, 2019). 
Managing and developing talent holds much importance in any organisation like the Ritz Carlton, as businesses are operating in a competitive business environment. When the employees are provided with opportunities to nurture their existing skills and capabilities, they tend to contribute more positively towards the organisational goals, which leads to better productivity. If large hotels like Ritz Carlton will invest in the professional growth and development of their employees, they will not only be able to foster an optimistic working environment but also be able to develop and retain an engaged and supportive workforce in the hotel (McDonnell et al., 2017). Also, effective management of talent is essential for developing successful leaders for the hotel in the future which will help the organisation in cultivating a strong pipeline of talent and sustain success and growth in the long run. When employees feel valued and supported within an organisation, their level of motivation and productivity increases significantly. This helps them in fulfilling their commitment and duties towards the organisational objectives. Overall, it is extremely crucial to manage and develop top and capable talent for the hotel as it will help in fostering an innovative working culture and maintain the reputation of the Ritz Carlton in the hotel industry (Ansar and Baloch, 2018). 
The employee lifecycle process is considered extremely important as it helps in engaging the effective workforce within the organisation. It is essential for the Ritz Carlton Hotel to focus on its employee lifecycle process for ensuring adequate growth, success, and profitability of the hotel in the long run. The employee lifecycle process consists of several stages. The first stage is the attraction stage in which the organisation makes significant efforts for attracting the best potential talent to the organisation. For this purpose, the Ritz Carlton will be required to focus on its branding. The hotel will be required to make efforts in marketing and promoting their organisation along with creating an optimistic image of the hotel in the market. This will assist the hotel brand in attracting and seeking the attention of qualified and potential candidates who will effectively align with the culture and values prevailing in the Ritz Carlton (Bennett and Levinthal, 2017). If the hotel organisation is not making any efforts in attracting talent, it will not be able to fulfil the changing needs and demands of the hotel industry and perform its business operations efficiently, thereby, lacking behind in the competitive business environment. For example, Ritz Carlton can attract the best talent by showcasing its brand reputation, extraordinary customer experiences, and professional growth opportunities with the help of social media platforms, targeted campaigns for recruitment, and effective participation in the events happening in the hotel industry (Singh, 2019). 
The second stage is the recruitment stage in which the HR team or the department of the organisation is required to source, screen, and select those candidates who are capable of meeting the needs and goals of the organisation. The HR team at the Ritz Carlton will hold the responsibility for identifying the requirements of the vacant job positions, advertising the vacancies in the hotel, reviewing the applications of the prospective candidates, conducting interviews of the candidates, and eventually recruiting suitable and competent candidates for the job positions in the hotel (Lievens and Chapman, 2019). If Ritz Carlton does not undergo the process of recruitment in this manner, it will not be able to identify and hire a skilled and capable workforce for the hotel which will further affect its business operations, productivity, profitability, and growth in the long run. For example, as a part of its recruitment process, Ritz Carlton can opt for collaborations and partnerships with recruitment agencies along with leveraging its job platforms that are online and conducting careful and diligent interviews so that only those candidates get selected who have the required knowledge, skills, and values (Treweek et al., 2018). 
The third stage is the onboarding stage which can be referred to as the process of integration of new candidates or employees within the organisation. While onboarding new employees at the Ritz Carlton, they will be provided with crucial information about the hotel organisation along with its rules, regulations, and policies. As a part of the onboarding process, the new employees will also be introduced to their colleagues and team members and they will also be reminded about their roles and responsibilities in the hotel and what is expected from them (Davila and Pina-Ramirez, 2018). Overall, this stage is focused on making the new employees feel connected and welcomed so that they can perform effectively and efficiently. If this stage is not given enough importance, the new employees will be unaware of their responsibilities and the culture and policies of the hotel, thereby, leading to misunderstandings and conflicts. For example, Ritz Carlton can emphasise designing an onboarding programme that will include sessions of orientation, provision of essential knowledge and resources, introduction to seniors and colleagues, etc. which will help the new employees fit into their positions smoothly (Maurer, 2019). 
The fourth stage is the development stage in which the entire emphasis is to nurture and enhance the existing skills, knowledge, and capabilities of the employees. As a part of the development stage, Ritz Carlton will focus on designing its training programmes, providing the employees with opportunities for career development, mentoring, and coaching. The hotel will take significant initiatives for supporting the employees so that they can give a boost to their professional growth and success while ensuring that they are capable of meeting the expectations and goals of the organisation (Cohen, 2017). In the absence of development programmes and initiatives, the employees will not be able to inculcate the necessary skills and competencies, thereby, decreasing their level of motivation and productivity. For example, Ritz Carlton can focus on designing and offering comprehensive training sessions to its employees which will emphasise the enhancement of both soft skills as well as technical capabilities. These training programmes could include the provision of training for customer service, development programmes focusing on the building of leadership qualities, and offering opportunities for learning with the help of online or offline workshops (Younas et al., 2018). 
The fifth stage is the retention stage in which the organisation primarily focuses on retaining its best and potential workforce. As a part of its retention process, Ritz Carlton will emphasise the development of initiatives and business strategies that are aimed at the retention of the best employees within the hotel. It is essential for Ritz Carlton to foster a positive and supportive working environment in the hotel for maintaining its workforce in the long run. The hotel organisation will also be required to recognise, acknowledge, and reward the effective contributions of the employees towards the organisational goals along with providing them with opportunities for career advancement and growth (Gilani and Cunningham, 2017). If Ritz Carlton does not put significant efforts into retaining its employees, it will not only lower its productivity and profitability but also hamper its reputation in the hotel industry. For example, for retaining its employees, Ritz Carlton can move forward with the implementation of strategies focused on engaging the employees with the help of reward and recognition ceremonies, incentives based on performance, incorporation of an inclusive and supportive working culture, and much more (Khalid and Nawab, 2018).
The last stage is the separation stage in which the employees leave the organisation they are working in. There could be numerous reasons for leaving, such as termination, retirement, other career opportunities, etc. If Ritz Carlton is not able to maintain and develop the talent, the employees will eventually exit the organisation for identifying better career opportunities in the hotel industry. However, as a part of the separation stage, it is crucial for the HR team of the hotel to conduct proper interviews as the employees leave the organisation so that the reasons behind their exit can be identified accurately and appropriate actions can be taken in the future for preventing the employees from leaving the organisation. For example, Ritz Carlton can focus on conducting interviews of the employees that are departing from the hotel for gathering necessary insights and constructive feedback which will assist the organisation in identifying the areas for improvement and strengthening the strategies of retention for lowering the employee turnover rate of the hotel (Bratton et al., 2021).  
Conclusion
Overall, the employee lifecycle process plays a crucial role in managing, developing, engaging, and retaining employees within an organisation. This essay focused on the role which the HR team plays in the management and development of potential talent. It also highlighted the importance of managing and developing talent which can largely benefit the organisation in the long run. The essay largely provided abundant knowledge about the different stages of the employee lifecycle process which would help Ritz Carlton in developing effective business strategies for attracting, maintaining, and retaining the best talent within the organisation. It also emphasised the importance of employee engagement which can be facilitated with the help of a positive, supportive, and inclusive working environment in the hotel. By incorporating effective strategies, programmes, and initiatives, Ritz Carlton can significantly appeal to a large number of skilled and competent candidates within the hotel industry which will not only help the organisation in performing its business operations effectively and efficiently but also in maintaining its competitive position in the long run.
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