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INTRODUCTION
Employee engagement is termed as a concept of Human Resource Management (HRM) which defines the devotion and passion heights of an employee for the responsibilities that they are undertaking. The employees who are engaged and dedicated towards the company care about their performance and works 
Employee engagement can be crucial to a business's accomplishment, provided its clear links to job satisfaction and employee morale. Communication is a critical part of creating and maintaining employee engagement. Engaged employees are more likely to be productive and higher performing. They also often display a greater commitment to a company's values and goals (Sun and Bunchapattanasakda, 2019). 
In all businesses, but particularly in the hospitality sector, employee engagement is crucial. Because the hospitality sector is focused on providing excellent customer service, your staff are the only representatives of your company's brand. One mistake could mean the difference between a satisfied and a furious consumer. It is easier for seasoned, trained employees to give consumers the best experience possible because of their expertise, and keeping them engaged is the best way to keep them on staff and happy at work.
Effective personnel management has become the most important component for the development and growth of any firm in our modern, competitive business environment. Procedures are used to attract, identify, progress, and recollect employees who have the potential to make a significant contribution to the growth of the firm. These procedures are referred to as talent management. The management and development of the company's workforce talent depends heavily on the contribution of human resources (Kwon and Kim, 2020). In order to develop and retain talent throughout the employee lifecycle inside the organisation, this essay will unfavourably evaluate the actions and measures that the human resource department of the Imperial Hotel London should implement.
Human resources play an important role in managing and developing workforce talent in an organisation. Human resource management is responsible for ensuring that the company recruits right workforce with required skillset, at right time and in right positions. The human resource department is also accountable for implementing different tactics and policies to draw, improve and maintain the workforce talent in an organisation. They also make sure that the workforce is receiving proper training and appreciation so that they can enhance their knowledge and skills. They are responsible for ensuring that the organisation has the right people, with the right skills, in the right positions, at the right time (Riyanto et al., 2021). 
Human resource departments are also responsible for developing policies and strategies to attract, develop, and retain talent in the organisation. They must also ensure that employees receive adequate training and development to enhance their skills and knowledge. They also make sure that the workforce is receiving proper training and appreciation so that they can enhance their knowledge and skills. They are responsible for ensuring that the organisation has the right people, with the right skills, in the right positions, at the right time.
The Imperial Hotel London’s talent management in human resources contribute in the management and development of the workforce talent following several practices like recruiting the appropriate individual for the right designation at the right time, engaging the workforce and creating relations among them, establishing preservation policies, assessing the business’s capabilities and refining them for greater outputs, creating precise and impartial routine evaluation, and many other practices (Stone et al., 2020). 
The human resource department of The Imperial Hotel London makes sure that the talent management practices are properly aligned with the company’s objectives and aims. This involves the identification of proper skills and abilities which are required for the development of the company by applying programs and strategies to nurture and enhance the required skillset.
Human resources play a pivotal role in creating an effective talent administration approach. Effective talent management has numerous benefits for organisations. It ensures that the organisation has a talented workforce capable of achieving its strategic objectives. It also promotes employee engagement, job satisfaction, and motivation, leading to increased productivity and improved job performance. Effective talent management also helps organisations to retain their top performers, reducing the cost of turnover and recruitment (Boon et al., 2019). 
Moreover, talent management enhances the organisation's reputation, making it an attractive employer for potential employees. This process of talent administration in human resources helps the workforce to be motivated and to develop strategies and helps them to be professionally developed through elevations, stipends, paid education and many added assistances. This creates a better workforce satisfaction that increases the retention rates of workers since working for a long period of time in the same company boosts the employees’ dedication and devotion towards their work and would increase company’s productivity.
Following the recruiting method, The Imperial Hotel London’s talent management in human resources ensures the availability of skilled workforce to complete the assigned task and accomplish goals. This leads to improvement in operations and gives surety that the current workforce gets the required assistance and do not get overwhelmed by the efforts (Collins, 2021). In case, The Imperial Hotel London has predefined objectives set out and properly articulated for the successful application of the talent administration approach.  
The employee lifecycle is the structure which is used to determine and elaborate several and most pivotal phases that the workforce undergoes when they associate with the organisation. The employee lifecycle in The Imperial Hotel London is an arrangement of steps that the workforce drive over all through their association with the organisation. These stages include attraction, recruitment, onboarding, development, retention, and separation (Anwar and Abdullah, 2021).
The attraction stage of the employee lifecycle comprises of building an optimistic image of the organisation and its culture to attract potential employees. The human resource department of The Imperial Hotel London reaches this via numerous staffing networks like social media, internet, job boards, and the employee referrals practice. The department also ensures that the company's ideals and beliefs are aligned with the likely employees' ideals and priorities. The ideas for better employee attraction are being known in the industry, having great ethos, and delivering exciting benefits and compensations (Mousa and Othma, 2020).
The second stage of the employee lifecycle is the recruitment stage where the selection of the best appropriate contenders for the vacant spots of the organisation takes place. The human resource department of The Imperial Hotel London makes sure that this recruitment practice is fair-minded, clear, and centred on the excellence basis. They also ensure that the selection procedure is parallel with the company's range and insertion guidelines. The ideas for better employee recruitment are: asking for feedbacks and referrals from the workforce, trying various employee recruitment sources, being particular in your preferences and involving the existing workforce (Stewar and Brown, 2019).
The next stage of the employee lifecycle is the onboarding stage in which the administration integrates fresher workforce in the company and its values. The human resource department of The Imperial Hotel London ensures that newly joined workers take sufficient teaching and direction to accustom them with the company’s guidelines, actions, and values. This department also allots advisors and trainers to the new batch of employees to help them settle down into their new position. The ideas for better onboarding are: having a work description, discussing company vision, outlining expectations and having a regular follow-up (Cattermole, 2019). 
The next stage is the development stage which comprises of improving operatives' abilities and understandings to develop their work outputs and business development. The human resource department of The Imperial Hotel London can achieve this by providing training and development opportunities, such as workshops, conferences, and online courses. In addition, they also craft business growth strategies for employees to help them achieve their career goals. The ideas for better professional development are: assessing the company’s workforce understandings and skills together, encouraging the workers to take charge of their work, and rewarding the employees who completes their work on time (Zhang et al, 2019).

The next stage is the retention stage where the administration retains the top-performing workers and builds an encouraging work atmosphere that supports job satisfaction, motivation, and engagement. The human resource department of The Imperial Hotel London achieves this by delivering competitive wages and assistances, flexible working schedules, credit and recompenses, and a constructive work-life stability. The ideas for better retention are: building and fostering great association among the employees, recruiting the right workforce as fresher, communicating openly with team, and seeking the management reviews, measuring the company aims frequently and understanding the motivation sources of the workforce (George et al., 2019).
The last stage of employee lifecycle is the separation stage which comprises of handling the leaving workforce from any company either they are paid or unpaid. The Imperial Hotel London talent management in human resources makes sure that the separation practice is accompanied in a rational, clear, and courteous way. They also arrange leaving conferences of the employees to collect views and reasons for the worker's exit and detect extents for development. The ideas for better separation are: asking for impartial reviews, and reminding the workforce about their job.
The organisational performance of the Imperial Hotel London can be benefitted by choosing benchmarks and considering the organisation’s aims that are computable and achievable for the company like most of the hotels and restaurant compile a list of their services and products of others among the industry. They surf important information on internet or hire official to gather this information (Pambreni et al., 2019). 
After compiling the gathered data from internet, the administration analyses the information to identify the key trends in the business industry which helps them to take appropriate measures and pick out applicable standards. And after the completion of the research of other organisations, the administration of The Imperial Hotel London measures the business performance by analysing the performance lattice against the competitors in the industry. This helps them to detect the regions where the possibility of excelling the business and opportunities are high (Alrowwad et al., 2020).
Some of the most common practices that the hospitality industry uses are: lodging targets where a variety of aims are set to measure the company’s financial performance. Here you monitor and analyse average daily rate, occupancy rate, returns for each room and usual span of stay. In addition to lodging targets, companies also set food and beverages targets to monitor and analyse maximum profits and find approaches to encounter the desired benchmarks. In this practice, they monitor sales per square feet, average serve per-person, and the ideal cost (Stentoft et al., 2021).
Conclusion
The report had focused on discussing the role of human resources management in the operations of the hospitality industry. This piece of writing highlights major functional aspects in the operational context of the organisation. It had focused on addressing the importance of talent management and development within the functional environment of The Imperial Hotel London. A brief discussion on the six dimensions of employee lifecycle i.e. Attraction, Recruitment, Onboarding, Development, Retention and Separation was also included in the report. The focus of the discussion in the report was to identify and highlight the benefits that can be attained by following talent management and development practices in terms of increasing the team performance as well as organisational productivity.
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