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What the human resource department in a large hotel must carry out to manage and develop talent throughout the employee lifecycle within the company.
This essay will evaluate what the human resource department within a large hotel must carry out to manage and develop talent throughout the employee lifecycle including attraction, recruitment, onboarding, development, retention, separation within the company. It will also discuss the role of human resources in managing and developing talent as well as the importance of managing and developing talent. Organisations has various departments that works together to achieve the organisational goals. The major department that is more crucial is human resource department.  Human resource department refers to the department in charge of managing the workforce. Its primary duties include hiring, training, paying, and managing employees (Armstrong and Taylor, 2020).
 For a hotel business, the human resource department uses a variety of tactics to manage and develop people across the employee lifecycle, which eventually results in better employee retention, engagement, and productivity and a more prosperous hotel (Torrington et al., 2020). On the other side, talent management describes the procedure for finding, nurturing, and keeping talented employees within a company. To accomplish organisational goals, it entails building a strategic plan for luring, fostering, and keeping elite people. employee lifecycle refers to the stages that an employee goes through while working for a business. These stages include recruitment, onboarding, training, performance management, career development, and offboarding.
Talent management is essential to the success of any company, and the human resource department of a large hotel must do several tasks to attract, recruit, onboard, develop, retain and separate the talent within the employee lifecycle (Gallagher, 2016). Recruiting the most competent people to work for the hotel is the first step in talent management known as attraction. The human resources department of a hotel must develop a strong employer brand that conveys the establishment's principles, goals, and objectives. This can be accomplished by emphasising the hotel's distinctive selling characteristics, including its setting, features, and employee perks. Targeted recruitment strategies are another essential component of attraction. To find the best people, the HR department should make use of a variety of channels, including job boards, social media, career fairs, and recommendations. Additionally, it's critical to make sure that job descriptions are accurate and compelling to prospective hires (Marchington and Wilkinson, 2016). The hotel chains Hilton and Marriott use a variety of tactics to make sure they hire the right people for key positions. Both businesses typically use a thorough hiring procedure that includes carefully targeted job postings, both online and off, to draw in a wide range of applicants. In order to find potential candidates, they frequently work with reputable recruitment agencies and make use of their internal talent acquisition teams. To assess candidates' abilities, qualifications, and cultural fit, thorough interviews, tests, and background checks are carried out. Additionally, these businesses place a high value on internal promotions, giving staff members chances to advance their careers. Hilton and Marriott successfully choose and put the right people in key positions within their hotels by combining efficient sourcing, careful evaluation, and internal promotion.
The next step is to hire the most qualified and eligible people from the pool of candidates that the HR department has attracted. The hiring procedure ought to be swift, effective, and equitable. It should go through several steps, such as reviewing resumes, holding interviews, and checking references. To identify a candidate's fitness for the position, the HR department should evaluate their abilities, knowledge, and experience during the hiring process. They should assess how well their cultural traits align with those of the hotel. Marriott takes into account strategic factors in the hiring process, such as a candidate's capacity to contribute to the hotel's overall objectives and long-term goals. The candidate's knowledge of the hospitality sector, leadership potential, capacity to adjust to shifting market trends, and capacity to improve guest experiences while adhering to Marriott's brand values and service standards are all evaluated.
The next step is to successfully onboard the candidates after they have been chosen. Making new hires feel welcomed, engaged, and equipped for their roles is possible with effective onboarding within the company. It should comprise acquainting them with the hotel's culture, rules, and practises as well as giving them the tools and assistance they require (Murton et al., 2010). To assist the new hires in navigating their role and the company, the HR department needs to assign them a mentor to take them through the process. The onboarding procedure ought to be thorough and take the preferences and demands of new staff into account. Key strategic considerations during the onboarding phase at Hotel Trinity include ensuring that new hires comprehend the hotel's strategic vision and goals, matching their roles with the hotel's goals, setting up clear communication channels for feedback and support, and facilitating opportunities for skill development and career advancement within the organisation.
Following onboarding, the human resource department should concentrate on enhancing employee performance and preparing them for future jobs by increasing their skills and expertise (Murton et al., 2010). Training, coaching, and mentorship should all be a part of the development process. There are several ways to deliver training, including in-person classes, online courses, on-the-job training, and seminars. To assist employees in the development of particular skills or knowledge, experienced employees or outside specialists might offer coaching and mentoring. Key strategic considerations during the development phase at the Premier Inn Hotel London include identifying the precise skills and competencies needed for employees to excel in their roles, designing and implementing targeted training programmes, providing coaching and mentoring opportunities, fostering a culture of continuous learning, and coordinating employee development with the hotel's overall strategic goals and future workforce needs.
The HR department should also establish career paths and development plans for employees in order to assist them in achieving their professional objectives. This entails defining the information and skills needed for various tasks within the organisation and offering staff the support they need to learn these knowledge and abilities (Murton et al., 2010). Promotions and work rotation opportunities should be made available to employees by the HR department of Britannia Hotels. Employees in Britannia Hotels can learn about various departments and positions through job rotations, and they can experience new challenges and responsibilities through promotions.
For talent management to be successful, retention is essential. The HR department is responsible for making ensuring that workers are motivated, engaged, and satisfied with their jobs (Pandita and Ray, 2018). This is possible through giving workers a nice work atmosphere, encouraging management, and rewards for their accomplishments. Regular employee engagement surveys should also be conducted by the HR department to identify the areas that need improvement and take appropriate action. To boost employees' motivation and contentment, they should also offer them chances for professional advancement (Pandita and Ray, 2018). During the retention phase, Marriott concentrates on strategic issues like fostering effective management practises, creating a positive work environment, rewarding employees for their accomplishments, conducting regular employee engagement surveys, addressing problem areas, and offering chances for career advancement.
Finally, the separation process is crucial in the employee lifecycle. When employees leave the hotel, the HR department is responsible for managing the separation process (Zen et al., 2016). Exit interviews must be conducted to comprehend the reasons for the employee's departure and to take appropriate action to resolve any difficulties. The HR division should also see to it that the departing worker and the remaining team members have a smooth transition (Zen et al., 2016). During the separation phase, key strategic issues considered by Central Park, Intercontinental Hotel, and Park Plaza Include keeping good relationships with departing employees for potential future rehiring or referrals, conducting exit interviews to learn more about the reasons behind employee departure, identifying any organisational or managerial issues to address, putting knowledge transfer processes in place to ensure a smooth transition for remaining team members, and using feedback from exiting employees to improve retention and engagement strategies.
Human resources have a crucial role in managing and developing talent. The human resource department is concerned with identification of the talent needs within the organisation (Çalişkan, 2010). They must be aware of the corporate goals as well as the abilities and information needed to reach those goals. To do this, they analyse job descriptions and skills shortages when doing workforce planning. To fill the needs of the company, the HR department oversees finding and hiring the best individuals (Çalişkan, 2010). To do this, it is necessary to build a positive employer brand, devise focused recruitment methods, and carry out fair and transparent hiring procedures. The HR department must analyse candidates' qualifications for the position and their cultural fit with the company's values and culture by evaluating their skills, expertise, and experience (Gully et al., 2013).
Additionally, the HR department oversees successful onboarding of new staff. To make sure that new hires feel appreciated, engaged, and prepared for their roles, onboarding is essential (Caldwell and Peters, 2018). They should be given the resources and support they need, as well as an introduction to the organization's culture, policies, and processes.
To improve performance and position workers for future responsibilities, the HR department works to expand employees' knowledge and skill sets. This is achieved through coaching, mentoring, and training (Markos and Sridevi, 2010). For employees to reach their professional goals and give them the chance for job rotations and promotions, the HR department must also build career routes and development plans.
Furthermore, the HR department is responsible for developing skills and knowledge of the staff to improve their performance and get them ready for new jobs (Jehanzeb and Bashir, 2013). This entails instruction, guidance, and mentoring. To assist employees in achieving their career goals and to give them the chance to advance their careers, the HR department must also construct career routes and development plans.
Employee retention is another duty of the HR department. This is required for talent management to be successful. The HR department is responsible for making ensuring that workers are motivated, engaged, and satisfied with their jobs. This is possible through giving workers a nice work atmosphere, encouraging management, and rewards for their accomplishments. 
When an employee leaves the company, the HR department oversees handling the separation procedure. Exit interviews must be conducted to ascertain the causes of the employee's departure and to determine the best course of action for resolving any problems (Iqbal, 2010). Additionally, the HR division must make sure that the departing worker and the remaining team members have a smooth transition.
Managing and developing talent is very important within the company. Talent management and development are essential for any organization's success. An organisation can gain from effective talent management in a number of ways, such as through boosting productivity, improving employee engagement, and lowering turnover (Westover et al., 2010).
Organisations may make sure they have the skills and knowledge needed to accomplish their business goals by locating and attracting the best employees (Hansen et al., 2013). Through training, coaching, and mentoring, employers can help employees develop their skill, which can improve performance and position them for future leadership positions. As a result, production may rise as workers are more prepared to handle the demands of their work.
Employee engagement can be raised with good talent management. Employees that are more engaged are more dedicated to their work and are more likely to stick with the company (Mone et al., 2011). Additionally, they are more effective and can improve the working environment. Reduced turnover is another benefit of efficient talent management. High staff turnover can be expensive for businesses since it takes time and money to find and train new hires. Organisations can keep their employees and lower the expenses associated with turnover by fostering employee talent and designing career routes and development plans (Cloutier et al., 2015).
Teams and organisational performance can be enhanced through various ways. Through efficient communication, teams and organisations may perform better (Weller et al., 2014). Clear and open communication among team members can enhance teamwork, lessen misunderstandings, and guarantee that everyone is pursuing the same objectives. Effective communicators may give their teams direction, clarity, and inspiration (Weller et al., 2014).
Through ongoing learning and growth, teams and organisations can also perform better (Katzenbach and Smith, 2015). Giving workers opportunities for training, coaching, and development can improve their knowledge and abilities, which will raise productivity and improve decision-making. A culture of growth and innovation can be developed inside an organisation by leaders who place a high priority on learning and development.
Performance of teams and organisations can also be improved through effective delegating (Künzle et al., 2010). Team members' abilities and expertise can be increased by assigning tasks to them, which also ensures that work is spread fairly and gives leaders more time to focus on strategic duties. Effective delegation skills enable leaders to inspire confidence and trust in their team members (Sohmen, 2013).
 
Team and organisational performance can be improved by providing a favourable work environment (Chandrasekar, 2011). A pleasant workplace can boost productivity, lower attrition, and improve employee engagement. Leaders that put an emphasis on employee well-being, acknowledge and reward their achievements, and encourage a healthy work-life balance can foster a productive workplace that is advantageous to the whole company (Chandrasekar, 2011).
The essay discussed the significance of talent management and development inside a company. The productivity, employee engagement, and turnover can all be enhanced with effective talent management. By recognising and developing the skills and knowledge essential to meet their business objectives, organisations can draw in and keep the best individuals. Organisations can improve employees' performance, position them for future leadership positions within the company, and help them make better decisions by offering them chances for training, coaching, and development. Leaders can improve team and organisational performance through good communication, ongoing learning and growth, appropriate delegating, and the creation of a healthy work environment, for instance. Teamwork can be enhanced via open and honest communication among team members, and employee skills and expertise can be improved through ongoing training and development. In addition to improving employee engagement, lowering attrition, and boosting productivity, effective delegation may foster an innovative and growth-oriented culture inside an organisation.
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