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Introduction
I have prepared this essay with the main focus on the employee lifecycle, which is important in the hotel industry because large hotels likely rely on the employees' ability to provide excellent service to hotel guests. (Argyris, 1991)The purpose of this essay is to demonstrate the knowledge outcomes from the personnel resourcing and development module and also, this essay illustrates the learning outcomes for human resourcing and development that were covered in the program.  It is of the biggest importance for hotels that provide services to entice, cultivate, and keep exceptional staff so because of this, it will take some time for a new employee to achieve this level of knowledge and expertise in the field of work that they have selected for themselves as it is essential for a hotel's success in attracting, developing, and maintaining great staff for the hotel to provide some kind of service to its guests. (Cameron & Quinn, 2011). Because of this, the human resources department of the hotel's location will be displayed on the easel. I am further demonstrating the idea of the employee lifecycle and discuss the significance of doing so in order to assist the staff in adjusting to new circumstances and providing quality service as during the online classes I have acquired that employees who have direct interactions with consumers have the potential to imbue the company with a sense of personality, and those who are effective at doing so assist their employers in distinguishing themselves from the other businesses operating in their industry. (Egan, 1995). The primary focus of the essay is on the concept that the personnel of your organization serve as its representatives in the outside world as therefore, if you want to maintain a positive reputation in the eyes of the public, you need to make sure that your employees are happy in their jobs. In this paper, the stages of the employee lifecycle will be discussed for the first time and then investigated in greater detail.





Main Body
The role of Humane Resource in Employee Engagement 
The role of human resource in engaging employees
It's possible that HR can add value by assisting in the process of developing cultural compatibility between employees and the companies they work for. (Boutall, 1997) 
Based on the above-mentioned statement, (Cook, 1999) believed that it is  possible that human resources will kick off this process by choosing candidates based on how well they mesh with the company's culture and also, it is possible to lay a solid foundation for an employee's engagement and loyalty to the company by assisting in the process of building an initial fit between the individual and the company. I personally believe that it should not  matter how intelligent an applicant is; the question of whether or not they are a good match with the company's culture should be clear as day while competencies, on the other hand, may be taught, while cultural awareness cannot. (McNay, 1995)
As a direct consequence of this, human resources play a significant part in the process of retaining newly hired staff members inside an organization due to the fact that they act as mediators between various stakeholders, the goals of the company, and individuals, human resources hold a particularly prominent position inside an organization. HR is in the best position to establish synergy between the direction that is specified by stakeholders and the culture that is already present within an organization because of the unique position that they hold so for example, department helps contribute to the maintenance of the culture that employees identify with by fostering the growth of synergy between the two parties and reducing the amount of discord that exists between them. (Ruth, 1999)
HR professionals can help improve employees' fit by ensuring that the organization's values and what they represent are communicated in a consistent manner but from the personal experience and outcome, I should mention that can be done in addition to ensuring that employees continue to feel a sense of belonging within the organization. It is much simpler for employees to evaluate the degree to which their individual values align with those of an organization when they are aware of the fundamental concepts that guide the operation of the business as for example, people who work in human resources are in the best position to encourage this process because of the unique role that they play as mediators. By assisting in the maintenance of corporate values transmission as an agenda item, they are in the best position to do so. (Armstrong & Baron, 2004)
(Beer et al., 1984) believed that if HR works closely with managers to ensure that great individual and team performances are recognized and rewarded, they will be able to deliver even more value to the organization and this aspect can be accomplished by making sure that outstanding performers are recognized and rewarded for their contributions. Due to the fact that the majority of HR personnel are associated with measuring instruments, there is a tremendous opportunity for human resources to take the initiative in delivering performance-related data and rewarding top performers as this presents a tremendous opportunity for human resources such as employee engagement surveys.  
To expand on this concept, the same kinds of insights can also be used to cultivate an environment that places a premium on appreciating and acknowledging the work that others have put forward while in an ideal world, employees would not only receive gratitude from their managers, but also from the people they work with on a daily basis. It is necessary to encourage employees and managers to foster appreciative work conditions in order for human resources to contribute to the development of positive surroundings. (Kochan & Dyer, 1993)

How to engage a team and engagement advantages
The change in profitability is probably the figure that is the most surprising to be changed by employee engagement as for example, workplaces with low productivity and inadequate management, which in turn leads to low employee engagement, are attributed to an annual loss of potential revenues between $960 billion and $1.2 trillion. (Jouany & Makipaa, 2022)
Those with the highest levels of engagement generate significantly more revenue overall believes (Leblanc, 2001) and an example can be given that the capacity to maintain such high levels of profitability might mean the difference between success and failure in economies that are characterized by a high degree of volatility. 
Increased sales, earnings, and general job productivity are all contributed to by employees who are actively involved in their work and the benefits that have been highlighted up to this point serve as evidence for this claim. According to the findings of a study that was carried out at Harvard University, effective engagement structures have the potential to increase worker productivity by up to 21%. This effect is frequently brought about when individuals mistakenly identify themselves with the accomplishments of the role they play. (Jouany & Makipaa, 2022)
Employees who are engaged in their work direct their attention toward proactive problem solving, the drive to impress others, and an extended willingness to achieve goals as well, those which are enthused about their work are more willing to put in extra effort, such as staying late at the office or working weekends and holidays, to ensure the success of the project. (Lengnick-Hall, 1990)
Because of the advent of the digital economy, there has been a tremendous increase in the amount of transparency that exists in all facets of modern life so for this reason I would say that  It is reasonable to assume that extreme transparency has made its way into the ethos of the workplace in an effort to achieve total and forthright honesty. (Marchington & Wilkinson, 1996)
It is feasible for this information to be publicly disclosed on employer review websites when there has been a positive contact and genuine care for the individual as well as it is beneficial to an employer's image when former workers who are no longer bound by employment responsibilities advocate in favor of their former employer. This makes the employer more desirable to prospective workers.  (Mirabile, 1998) 
When a member of a team views themselves as a dependable contributor to a probable success story, they are more likely to go the extra mile and look for methods to improve upon the processes that are already in place as the development of new product lines and service offerings is an inevitable part of the innovation process; nonetheless, the vast majority of innovative work is carried out internally so, we can assume that an employee views their own success and the success of the organization as two sides of the same coin, the likelihood that problems will be solved, procedures will be improved, systems will be altered, and new employee practices will be implemented is greatly increased. (Purcell, 1989)


Employee Engagement
Recruitment of Potential Applicants 
The process of candidate attraction commences the early part of the employee life cycle so in order to attract qualified candidates to an open position demands a great degree of imagination. For example, you  cannot expect prospective employees to knock on your door but if you do, you will be left in the dark and unable to hire anyone but instead, you should begin by creating a job description in order to identify qualified candidates more easily. (Walker, 2004)
Creating an interesting and memorable job ad to entice eligible applicants to apply for open positions at the organization in order To prevent wasting time on candidates that do not meet the organization's requirements, the Human resource management  should also place an emphasis on understanding these criteria as well they must have a comprehensive awareness of the candidates' expectations. To make an informed decision, they require information regarding the organization's corporate culture, job responsibilities, income, and benefits but furthermore To attract competent candidates, HR must advertise the job vacancy in the appropriate venues by posting on career-focused websites, social media platforms, and job board bulletin boards. (Watson Wyatt Worldwide, 2002)

Recruiting Personnel 
After successfully attracting leads, it is time to select the most qualified candidate so,  to fill the position with the most qualified applicant, it is required to examine each application submitted. If the HR manager  intend to hire the best qualified applicant, they will need to exert effort in the candidate screening process as it guarantees that only qualified candidates who meet the requirements are called for interviews, so saving your time and the time of any other present employees involved in the recruitment process. (Youndt, 2000)

The retention of personnel 
It is difficult to recruit new employees, but it is even more challenging to retain present employees as the majority of corporate employees today are interested in career opportunities with rival companies. To keep the most valuable members of the team, HR must provide them with the resources and development opportunities they require. (Watson Wyatt Worldwide, 2002)
Retention of employees is a vital aspect of effective human resource management as finding and employing new personnel is a time-consuming and costly process. Effective management of the employee life cycle can aid in the retention of top workers by ensuring that they have access to the required training and advancement opportunities. (Youndt, 2000)

Offboarding 
Employee termination does not terminate the employee life cycle plan as In actuality, handling an employee's leave in an acceptable manner is of the utmost importance so when the HR department is prepared to terminate an employee, they must get familiar with the proper termination procedures. The goal is to defend the organization's interests while maintaining a cordial rapport with the departing employee. (Walker, 2004)

Conclusion
To summarize, we can draw the conclusion that the life cycle of human resources begins with talent acquisition and the search for persons and concludes with retirement and the off-boarding of employees. This cycle will continue so that the organization can continue to acquire skilled and experienced people who can make a positive contribution to the organization's success. This pattern of behavior keeps on repeating itself over and over again.









References 
1. Argyris C.,(1991) Teaching smart people how to learn. Harvard Business Review Magazine,, [Available online: http://hbr.org/1991/05/teaching-smart-people-how-to-learn/ar/1], Accessed16/10/2022
2. Armstrong, M. and Baron, A., (2004) Managing Performance: Performance management in action, CIPD, London
3. Beer, M. Spector, B., Lawrence, P., Quinn Mills D. and Walton, R., (1984) Managing Human Assets, The Free Press, New York., Pp. 55-61
4. Boutall, T. (1997) The good manager’s guide: Over 130 practical checklists for day-to-day management (2nd edition), London: Butterworth Heinemann
5. Cameron, K. S. and Quinn, R. E. (2011) Diagnosing and changing organizational culture: Based on the Competing Values Framework. (3rd edition). US: Jossey-Bass.
6. Cook, M. J. (1999) Effective coaching. US: McGraw-Hill., Pp. 44-78
7. Egan, G., (1995), A Clear Path to Peak Performance. People Management, pp. 55-58
8. Kochan, T A and Dyer, L (1993) Managing transformational change: the role of human resource professionals, International Journal of Human Resource Management, Pp. 81-85
9. Jouany V., Makipaa M., (2022), 8 Employee Engagement Statistics You Need to Know in 2022 [INFOGRAPHIC], [Available Online: https://haiilo.com/blog/employee-engagement-8-statistics-you-need-to-know/], Accessed 16/10/2022
10. Leblanc B (2001) European competitiveness – some guidelines for companies, in International HRM, ed M H Albrecht, Blackwell, Oxford
11. Lengnick-Hall, C A and Lengnick-Hall, M L (1990) Interactive Human Resource Management and Strategic Planning, Quorum Books, Westport, CT
12. Marchington, M and Wilkinson, A (1996) Core Personnel and Development, Institute of Personnel and Development, London
13. McNay, I. (1995) From the collegial academy to corporate enterprise: the changing culture of universities, The changing university, Buckingham, United Kindgdom, [Available online: http://eric.ed.gov/PDFS/ED415725.pdf], Accessed 16/10/2022
14. Mirabile, R J (1998), Leadership competency development, competitive advantage for the future, Management Development Forum, Pp. 44-51
15. Purcell, J (1989) The impact of corporate strategy on human resource management, Routledge. London 
16. Ruth, D., (1999) Workload, performance appraisal and staff development: Fear and love in the academy
17. Walker, N (2004) Creating a talent mindset: a five-step roadmap, Strategic HR Review, Pp. 33-47
18. Watson Wyatt Worldwide, (2002),  B2E Survey  Results, People Management Resources, New York
19. Youndt, M A (2000) ‘Human resource considerations and value creation: the mediating role of intellectual capital’, Paper delivered at National Conference of US Academy of Management, Toronto,
[Date]

2

image1.jpeg
Prifysgol Cymru
Y Drindod Dewi Sant
University of Wales
Trinity Saint David





