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Introduction
The Strategic and coherent approach through which the organization's most valuable assets are managed is defined as Human resource management practice. In retaining talent within the organizations, it is observed that the role of the Human resource department is crucial. The HR department must navigate the employee life cycle so that the process of recruiting, attracting, onboarding, developing, and separating employees is completed effectively.  (Cattermole, 2019)To maintain a competitive edge, it is required that industries should focus on effective HR practices of employee engagement. Through the employee life cycle process, the employees can observe their growth, and it allows them to make improvements. The employees are more motivated, and their well-being and performance are improved through it.
Moreover, the employee life cycle also improves talent and employee engagement. This essay aims to critically evaluate the strategies and practices that the HR department follows to retain employees in the hotel industry.  (Singh, 2019) The essay will provide deep insights into organizational and team performance by exploring the different stages of the employee life cycle and highlighting the importance of performance management.
Main body
The employee lifecycle is an HR model that details the developmental phases an employee goes through as they grow within a company. To cut down on attrition and boost employee engagement, productivity, and satisfaction, this approach allows businesses to assess their workers' experiences with the firm during their employment. Human resource management (HRM) is a management function that aids in planning for, recruiting, selecting, training, developing, compensating, and retaining employees.  (Kwon et al, 2019) The role of the HR department is crucial to manage and retain talent in a large hotel or the hospitality industry. Human resource management (HRM) includes both HR planning and HRD. Human resource planning is managing an organization's human resources more effectively. Human resource management fosters employee development to maximize each person's contribution to the business in the here and now and into the foreseeable future. The human resources division handles tasks, including identifying employment needs, advertising for positions, interviewing candidates, and providing new hires with the necessary paperwork. (Rana et al, 2019)
Talent management has been a topic of interest for researchers and practitioners for the last few decades. Talent management is the overall process of attracting, developing, managing, and training employees.  Employees are considered the valuable asset of the organization.  (Kucherov et al, 2019) It is more important, particularly for the hospitality industry, in which the quality of services defines the success of a hotel the customers provide. 
The direct impact of employees on the customers can be felt as the repeat customers also recommend the Hotel to other individuals. The big challenge for the hospitality industry is recruiting individuals who can manage people and perform in difficult situations. The dependency of the hospitality industry is more on human resources in the 21st century the turnover of employees is not tolerated. The job market changed fast during Covid-19, mainly impacting the hospitality industry. Due to poor workforce planning strategies, most hotels are left behind, so talent management and development in the hospitality industry have become crucial to gain a competitive advantage.  (Sandhya et al, 2019) Employee turnover in a large hotel can be reduced through a well-executed talent management strategy and would, in turn, improve the satisfaction level of the customers as well. According to the research, the hotels where the employees are appreciated, trained, and receive ongoing coaching generate higher revenue, and they are also meeting the customer's expectations.
The employee life cycle is a model based on the identification and expression of the stages employees go through when they engage in any industry. The employee lifecycle has six stages: Attraction, Recruitment, Onboarding, Development, Retention, and Separation. (Islam et al, 2022) Attraction is the initial phase of the employee life cycle. Human resources staff at a hotel now has to work on their employer's reputation and public image. One way to do this is to highlight the Hotel's distinctive atmosphere, amenities, and expansion prospects. Human resources may improve the Hotel's chances of hiring mission-aligned staff by emphasizing the Hotel's core values and selling points to potential employees. The Dorchester Hotel of the UK has become a strong employer brand as it has committed to Service excellence, inclusion, and employee development. In 2014, a Talent Plus program was launched by it that improved employee loyalty, global expansion, and business development. Moreover, The Dorchester Hotel is also involved in highlighting employees' success stories leading to motivated employees within the Hotel. (Nayal et al, 2022)
After an attraction period, recruitment will begin. The HR division must implement rigorous selection processes to find the best possible employees. With the help of effective recruitment strategies it is possible to promote diversity and inclusion with the hotel industry.  A more inclusive and positive working environment can be created for the guests by following effective recruiting strategies. This entails crafting ads, conducting in-depth interviews, and evaluating prospects using evaluation tools. Furthermore, reaching out to a broader audience via the Internet and networking channels helps increase the quality and variety of applicants. (Karatepe et al, 2021) The hotel chain in the UK is Premier in following online interviews for recruiting employees. The employees are recruited at their convenience through this recruitment method, and their interpersonal communication skills are evaluated. The more skilled are the employees, the more they would be able to meet the diverse needs of clients. 
In the Onboarding stage, the newly hired employees are blended into the organization's corporate culture. New hires need a streamlined onboarding process to help them feel at home in the Hotel's environment and procedures as soon as possible. Human resources should introduce new employees to essential team members, give instruction in corporate rules and processes, and provide all necessary resources and tools as part of a thorough orientation program. (Yadav et al, 2019) New hires get a warm welcome and the tools required to contribute immediately. For example, different well-structured programs at Hoxton Hotel UK are designed to involve the newly appointed employees in social activities so they may become familiar with the new environment of the Hotel.
In the development stage of the employee lifecycle, the employees are helped to advance their careers and learn new skills. Through this part of the development cycle, the organization can get new heights of growth and development. Through the development stage, the employee's skills are polished, career progression occurs, and it results in their fostered growth. (Asghar et al, 2021) The employee can be motivated if their organizational goals are aligned with the individual's objectives. Training has become mandatory with the steady expansion of the hospitality industry to meet the challenges. Accor is considered the leading hospitality group in the UK, and its number of hotels have been increased from 185-300, and 3500 jobs were created in 2018 by the Hotel. The Hotel has inaugurated a training and career development program for the employees in whom the employees are provided with e-learning sessions, and to encourage creativity technologically adopted environment is provided to the employees. This program aims to develop employees' skills, triggering the dynamic change of innovation and reinforcing the groups' attractiveness. 
The name of the training program is "Blended training," as it follows a wide range of training approaches. The training methods are face-to-face and online, depending upon the availability and comfort of employees. If a hotel doesn't put money into programs that help its employees grow and thrive, it may have trouble attracting and maintaining top personnel. (Zhen et al, 2020) This may make workers feel they need to be more appreciated, unchallenged, and stagnant in their careers. Disengagement and more excellent turnover rates are resulted from inadequate training programs, restricted career growth opportunities, or a lack of recognition and incentives.
The retention stage focuses on energies responsible for keeping the top employees, and a positive company culture fosters retention. For effective team and organizational performance, it is required that top employees must be retained. Employee engagement can be recognized and fostered through the work-life balance and by fostering a positive culture in a hotel industry's HR department. The essential retention strategies are offering compensation benefits, opportunities for career advancement, feedback, and promotion of open communication culture within the organization.  For example, Marriot International Hotel focuses on the "Take Care" program to promote the employees' physical, mental, and emotional wellness. The Hotel prefers physical activity during work hours and sponsors fitness breaks (Lee et al, 2014). Due to its employee-friendly practices, the Hotel is recently awarded by Platinum award from "The National Business Group on Health." Marriot Hotel promotes the employee's well-being, and it strengthens employee retention.  
When an employee leaves the organization, this stage is referred to as the separation stage of the employee. Although it is important to focus on employee retention and development, managing the separation of the employees with the decency is also a factor that contributes to positive workplace culture, employee morale, and overall productivity. There are various ways of managing separation effectively in a hotel, such as conducting exit interviews, documentation and transition, and support and communication during the departing process. For example, through exit interviews, the employees can provide feedback about the reason for leaving and their overall experience. (Karumuri et al, 2016) By identifying the areas of improvement, the organizations can make relevant changes. The Marriot International Hotel has an influential role in supporting employees leaving the company. It provides career transition support to them and maintains a positive relationship with the company's former employees. Similarly, the initiatives of handling separation by "Radisson Hotel Group" are remarkable as they conduct interviews to foster communication with the leaving employees and understand their reasons for leaving. The whole process helps the Hotel in identifying the areas for improvement. Maintaining good relationships with former employees can be helpful in future referrals for new hires for the company.
Managing and retaining talent throughout the employee life cycle can be a valuable experience for the hotel industry. There are various benefits for the hotel industry and its team management. When the employees are satisfied, they will produce exceptional customer service, increasing guest loyalty and satisfaction. The more the employees feel valued at the workplace, the more satisfied they are. There would be a higher employee engagement and reduced turnover rates within the organization. Stronger team collaboration is also produced with highly engaged employees, and they would collaborate effectively. (Gurlek et al, 2019) The dependency on external hiring will also be reduced when the talent is internally facilitated. The changing business needs can be responded to more effectively by employee engagement. According to Gallup, there was 21% more employee engagement in the companies with higher employee engagement than those without. The Hotel's values will lead to a reduction in absenteeism, increased success, enhanced reputation of the Hotel, and better employee safety. Employee participation in the hospitality business may foster a positive organizational culture. Employees who are invested in their job provide an atmosphere conducive to invention, creativity, and cooperation. Attracting and retaining top people, boosting morale, and increasing job satisfaction all result from a culture of positivity.
Conclusion
 Human resource management (HRM) is a management function that aids in planning for, recruiting, selecting, training, developing, compensating, and retaining employees. The role of the HR department is crucial to manage and retain talent in a large hotel or the hospitality industry. Human resources staff at a hotel now has to work on their employer's reputation and public image. The HR department must navigate the employee life cycle so that the process of recruiting, attracting, onboarding, developing, and separating employees is completed effectively. To maintain a competitive edge, it is required that industries should focus on effective HR practices of employee engagement. The employers must plan development and training programs at the workplace as it would make the employees more satisfied and by satisfaction they would be able to satisfy the customers effectively. The dependency of the hospitality industry is more on human resources in the 21st century the turnover of employees is not tolerated.
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