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[bookmark: _Int_Ri1Vhx71]According to a study by the Society for Human Resource Management, engaging employees throughout their entire employment lifecycle is crucial for the success of an organization (SHRM, 2018). Employee engagement refers to the emotional, cognitive, and behavioral connection that an employee has to their workplace (Macey, 2008). It is a measure of how invested and committed an employee is to their job and the organization they work for. The human resource department in a large hotel plays a vital role in ensuring employee engagement, as it is responsible for creating and implementing effective strategies to keep employees motivated and satisfied. Research has shown that employee engagement has a positive impact on job satisfaction, employee retention, and overall productivity (Brown, 2021). To effectively engage employees, the HR department must understand the needs and expectations of employees at different stages of their employment and involve management and other departments in the engagement process.
   The human resource department plays a crucial role in engaging employees throughout the employee lifecycle within a large hotel (Florkowski, 1996). HR must employ several strategies and tactics to ensure that employees are motivated, satisfied, and engaged at every stage of their employment. First, HR must understand the needs and expectations of employees at each stage of the employee lifecycle. This requires regular communication and feedback, as well as an understanding of the challenges and opportunities facing employees at different points in their careers. Second, HR must create and maintain a supportive work environment that fosters employee engagement (Anitha, 2014). This may include providing opportunities for professional development and growth, promoting work-life balance, and offering recognition and rewards for employees who perform well. Third, HR must involve other departments and management in the employee engagement process. This can help to ensure that the needs of employees are being addressed at every level of the organization, and that everyone is working together to create a positive work environment. The goal of the HR department in a large hotel is to create a positive work environment that fosters employee satisfaction and engagement, leading to increased employee retention and improved business performance.
     Employee engagement is not only important for the happiness and satisfaction of employees, but it also has numerous advantages for the hotel. To engage employees, HR must create a supportive work environment that fosters communication, collaboration, and growth. This may include providing regular training and development opportunities, promoting work-life balance, and recognizing and rewarding employee achievements. HR can also encourage employee engagement by involving employees in decision-making processes and providing opportunities for employees to take on new challenges and responsibilities (Liontos, 1993). The advantages of engaging employees are numerous. According to Patro, (2019), Engaged employees are more likely to be productive, creative, and motivated, leading to improved job satisfaction and employee retention. An engaged workforce can also lead to improved customer satisfaction and increased revenue for the hotel, as engaged employees are more likely to provide high-quality service to guests (Serrano, 2011). Additionally, engaged employees are more likely to be loyal to the hotel and less likely to seek employment elsewhere, saving the hotel time and resources on recruitment and training. Engaged employees can also help to create a positive organizational culture and increase morale among staff, leading to improved teamwork and collaboration. The human resource department in a large hotel must employ a variety of strategies to engage employees throughout the employee lifecycle. By investing in employee engagement, the hotel can reap numerous benefits, including increased productivity, improved employee satisfaction and retention, and improved business performance.
      The human resource department in a large hotel plays a crucial role in engaging employees throughout the employee lifecycle, which encompasses the stages of attraction, recruitment, onboarding, development, retention, and separation (Parmar, 2014). To attract employees, the HR department must create and promote a positive image of the hotel as a great place to work. This can include sharing information about the hotel's culture, values, and benefits, as well as reaching out to potential candidates through job fairs, social media, and other channels. The recruitment process should be designed to identify and attract the best candidates for the hotel. The HR department can achieve this by developing job descriptions that accurately reflect the responsibilities and qualifications required for each role, and by conducting comprehensive background checks and assessments to ensure that the best candidates are selected for each position. According to Graybill (2013), the onboarding process is a critical part of engaging new employees, as it sets the tone for their future employment with the hotel. The HR department can ensure that new employees are properly onboarded by providing them with a comprehensive orientation program that covers the hotel's policies, procedures, and culture. Development is a key part of engaging employees throughout their employment lifecycle (O'Bryan, 2017). The HR department can support employee development by offering training and development opportunities, encouraging employee feedback, and promoting a culture of continuous learning. Retention is a major concern for the HR department in a large hotel, as retaining high-performing employees can be challenging. To retain employees, the HR department can provide a supportive work environment that includes opportunities for growth and development, flexible work arrangements, and recognition and rewards for exceptional performance (Ernst Kossek, 2012). Finally, the HR department must be prepared to handle the separation process in a professional and compassionate manner. This can include providing support and guidance to employees during their transition, and conducting exit interviews to gather feedback and insights that can help the hotel to improve its processes and support for employees.
   The human resource department in a large hotel plays a critical role in engaging employees throughout the employee lifecycle. There are several strategies that the HR department can employ to engage employees and create a positive and supportive work environment. One effective way to engage employees is through regular communication and feedback (Leavitt, 1951). The HR department can hold regular team meetings, one-on-one sessions, and performance evaluations to provide employees with opportunities to share their thoughts and concerns, and to receive feedback on their performance. Another way to engage employees is by providing opportunities for growth and development. The HR department can offer training and development programs, mentorship opportunities, and career advancement paths to help employees reach their full potential. According to Scott and stark, (2010), Incentives and recognition programs can also be effective in engaging employees. The HR department can create programs that reward employees for their performance, such as bonuses, promotions, and special recognition events. Fostering a positive work environment is also essential to engaging employees. The HR department can encourage a culture of teamwork, respect, and inclusivity by promoting open communication, fostering collaboration, and addressing any issues or conflicts that arise in a timely and fair manner. Providing flexible work arrangements, such as telecommuting, flexible schedules, and paid time off, can also be effective in engaging employees (Allen, 2009). These arrangements can help employees balance their work and personal lives and feel more fulfilled and supported in their roles.
              The role of the human resource department in a large hotel is crucial in ensuring employee engagement throughout the entire employee lifecycle. According to Padhi, (2015), Implementing an effective employee engagement model can help create a supportive and productive work environment, leading to higher levels of engagement, retention, and overall success for the hotel. The Gallup Q12 model is a widely recognized employee engagement model that focuses on twelve elements including career advancement opportunities, supervisory support, recognition and rewards, growth and development opportunities, positive work environment, good relationships with coworkers, open communication from management, supportive leadership, fair treatment, responsibility and autonomy, and a sense of purpose in work (Fredrickson, 2000). To implement this model, the HR department can conduct regular employee engagement surveys and assessments, using the results to identify areas for improvement and prioritize initiatives that will enhance employee engagement. For example, if the results show that employees are seeking more growth and development opportunities, the HR department can implement training and development programs, mentorship opportunities, and career advancement paths to help employees reach their full potential. Additionally, if the results show that employees are seeking more recognition and rewards, the HR department can create programs that reward employees for their performance such as bonuses, promotions, and special recognition events. The HR department can also work with managers and supervisors to promote a positive work environment, encourage open communication, foster collaboration, and address any issues or conflicts that arise in a timely and fair manner. An effective employee engagement model provides a framework for the HR department in a large hotel to engage employees throughout the entire employee lifecycle. By regularly assessing and addressing the needs of employees, the HR department can create a supportive and productive work environment, leading to higher levels of engagement, retention, and overall success for the hotel.
        The human resource department in a large hotel plays a crucial role in ensuring employee engagement throughout the entire employee lifecycle. Engaging employees has been shown to lead to improved job satisfaction, increased productivity, and reduced turnover, making it essential for the success of the hotel. To engage employees, the HR department must employ various strategies and tactics that are tailored to meet the unique needs and expectations of their employees. One example of effective employee engagement practices in the hotel industry can be seen at the Ritz Carlton, where they focus on creating a culture of caring and empathy, making their employees feel valued and appreciated. They provide a range of benefits, such as flexible schedules, career advancement opportunities, and employee recognition programs, which help employees feel valued and connected to the organization. Additionally, the Ritz Carlton places a strong emphasis on employee training and development, providing ongoing opportunities for growth and development that help employees stay engaged and motivated. Another example is the Four Seasons Hotels and Resorts, which has implemented a comprehensive employee engagement program that covers all aspects of the employee lifecycle. The program includes initiatives such as a robust onboarding process, performance management, employee recognition, and leadership development programs, as well as employee wellness programs that help employees maintain a healthy work-life balance (Moore, 2007). These efforts have helped Four Seasons achieve high levels of employee engagement and loyalty, leading to lower turnover rates and higher levels of customer satisfaction. The HR department in a large hotel must employ various strategies and tactics that are tailored to meet the unique needs and expectations of their employees. By adopting best practices from the industry, such as those implemented by the Ritz Carlton and Four Seasons Hotels and Resorts, the HR department can create a supportive and productive work environment that engages employees throughout the entire employee lifecycle (Albrecht, 2015).
         In conclusion, the human resource department plays a crucial role in ensuring employee engagement throughout the employee lifecycle in a large hotel. Engaging employees has numerous benefits for the organization, including increased job satisfaction, increased productivity, and reduced turnover. To engage employees, the HR department must employ various strategies and tactics that are tailored to meet the unique needs and expectations of their employees. Examples from the hotel industry, such as the Ritz Carlton and Four Seasons Hotels and Resorts, highlight the importance of creating a culture of caring and empathy, providing opportunities for growth and development, and offering employee recognition and wellness programs. These efforts can help employees feel valued and connected to the organization, leading to increased engagement and loyalty. The HR department must also have a comprehensive employee engagement model in place that covers all aspects of the employee lifecycle, including attraction, recruitment, onboarding, development, retention, and separation. By implementing best practices from the industry and regularly monitoring and evaluating the effectiveness of their engagement efforts, the HR department can ensure that employees are engaged and motivated throughout their time with the organization.
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