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According to the Cambridge dictionary, human resources means "people, when considered as an asset that is or can be employed and that is useful to a company, organization" (dictionary.cambridge.org, 2022). Considered by successful organizations as an essential asset, currently, human resources need a new and holistic approach. Therefore, in a market in continuous transformation, successful companies will be the ones that will develop human resources management.
Human resources management represents a complex of activities approached strategically and coherently to optimize employment, development and well-being of the people working in a company (Amstrong and Taylor, 2014).
[bookmark: _GoBack]To what extent do workers enjoy in and believe in their jobs, and how much they feel their employers respect their contributions describes employee engagement (shrm.org, 2022). Employee engagement is vital in developing a successful and sustainable culture since it stands at the core of successful organisations (Aslam et al., 2020). Originally, Kahn (1990) referred to employee engagement as the use and expression of a person's ideal self in task behaviours that empower connections to work, individual presence (physical, mental, and emotional), and complete achievements. (Eldor and Harpaz, 2016). Employees who express physical engagement while involved in their work are alert and focused cognitively and have strong emotional attachments to their teammates and work position (Lee and Ok, 2015).
According to Kahn (1990), a person's level of involvement depends on how effectively they meet the following three psychological needs: psychological meaningfulness, psychological safety, and psychological availability (Saks and Gruman, 2014). 
Psychological meaningfulness is the sense that employees are getting a return on their self-investment in their jobs. Meaningful workplaces promote self-investment in a vocation. People who feel significant, respected, and appreciated find their actions meaningful. Psychological safety is the ability to accept and express one's true self without fear of harming self-image, status, or career (Saks and Gruman, 2014). Reliable, non-threatening social structures increase psychological safety. Psychological availability means having the mental, emotional, and physical resources to perform a role. Employees will be more engaged in workplaces with the necessary physical, emotional, and psychological resources.
The Employee Lifecycle Model is a tool for displaying how employees engage with the company they work for (Tulpule and Pandya, 2020). According to the employee lifecycle model, this sustained engagement includes six stages: attraction, recruitment, onboarding, development, retention, and separation. The employee lifecycle model is a framework that offers various engagement methods for every step. The foundation of the employee lifecycle model is the notion that companies should carefully plan both their customers' and employees' experiences. Companies should convert their departments into highly motivated teams of employees by strengthening the organizational climate.
Attraction is the first time a potential applicant hears about the employer brand (personio.com, 2022). It is the first step in the employee lifecycle. The company is getting ready to hire people for specific jobs during this stage. 
At this stage, ads are on, and the search begins (forbes.com, 2022). The company must present the offer to all potential future employees, emphasizing the advantages of belonging to the organization (brand) and trying to ignite the desire in the potential applicant for a position in the company to be part of the team. Not only the salary but also extra support, flexibility, personal development, and job security could be a few of the advantages that could make a person looking for a job or looking to change the job/ position to be interested in the company.
Top international companies such as Marriott or Accor Group provide on their websites attractive mottos: "Live fully" by Marriott (marriott.com, 2017) or "People first, always" by Accor (accor.com, 2022) and inspiring videos about a future career. It promotes the confidence for a win-win partnership between a future member of their team and the company. It shares the organisation's core values, creating for the potential applicants the sense that they could be part of this culture, directing their own stories in that organisation.
Recruitment is the process and experience of how a job candidate becomes an employee and is the applicant's first direct and personal contact with the company.
On the one hand, it is all about finding the right person for the right job. Here, the human resources department cannot make mistakes because if they do, it will affect the company. On the other hand, being the first direct and personal contact, it is essential how the current staff (the same human resources department and not only) treat potential employees during this process; even if they do not get the job, this experience will forever affect how they think about the company (personio.com, 2022).
An example of a considerable effort to recruit the right persons for the company comes from Taj Group (India) recruiters. They do not look for experienced prospects but look for people from the hinterland having three characters components: respect for elders (how does she/ he regard his teachers?), cheerfulness (do they see life as a good experience even in the face of adversity?), and neediness (how seriously does their family need the income of a job?) (Deshpande & Raina, 2011). The selected few will be part of a training process for the next 18 months.
Onboarding is the process of helping new employees learn about and fit into the organisational culture of the company. It is the right time to share the company's core values (personio.com, 2022). It is more than just giving them a place to work and some tools to use. It is all about integrating the new workers into the company, which also helps keep them long-term. It is when employees understand what the company expects of them as workers (forbes.com, 2022). 
The system of appraisal, the clear path to success (where business goals with employees' goals are aligned), team spirit, social responsibilities, and customer empathy could be just a few of the essential pieces of information that could build a positive attitude.
Development is the process of how the company helps its workers get better at what they do through a variety of programmes (personio.com, 2022). It is a process which starts the day an employee starts working. By investing in learning opportunities to improve the skills of the staff, the process helps to build confidence and trust in the company (Chandani, 2022). 
According to McDonald and Hite (2016), employers used to have the most say over career paths, but that is no longer the case. Some people will stay with the same company for most or all of their careers, while others will be ready to try something new. Employees in charge of their careers will be most interested in companies that give them opportunities to progress and will likely stay with systems that keep them engaged. Companies will have to change their thinking and start investing in their employees without expecting or giving them a long-term commitment. The human resources department is involved in all aspects of the employees' career development process through methods such .as: a continuous training program, implementation of the buddy system (for a less formal setting in which many work-related questions can find the fastest answer from more experienced colleagues), conferences, seminars, investment in perfecting the learning and education process.
Retention is about how to keep employees happy and on board by giving them the right kinds of rewards and praise in a safe, healthy and happy environment (personio.com, 2022). This stage is essential because it is the most intense step of an employee's life cycle and determines how it will turn out. In this way, every company needs to encourage employees and management to talk openly with each other. How well the organisation does this step through human resource management will depend on how well they did steps one through four (forbes.com, 2022).
Employee retention is more critical than ever (Chandani, 2022). Retaining employees cost less than hiring new ones. In an atmosphere where employees are encouraged to contribute to growing the organisation, they feel engaged and develop a feeling of belonging.
"We care for people so they can be their best" is the motto of one of the top companies in the hospitality industry, the Hyatt Company. The presentation video clip from the "about Hyatt" section on the company's official website is an example in which employees, business partners, customers or the community are all viewed as people (hyatt.com, 2019). If they receive care, people can become the best version of themselves. People remain in a place where care for them is manifested in good conditions at the workplace in terms of physical and mental health, team spirit and extra support, transparent formal and informal communication, appreciation and recognition, clear path to advance in their career. People want to work in a secure environment where their health and safety matter. It is about a permanent exchange between an organisation and its employees, seen as individuals who could change this relationship so that there is more engagement and better work (Hirsh, 2007).
Separation represents the last part of the cycle when an employee decides to leave the company (Chandani, 2022). Employees leave for many different reasons, such as getting a better job, retiring, or any other situation. No matter which one, the employee and the company need to handle it well; when other employees are sad or unsure, it is essential to ensure that the separation goes smoothly and causes them less stress. However, at this time, the organisation could have the opportunity for reflection, analyse and improvement where this is the case (personio.com, 2022).
All those stages are significant and require special attention from the human resources management perspective. From the attraction step to the separation, there are two constant values: people and communication. In any form, verbal or non-verbal, two-way communication is essential to be part of the process (Fielding, 2006). Organisations, the public (future employees), staff and managers must continuously dialogue for each part of this process to receive feedback. As an organisation, helpful information could be collected and generate valuable data to know how to motivate the team. As an employee or future employee, receiving feedback improves confidence and engagement grade.
The hospitality industry wants to offer clients great experiences and feelings. To achieve this, the hotels (small or large) need qualified and genuine smiling personnel who can offer quality services to the guests. The challenge of a large organization with more than 500 employees is to face all the challenges that arise in attracting, recruiting, developing and keeping the most suitable people to achieve a common goal: the prosperity of the company and its employees. Organizations have understood that keeping employees engaged and thinking about their well-being throughout the employee lifecycle is essential to achieve these goals. Engaged employees do a better job, are more creative than other employees, are more likely to want to stay with their employers, feel better about themselves, and see their workload as more manageable than other employees (Amstrong and Taylor, 2014). People are social beings and like to interact, express and be themselves, work and be appreciated, receiving recognition for their work. Companies aim to engage customers to obtain their loyalty. To build a strong organisation, they should engage their employees. There are many perspectives organisations must see the employees as individuals to understand them and to treat them as they treat their customers. For this process, effective communication is a must. Without people in organisations, those no longer exist. It is the reason why human resources are the most valuable asset for any enterprise.
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