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Human resources managers handle organization documents. Human resources work hard to fill available positions with top candidates despite the high number of workers needed to execute these responsibilities. When workers enjoy their jobs, they are more inclined to go above and above for consumers. The human resources department must ensure that all employees follow corporate ethics and standards to maintain the company's reputation and meet customer expectations. Since most hospitality positions pay hourly, finding and keeping experienced workers is hard. On weekends and holidays, many employers require their workers to work harder. Jobs that need constant public engagement may provide unique obstacles. The constant pressure to meet corporate and customer standards and deliver exceptional customer service strains workers' brains and bodies, and these responsibilities are a big factor. Everyone can only pick their hours if there are enough workers. It might make people worried and tired. Informing qualified candidates about the position will help. Job seekers are more likely to apply if the job description details the jobs, responsibilities, and benefits. Because hotel staff and guests interact often, courtesy and professionalism are essential. Human Resources often handles such jobs. People may start well by giving a range of incentives and bonuses to staff. Employee appreciation events and corporate service discounts boost job happiness. The office still needs to be a better place to work and spend time, even if there are many ways to improve it. Employees who think they can advance in their roles are more inclined to stay. Getting health insurance and saving for retirement are other difficulties. Corporate management may give new hires hope for a stable career path by promoting from within and adopting professional development programs. By offering career growth and greater responsibility, employers may attract talent. In disagreements between supervisors and subordinates, hotel human resources departments often mediate. To eliminate misconceptions and employee unhappiness, HR must improve communication.
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The high number of lawsuits filed against businesses in the hospitality industry is largely attributed to the industry's high turnover rate and the frequent use of young, inexperienced, and poorly educated hourly workers, claim the Association of Human Resource Managers in the Hospitality Industry. Human resources must ensure that wage and break requirements are met. In the context of risk management, this is a crucial step. Human resources can better safeguard the firm and its employees if it takes the time to explain and enforce the rules and procedures of the business. As part of its risk management duties, HR is accountable for keeping the workplace safe, which affects the company's culture. Human resources are responsible for fostering a positive work environment by communicating to employees that their management values and respects them. The turnover rate, the quality of service provided to clients, and the bottom line stem directly from workers' attitudes toward their jobs (Dorsey, 2019). Employee loyalty may be increased and top talent attracted through positive reinforcement, career development opportunities, and a sense of purpose in one's work. Sometimes the success or failure of a hotel depends on the quality of its employee training. Particularly in light of the rise in litigation, training is essential to every company's human resources. This entails bringing in fresh faces and getting them up to speed on their duties, and teaching managers the ropes so they can keep everyone under control. Investing in employees' growth through mentoring and cross-training pays dividends in employee retention, job satisfaction, and the ability to attract and retain top talent. Finding qualified new employees to fill open jobs is a top priority for human resource managers in all fields. Employers in the hospitality sector must find reliable individuals comfortable striking up conversations with guests. Human resources professionals in hospitality and food service have unique challenges, including figuring out how to distribute tasks fairly between new hires and seasoned workers. It can be challenging to attract new workers, offer adequate training for existing personnel, and plan for the coming year's budget when seasonal business demands disrupt the organization's capacity to deliver high-quality service. Managers in human resources should plan ahead to meet the company's staffing requirements. It is crucial to use the same rigorous screening process to find new staff members if people want to maintain the same level of customer satisfaction. People working in hospitality need to be kind and helpful. An empathic employee can put themselves in the shoes of a customer in order to better understand and satisfy that customer's wants and requirements. The vast majority of jobs in the hotel business involve direct contact with guests. Therefore, outgoing people who thrive in conversations will find work in the hotel business. People enjoy being around those who are happy to be there and who exude positive vibes. Since the hospitality industry moves at such a rapid clip, customers often need immediate fixes (Verive, 2016). Hotel staff members need to be quick thinkers and decision-makers if they are to give consistently high-quality service. All employees, especially those in the food service business, should be cognizant of the significance of being on time. The staff should be able to correctly predict the clients' needs. This makes a good impression on the host and helps get as much done as possible in as little time. Employees in the hospitality industry should get training in service standards, dispute resolution strategies, and food and beverage regulation legislation, in addition to instruction in "soft skills."
Employee Lifecycle
Attraction
During the attraction phase of the employee life cycle, people will pique potential new hires' interest by outlining company's roles and goals. How people interact with potential new employees might leave a lasting impression on them. Research shows that 72% of people who are not currently looking for work would apply for a position at a company if the business made an effort to manage its employer brand (Heinänen, 2022). It would help if people thought about how employer brand conveys company's mission and core values to potential employees.
Recruitment
The second phase of an employee's life cycle is when the company actively seeks and hires new workers to fill open positions (Morris, 2021). Prospects should have a positive experience throughout the application process, from conducting online research to submitting a physical application.
Onboarding
Workers are oriented when they are taught the ins and outs of their new job(Dorsey, 2019). During an employee's onboarding period, they become acquainted with their superior and feel comfortable in their new role.
Retention
The employee life cycle's employee retention phase can last for a significant amount of time. In order to win and sustain the loyalty of staff, people must provide them with meaningful work (Heinänen, 2022). In the long run, people will save resources by reducing the frequency they have to recruit new workers since they will already have a solid foundation with current staff.
Development
Enhancing employees' working conditions increases their likelihood of staying with a company. Those who feel they have reached the ceiling in their current position are more likely to go elsewhere for work (Morris, 2021). In the years following the pandemic, McKinsey found that employees who left their jobs did so because they could not develop their careers. Therefore, it is crucial to build strong relationships with team members, figure out how to make the most of their skills, and provide them with many chances to advance in their careers. Develop training methods to fill in any knowledge gaps (Rosethorn, H., 2019).
Offboarding
When an employee reaches the "offboarding" phase of their career, two goals should be met. Its primary goal is to teach the company more about improving its hiring and operational procedures. On the other side, it is meant to boost the brand's image in the eyes of consumers(Rosethorn, 2019). However, it also affects workers' long-term views of the company and their impressions of it to others outside it. Employees who have liked their time at company but are moving on to new possibilities are referred to as "Happy Leavers," a term invented by Ben Whitter, an expert on job satisfaction. When an individual decides to quit their job, it is critical to have a smooth "offboarding" procedure in place. The objective is to make the departing worker feel valued, supported, and assured by the company.
Happy leavers
Retaining and, ideally, using current and former employees requires treating them with dignity at every stage of their employment. Treating employees well increases the likelihood that they will remain on staff (Rosethorn, 2019). Assuming employees will want to avoid returning is the biggest mistake a company can make when trying to retain them and keep them enthusiastic about their work.
Everyone in the hospitality industry needs to be compensated appropriately for their contributions. When customers walk into a business, they should be made to feel as though they are the only people there from the moment they enter until they leave. Employees might be provided complimentary beverages and snacks, such as fruit, coffee, and soda, during the workday. When employees are invested in their work, they provide their very best. From a monetary point of view, this is a sensible and clever move that should be made. The ability of customers to unwind and spend money freely is essential to the success of the hotel sector (Pryor, 2018). This indicates that business places a high value on preserving the satisfaction of their customers. The risk of illness, injury, and even death increases when workers are required to perform continuous shifts. Therefore, giving someone who works in the hotel sector some time off is the most helpful thing that can be done for them. Putting in long hours at work is much more acceptable if people have the assurance that they will soon have a day off or some time off. When employees are provided with opportunities to compete with one another, there is a corresponding boost in sales, output, and morale. Workers should be praised and compensated for accomplishing set objectives and for going above and above in their work performance (Shambi, 2021). The hotel industry offers a diverse selection of jobs and career paths for anyone interested in working there. It is essential to remember that the abilities and qualifications required for work as a waiter or waitress are distinct from those required for a career as a secretary, distributor, or manager. This distinction is critical to keep in mind. Training is required for every staff member so that the hotel's hospitality focus may be accurately reflected. Many enter the hospitality sector by starting at the bottom of the ladder and working their way up. Some of these people eventually become managers. As a result, education and career advancement are crucial components of success in the hospitality sector (Albrecht et al., 2015). Maintain composure and get everything that has to be done on time. The hotel business is home to a diverse range of educational programs at both the undergraduate and graduate levels. Improved communication on the company's internal and exterior fronts is beneficial to employees as well as customers. None of the staff members are familiar with the guest's past. As a consequence of this, the capacity to collaborate effectively with individuals from a variety of cultural traditions and socioeconomic strata is very necessary. It is common for jobless or under-employed people to make broad statements about the working population. People must learn to work together while valuing their unique qualities.

[bookmark: _Toc125951133]Conclusion
For a hotel to thrive in today's industry, it must be ready to change as quickly as its guests, suppliers, and staff do. McKinsey predicts that hotel occupancy rates will not reach pre-COVID-19 pandemic levels until 2023. CVI-19 is a strain of the Coviridae virus. Even when summer optimism and immunization rates have increased, this tendency persists. To make the most of every opportunity, people need to develop plans and commit to methods that have been successful in the past. The availability of a model that can be modified to incorporate newly discovered data is merely the beginning. Employees are less likely to put up maximum effort and develop a genuine interest in their profession if they are mandated to work in a specific fashion. To get the most out of employees and maximize their potential contributions, it is to everyone's benefit to treat them with respect and pay attention to their needs. Keeping lines of communication open and giving employees a safe space to voice problems at work are two effective methods for reaching this goal. Getting in touch with staff members regularly and offering them ongoing emotional support is crucial. 
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