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Introduction
The role of Human Resources (HR) in a large hotel is to ensure the effective and efficient management of the workforce. This engagement starts when a potential employee is first contacted and continues through onboarding and throughout their career. Creating a workplace culture where employees feel valued, appreciated, and motivated to do their best work is essential (Zhang et al., 2019). By providing employees with meaningful work, recognition, and opportunities for growth, employers can foster an environment of engagement and productivity. This includes recruiting and retaining a qualified, motivated, and engaged workforce. Engaging employees throughout the employee lifecycle is integral to creating a successful and productive workplace. This essay will discuss the role of HR in hiring employees throughout the employee lifecycle, as well as the benefits of engaging a team. Additionally, the employee lifecycle will be discussed in detail, including the stages of attraction, recruitment, onboarding, development, retention, and separation. This essay also provides strategies for creating a workplace culture that encourages employee engagement and loyalty; an industry example has also been mentioned (Dirani et al., 2020).

Discussion
Human resources play a vital role in engaging employees in large hotels. Human resources are responsible for developing and implementing programs that support the hotel's organisational goals and objectives. They work closely with the hotel's management team to ensure that it is staffed with competent and motivated employees. Human resources must create an environment that encourages employees to take an active role in the hotel. This includes developing programs that support the organisation’s goals, such as employee recognition and reward systems (Carasco-Saul et al., 2015). Additionally, human resources seek to identify and promote employees who demonstrate excellence in their daily roles. They should also ensure that employees have the necessary training to perform their jobs effectively. Human resources also create a culture of engagement by fostering open communication between employees and management. They seek to engage employees in decision-making processes and actively encourage their participation in the hotel's operations (Albrecht et al., 2015). 
Human resources also create an atmosphere where employees feel comfortable expressing their opinions and ideas. Finally, human resources ensure that the large hotel's compensation and benefits packages are competitive and attractive to employees. Employees should feel rewarded for their efforts and awarded relatively for their service. This help to create a sense of job satisfaction and loyalty among employees. By engaging employees, human resources can help to make an energised, productive, and successful hotel. In doing so, the hotel will be able to attract and retain the best employees and ensure that the large hotels meet its organisational goals (Barclay and Lalor, 2022).
Engaging a team in large hotels is a critical factor for the success of any hospitality business. With the right team, a hotel can maximise profits, create a positive work environment and provide a better guest experience. Engaging a team in a large hotel requires clear and consistent communication and a commitment from management to create a culture of employee engagement. To hire a team in a large hotel, start by setting expectations (Philp and Duchesne, 2016). Make sure everyone knows their roles and responsibilities and how they fit into the overall mission of the hotel. It’s also essential to ensure that everyone’s opinions are heard and respected. Encourage each team member to contribute ideas and work together to create solutions. Next, create a positive work environment. Show employees that value them by providing a comfortable workspace, recognising their achievements, and providing incentives. This help motivates them to do their best work. It’s also important to give team members a sense of ownership in the hotel. Allow them to participate in decision-making and give them a voice in the hotel’s direction. This makes them feel like valued team members and helps them identify with the hotel’s mission and goals. Finally, ensure you provide the necessary resources to help your team succeed. Please provide them with the essential tools and training to help them do their jobs more efficiently and effectively (Kumar and Pansari, 2016). 
Engaging a team in a large hotel can bring several advantages. First, it can help create a positive work environment and motivate employees to do their best. This can increase productivity and improve customer service, leading to higher profits. Engaging a team can also help create a sense of unity among employees and allow them to take ownership of the hotel’s mission and goals. This can lead to better communication and collaboration between departments, improving performance and efficiency (Singh, 2019). Finally, engaging a team can help build employee loyalty, leading to lower turnover rates and a more stable and experienced workforce. This can result in better customer service and more satisfied guests, which can help to strengthen the hotel’s reputation. Engaging a team in a large hotel requires clear communication and commitment from management to create a positive work environment and allow team members to participate in decision-making. With the right approach, a hotel can create a strong team that is motivated and committed to the business’s success (Tam and Gray, 2016).
The Employee Lifecycle: The first stage of the employee lifecycle is attraction. In the attraction stage, HR must attract qualified individuals to apply for positions within the organisation. This can be done through targeted advertising, using job boards or social media, or by attending job fairs. Additionally, HR ensures that the organisation is attractive, with competitive wages, benefits, and growth opportunities (Tam and Gray, 2016). 
Recruitment: Once qualified individuals have been attracted to the organisation, HR must recruit the most suitable candidates. This can be done through interviews, reference checks, and assessments. Additionally, HR must ensure that the recruitment process is fair and equitable and that all applicants are treated with respect and dignity (Koh et al., 2015). 
Onboarding: After a candidate has been selected, the next stage of the employee lifecycle is onboarding. In this stage, HR ensures that the new employee is welcomed into the reorganisation and provided with the resources and support needed to succeed. This includes giving orientation materials, training, and access to relevant information. Additionally, HR ensures that onboarding processes are smooth and efficient and that the employee is provided with the necessary tools and resources to succeed (Zwick, 2015). 
Development The development stage is when HR ensures that employees are provided with the necessary skills and knowledge to be successful in their roles. This includes providing training opportunities, such as workshops or seminars, as well as mentorship and coaching. Additionally, HR must ensure that employees are given the excellent opportunity to develop their skills and knowledge and that there are rewards and recognition for employees who demonstrate exemplary performance (Newman and Ford, 2021). 
Retention: Retention is a critical stage of the employee lifecycle, as it is essential to ensure that employees remain engaged and committed to the organisation. HR must ensure that employees have the resources and support needed to stay active, such as competitive wages and benefits, recognition and rewards, and career growth and development opportunities. Additionally, HR must ensure that employees have a sense of belonging and that their contributions are valued (Kouzes and Posner, 2023). 
Separation finally, the employee lifecycle ends with the separation stage. In this stage, HR must ensure that the employee is provided with the necessary resources and support to transition out of the organisation. This includes providing relevant documentation, exit interviews, and other essential support. Additionally, HR ensures that the employee's records are updated and that the employee is appropriately recognised for their contributions (Jennings and Stahl-Wert, 2016).
Engaging team members in large hotels is essential in keeping morale and productivity up. There are a variety of ways to engage team members so that they feel valued and part of a larger team. One way to hire a large group of hotel staff is to hold regular team meetings. These meetings can discuss upcoming projects, brainstorm ideas, and communicate organisational changes. Additionally, these meetings can be used to recognise team members for their hard work and achievements. Another way to engage a large team of hotel staff is through recognition programs (Kwon and Kim, 2020). These programs can be used to reward team members for their hard work and dedication to the organisation. Incentives such as gift cards or discounts on hotel services can be offered to recognise outstanding performance. Finally, team-building activities can be used to engage large teams in hotels. These activities can include trivia nights, scavenger hunts, or team Olympics. These activities can foster strong relationships amongst team members, which can help to build morale and increase productivity. By combining these strategies, large hotel staff can be effectively engaged and motivated to succeed. Hiring team members in a hotel is essential for creating a successful organisation (Zwick, 2015).
Employee Engagement model: Employee engagement is a critical factor for successful businesses and is the link between an employee’s satisfaction, commitment and performance. Employee engagement models can help organisations to effectively increase engagement and ensure their employees are motivated and productive. A successful employee engagement model should include three key components: 1. Open communication between management and employees is essential to ensure that employees feel heard and valued. Management develops a culture of trust and transparency, providing employees know that their opinions and feedback are welcomed and appreciated (Menguc, et al., 2017). 2. Recognition and Rewards: Rewarding employees for their hard work and achievements can increase their sense of purpose and motivation. A recognition and rewards system should be in place to recognise and reward employees for their excellent work and efforts. 3. Employee Development: Employee development should be a priority for organisations. Investing in employee development opportunities can help employees to become more productive, motivated, and engaged. Once these components are in place, organisations should use various methods to measure and monitor engagement levels (Alagaraja and Shuck, 2015). This could include surveys, focus groups and interviews with employees. This allows organisations to evaluate their engagement model and make any necessary changes. By implementing an effective employee engagement model and measuring engagement levels, organisations can ensure that their employees are motivated, productive, and engaged. This will lead to a more successful and productive organisation.
Many hospitality businesses have implemented successful strategies and initiatives to engage employees throughout the employee lifecycle. For example, the Hilton hotel chain has implemented several strategies to engage employees, including developing an attractive employer brand, creating an inclusive and supportive environment, and leveraging technology to create an engaging and interactive environment (Jennings and Stahl-Wert, 2016). Additionally, the Hyatt hotel chain has implemented alternatives to engage and retain employees, such as providing training and development opportunities and recognising and rewarding employees for their contributions. Marriott International has implemented an employee engagement model that focuses on creating a culture of engagement and recognition. This includes providing employees with praise for their efforts, opportunities for growth and development, and the resources and support they need to succeed (Newman and Ford, 2021). Additionally, Marriott International has implemented an onboarding program that provides new employees with an orientation to the company, introduces them to their colleagues, and provides them with the resources and support they need to succeed.

Conclusion
In conclusion, the role of human resources in engaging employees throughout the employee lifecycle is essential for the success of any hospitality business. Human resources must attract, recruit, onboard, develop, retain, and separate employees to ensure that the large hotel is staffed with competent and motivated individuals. Engaging a team in a large hotel can bring several advantages, such as increasing productivity, improving customer service, and building employee loyalty. Additionally, the employee lifecycle must be carefully managed to ensure that employees are engaged and motivated. This includes developing an attractive employer brand, providing training and development opportunities, and fostering open communication between employees and management. Finally, organisations implement employee engagement models to ensure that employees are motivated and productive. By implementing these strategies, large hotels can create a team that is engaged, motivated and committed to the business’s success.
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