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         The degree to which an employee is involved with, enthusiastic about, and committed to their work and the organisation for which they work is referred to as employee engagement (Rhou and Singal, 2020). Increased levels of employee engagement can result in higher performance, increased levels of job satisfaction, and reduced rates of employee turnover. The main aim of his essay is to examine how human resources engage employees throughout the employee lifecycle. The involved employee lifecycle appears at employ as cyclical (Ionel, 2016). It is the relationship between the firm and the workers. This essay will discuss the role of human resources in employee engagement and its advantages. The essay will also discuss the employee lifecycle. Furthermore, with the help of this essay, I will provide some examples of how I can engage my team. This essay will demonstrate an employee engagement model and how it can be implemented in the hospitality industry. 

All the engagements of the employees are essential in every industry, specifically in the hospitability industry (Rhou and Singal, 2020). Since customer service is the focus of the hospitality industry, the workers are their only brand ambassadors. Human resources throughout the business can and must make a decision and measure the engagement of their staff. In order to engage their employees, some of the roles of HR are as follows. The first role is hiring for cultural fit, which includes, it is the responsibility of the to find an excellent and skilful person for every position in the hospitality industry. During the interview, it is crucial to consider each candidate's cultural fit with the business. In this manner, by consistently interacting with the hotel's values to the staff at all levels in the hospitality industry after the early onboarding, the professional of human resources aids in maintaining this promise to culture (Ionel, 2016). 
Another role of HR to engage their employees is to help people understand the value of their contributions (Kandampully et al., 2015). The yearly performance calculation procedure for hotels is supervised by Human resources in the significant hospitality industry. In this manner, Human resources can aid as a van for enabling the lifecycle of employee engagement by supporting and operating members in understanding the larger image. Therefore, how their role fits into that image. In addition, it can be used for assessing and managing performance only. Each worker will have a strong sense of possession in the business and a vital intelligence of their influence if there is a strong link between the hotel's complete business areas and their own separate goals. 
The most crucial role of human resources is to improve communications that include employees in the hotels are more likely to experience feelings of separation as the business. The contacts are frequently the responsibility of Human Resources (Friedman, 2012). Therefore, with additional assistance from other hotel departments. In this way, the Distribution of news can greatly upsurge the engagement of employees, whether it is about significant business updates or policy alteration. The other role of human respires is Recognising good work; this includes, Making it an integral part of their hotel culture. It will aid in enhancing employee engagement generously. Whereas managers frequently appreciate their workers for their hard work. Therefore, regular recognition of employees can increase the enhancement of confidence in the workplace (Gallagher, 2016). 
Engagement of the employees is beneficial when all the members of the group (Gallagher, 2016). They p are involved in the business through creating well-versed, engaged, and practical work in their workplace that aids in pushing their business towards its achievements. The outcomes are more organic when employee engagement is approached as a strategy of the company. The benefit of engaging a team is to enhance productivity that includes. They frequently are the unities that have powerful confidence in the hotel's mission and vision. The primary feature of worker involvement is their positive attitude toward the organisation. There is a 17% growth in productivity as a result of this mindset (Torrington et al., 2020). It motivates individuals to work with effort and more actively toward their objectives. Better Employee Safety is the other benefit of engaging the team. It includes Excellence and cares at work are more significant to staff who are enthusiastic to demonstrate up and constantly engaged in the workplace. Employees are less likely to make mistakes that result in workplace accidents. When the team have the correct attitude, they are not unfocused or worried (Horn, 2009). 
To engage the team in More Effective Leadership, the vital benefit includes (Johnston et al., 2012). To motivate employees to prepare more, leaders must first find a link with them. They must agenda time to interrelate with members of the team and acquaint themselves with staff. Since staffs are conscious of that leader's upkeep around what matters to them, in this manner, they are additional probable to attend to the leaders of the businesses. Higher growth is a significant benefit to the engaging team. They can reach a tilting point that transports the industry earlier to its clientele. Therefore, Selling extra foodstuffs is not the only way to increase profitability. Customers' scores rise by 10% when engaged employees aid organic growth by enhancing the relations of customers. The business may experience a 20% rise in sales and a 21% rise in profitability as a result of this (Marchington and Wilkinson, 2016). Better team performance helps boost employee engagement, which in turn benefits the business and its employees. The reason for this is the increased output of hospitality workers. Additionally, the team achieves its uppermost level when it is staffed with enthusiastic workers. (Ionel, 2016) 
An organisational approach used to imagine an engagement of an employee with their employer is the employee life cycle model (Johnson and Pike, 2018). This model is made up of six stages: Onboarding, development, retention, attraction, and separation. The first stage of a worker's development is attraction. An organization's method of enticing potential employees to work for them is being discussed. The hotel sector has to understand its approach to recruiting A-listers. Before a business can understand how to recruit talent, it must identify goals for what it wants to be famous for and how it will separate itself from competition. Brand recognition, company culture, and generous benefits all play a role in making a business appealing to potential employees. Human resources should stress these aspects of the company while advertising for new employees. The second step of an employee's life cycle is recruitment. The purpose of this phase is to entice potential employees to join the organisation. Once a company has attracted the right people, they need to have a strategy in place for bringing them on board (Kwon and Park, 2019).
Large hotels need to think about the kind of staff they want to hire and how they want to go about finding them (Harbi et al., 2015). Ultimately, a company's top focus should be recruiting, as this will bring in the most qualified employees. Human Resources needs to develop a plan for hiring new employees, one that involves all of them, and then keep tabs on how well it's working. The third stage of an employee's journey is onboarding. After a new recruit has been made, the HR department's top priority is to ensure a smooth onboarding process. It's important for the new hire to have a clear idea of what to expect on their first day and throughout the first week on the job. What their tasks will be, what kind of training they will receive, and what kinds of forms they will have to fill out before they can start working. Additionally, the HR department should make certain that the new employee's desk and equipment are set up properly. Therefore, there are no problems on the first day (Kwon and Park, 2019). 
Development is the fourth phase of the employee lifecycle (Johnson and Pike, 2018). Development and opportunity for advancement rank high on the wish lists of many job seekers. Workers need to be defied, and they have the chance to advance professionally. A company's employees should be given a clear plan for how they have the ability to succeed in their occupations. While intrinsic motivation can play a role in an employee's advancement, a company's responsibility is to provide many opportunities for development. Employees will also benefit from career advancement and the satisfaction of development if they are given opportunities for growth through projects and assignments. Retention is the fifth phase of the employee lifecycle. It includes how to keep workers active is the focus of retention. This is where they can understand the consequences of the preceding four stages. If a firm performs a great job of attracting, recruiting, onboarding, and developing talent, it will have a greater chance of keeping its personnel (Johnson and Pike, 2018).
It is essential to comprehend the factors that prevent employees from leaving at this stage (Ionel, 2016). Because every employee is unique in this respect, a business ought to take the time to get employee feedback on what matters most to them. Separation is the final phase of the employee lifecycle. This will happen to the company at the near point to all workers. All preceding steps were taken to stop this from being trendy, but eventually, an employee will leave the firm. However, not every separation is undesirable. It's possible that some workers will leave to work in a different industry. Others may leave in search of a position that more closely reflects their values or a higher-paying status that their company cannot provide. In any case, the HR department is crucial in ensuring that no significant disturbances are caused when an employee leaves (Kwon and Park, 2019). 
 Treat each employee individually and adapt strategies to meet their requirements. However, encourage and motivate workers, which is why they work with complete efficiency and productivity. Some employees do not like working with their leader because of their aggressive attitude. Most of the time, leaders always choose their favourite people. But always work and appreciate those who work with their efforts. This encourages them to achieve more success (Broussard, and Hilton, 2017). Therefore, getting to know all staff members so that the connection with them on a personal level can be very helpful as a leader of the team. Always ask employees about their thoughts and idea. So, they can engage with the business projects and feel valuable. In order to advance the skills of employees so they can engage with teamwork, provide them with mentoring, training programs, and assistance for work-related courses, always support and inspire that want to learn (Gallagher, 2016).
The model of employee engagement is the Deloitte model. Deloitte Touche Tohmatsu Limited is one of the four largest accounting companies in the world (Bersin, 2015). It developed and spread the Deloitte model. Deloitte's aptitude to save its sides engaged has enormous implications for its group, which has over 330,000 workers worldwide. In an effort to brand its office irresistible, the company conducted research for around two years to grow its theory on "employee engagement" (Fathy, 2018). In-depth interviews with workers were used to create the Deloitte model. As the central supports of engagement, their research recognised the following five essential fundamentals. Meaningful work that includes employees should be recruited for the correct position. In hands-on management that provides for, teams flourish if goals are clear and attainable. A positive work environment includes (Ionel, 2016) 
A diverse work environment assists an employee in feeling like they are at home. Opportunity for growth: Employees who perform well need an area to develop. To improve Trust in leadership Businesses must have a unified mission that employees can be proud to support. The twenty main matters influencing an organisation's employee engagement are drawn in this model in actions and four strategies for each element. In the hospitality industry, this model should be implemented. It will assist the hotel employees in understanding and determining their values in the firm. It creates quantifiable consequences by helping them make good decisions about their most critical strategic matters (Bersin, 2015). 
 
In conclusion, employee engagement is linked between the organisation and the operative all the roles essential for the lifecycle of employee engagement. In the industry of hospitality, human resources help in the development of a positive work environment in which each employee feels appreciated. Human resources can achieve success because they play an essential role in the business. All the benefits of employee engagement assist in boosting output and representing its dedication to the hotel's complete achievement through supporting employee engagement. The hospitality industry should implement a Deloitte model for better employee engagement and results. For increasing employee involvement in the workplace of large hotels it is recommended to establish trust through open and honest communication between employees and management is one of the best ways to ensure that everyone is on the same page. Clear communication should also be encouraged in large hotels. HR should provide possibilities for personal development. To make employees feel more valued and to help them become more motivated, large hotels should provide them with possibilities for professional development, training, and advancement.
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