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[bookmark: __RefHeading__308_457569252]	Employee Engagement is defined as the degree to which the employees invest in their cognitive, behavioural and emotional energies towards organizational outcomes in significant manner (Sun and Bunchapattanasakda, 2019).
	Human Resource Department is the department within organization which is responsible for finding, recruiting, screening and selection process and training of job applicants (Mahapatro, 2022).
	Recruitment is the process which positively denotes finding, screening, hiring and on boarding the employees skilfully at right positions with right roles and responsibilities (Delecraz and et.al., 2022).
Team is defined as the group of individuals working together with different tasks and skills to achieve a common goal (Short and et.al., 2019). 
[bookmark: __RefHeading__310_457569252][bookmark: __RefHeading__312_457569252]	Therefore, the essay will address and involve the description of how to engage the employees throughout the employee lifecycle. Moreover, role of human resources in engaging the employees of large hotel will be described in specific manner. Further, the essay will also provide the information regarding how to engage and advantages of engaging the team. Furthermore, employee engagement model and examples of engaging the team will be described in significant manner. This will further involve into explaining the employee lifecycle process in detailed and effective manner. Examples of hotel industry will be provided which will enhance the process of focusing on the key aspects of essay skilfully. 
The Human Resource Department are the set of people within the organization charged for finding, screening, recruiting and hiring and training the job applicants within the organization or company (Garg and et.al., 2022). The human resource department helps in keeping the employees of hotel industry safe, satisfied and healthy. The HR department also formulates certain rules and policies which processes the overall functioning of the organization or company at large scale. 
It is evident that the Human Resource department must employ in a large hotel to engage employees throughout out the employee lifecycle within the company. This create value of the hotel industry in the business and helps in assessing the different aspects of the growth and development measures of the hotel industry. It is very important to engage the employees so that they effectively contribute to the industry (Garg and et.al., 2022). The HR department of hotel industry should employ these characteristics to engage the employees throughout the employee lifecycle and these are – positive team building strategies, provide healthy work environment, manage the compensation of the employees working, create benefitting plans, keep the records of each employee, provide the employees’ salary and other major benefits.
It is very important to keep the employees intact towards their job roles and responsibilities so that they are able to initiate their own growth and development within the hotel industry (Saeed and et.al., 2019). However, there are some other aspects which play important role in engaging the employees of hotel industry. Human resource department is the main channel through which the information and details of the employees is officially recorded. 
The role of human resource department in engaging the employees is -  HR of the hotel industry ensures that employees have the right skills, tools and other resources so that they are able to engage into the different types of activities and tasks undertaken (Shah and Soomro, 2023). The delegation of tasks and responsibilities to the employees makes the employees feel more valued and this helps them to engage into various other tasks which makes the performance better. The HR department also helps in achieving the goals and objectives by shaping them in skilful manner in hotel industry. The employees in hotel industry are aware of the opportunities and the benefits they are provided so as to improve their performance. 
	It is very essential to engage the employees in their work and achieving effectiveness in the performance. To engage a team, the hotel industry must focus on – providing professional development opportunities, creating a mentorship program, by creating team activities and bonding the members by forming a team, celebrating milestones of employees and personal dates, reinforcing vision, mission, values and goals of the industry (Agarwal, 2021). As to engaging the team, it is also considered that the team members within the hotel industry are categorized as important which enables to understand the advantages of engaging a team and these are mentioned as – 
Advantages of Engaging a Team – There is decrease in the burnout of team members, increase in the productivity of the team members working together, reduction in the stress levels while working, Collaboration is improved, absenteeism is lower, better services to customers is provided, team commitment is greater, low level of turnover of team members from the hotel industry (Shah and Soomro, 2023). These major advantages help the team members to actively take up their roles and responsibilities in significant manner and at large scale. 
	Moving further, for keeping the employees engaged, employee lifecycle is to be framed so that the employees are able to create value within the hotel industry. Employee Lifecycle is the process which depicts entire period of journey of employees in the organization or company from hiring to retiring (Saeed and et.al., 2019). Employee Lifecycle plays and important role in determining the key essential points which denote appropriate process to be followed for the hotel industry and this constitutes – 
There are six stages of employee lifecycle and these are described as below - 
Attraction – It is the first stage where the company invades an open position in the market as within the hotel industry. Active and passive talent is attracted by raising the brand awareness in the hotel industry (Al‐Ghazali and Afsar, 2021). By enabling great culture to the employees within the hotel industry becomes a major part of the attraction for the candidates. By also offering benefits and compensation, candidates are attracted to the given opportunities in the market.  
Recruitment – This is the second stage where the industry seeks out the best talent to join the organization in skilful manner. Recruitment occurs when the existing position of the employees becomes vacant or there are some other new joiners to refill the position (Jones, 2021). For recruiting the right talent for team, asking for referrals, various recruitment platforms become important and significant for the employees.  
On boarding – The next stage is on boarding stage which involves in depth understanding of the position, identifying the attitudes of employees towards their roles and responsibilities, observing the knowledge, skills and behaviours of the employees skilfully (Singh, 2019). On boarding of employees becomes easy by providing the employee appropriate job description, outlining clear expectations, discussing company’s mission, vision and values. 
Development – The continuous professional encouragement of team is where the development is concerned and headed for achieving the goals significantly. This is the significant aspect for skills to be developed in effective manner (Cattermole, 2019). The employees working for achieving their goals denotes that they are responsible for their own development. 
Retention – This is the fifth stage which includes focusing on keeping the eyes on effective employees so that they are happy and satisfied in their job roles and responsibilities at large scale within the hotel industry (Itam, Misra and Anjum, 2020). To ensure retention is done in significant manner the key points to keep the focus intact are – cultivation of positive relationships among the employees, hiring the right people, openly communicating organization vision, mission and values. 
Separation – This is the final stage where the employees retire or leave the organization. To keep the process of separation formalized the key points to be included are – remaining positive, asking for feedback, reason behind resignation of employees (Kwon and Park, 2019). This helps in smoothly running the overall collection of the final documents of the employees within the hotel industry. 
Apart from the employee lifecycle process, providing examples of how to engage the team will also be beneficial and these are – 
Example 1 - In Premier Inn Hotel, employees are provided benefits which involves their job security and providence of lean and safe working environment keeping the employees intact towards their job roles and responsibilities to be completed for goals to be accomplished significantly (Lee, Cameron and Hassall, 2019). 
Example 2 – For keeping the teams engaged, The Landmark London Hotel provides learning and development opportunities to the employees which makes it essential for the employees to learn different skills and enhance their professional behaviours for their career growth and development (Miterev, Jerbrant and Feldmann, 2020).
Example 3 – The Britannia Hotel ensures that all the employees are informed about the new strategies and the goals to be achieved and this helps the overall hotel industry to take in charge of the updates in the new policies and procedures in specific and detailed manner at large scale (Yitmen and et.al., 2021).
Therefore, it becomes essential to address the examples which addresses the engagement of the team within the hotel industry. It is also observed that the hotels are providing various facilities and services so as to keep the team engaged and intact towards their responsibilities and roles. 
[bookmark: __RefHeading__2411_559310541]It is also indicative that to facilitate the teams to enhance their work Employee Engagement Model is used which is described as below – 
Employee Engagement Model and its Implementation – The employee engagement model is best described as – 
Robinson Employee Engagement Model - Dilys Robinson created a diagnostic tool which helped in understanding the building blocks to be implemented for employee engagement at high level. These building blocks are described as – 
Line Management of Good Quality – The line management works in a process when they work positively for engaging the employees (Okumus and et.al., 2020).
Two – Way Communication – Communication is the key to success as it enables the employees to communicate with appropriate messages. 
Internal Cooperation to be Effective – For engaging the employees within hotel industry, it becomes mandatory to check the internal cooperation patterns.
Focus to be Developmental – The focus of the employees is to be observed as developmental and growth is then attained (Im, Kim and Miao, 2021).
Employee Wellbeing Commitment – This aspect ensures the health and safety of the employees is taken care of inn the hotel industry. 
Commitment of HR Policies and Practices – The managers are committed to follow the HR policies and practices helping in the employee engagement process (Okumus and et.al., 2020).
Furthermore, it is also observed that there are some key examples which are identified in the hotel industry. For explaining this. Some examples from the hotel industry are undertaken and these are as follows – 
Examples from Hotel Industry – As the hotel industry serves different sectors such as in restaurants, café, pubs, cafeterias. These different sectors serve different types of services which enables different characteristics of the hotel industry and how effectively they are working within the hotel industry (Kim and et.al., 2020). It is also identified that there are different strategies which helps in addressing to the perspective of initiating the processes and functions in signified manner at large scale. Hotel industry serves different purpose which facilitates the customers and the guests as per their needs and demands appropriately. The restaurants serve the best facilities which helps in embarking the food specialities and various other dishes and meals. The café also serves the dishes as per the breakfast, lunch and dinner times. Snacks and other beverages are served at the café and this indicates that the hotel industry is providing facilities and services as per the changes in the environment which helps the business to flourish and grow in future. 
Thus, it is concluded from the above essay that how to engage the employees throughout the employee lifecycle was described in significant manner. Moreover, it was also found that role of human resource played an important role in engaging the employees in hotel industry. Furthermore, it is also analysed that the advantages of team engagement were also beneficial for the hotel industry and therefore the employee lifecycle was also determined and described in specific manner. However, it is also idealized that there are major benefits of engagement in hotel industry and these are determined as – positive impact on the turnover rate, customer relationship is improved and enhanced, increase in productivity, profitability resulting in growth and development of the industry etc. It has been also found that the employee engagement has resulted in being the beneficial process which contains significant characteristics while engaging the team in the hotel industry. Finally, the employee engagement helps in creating value to the hotel industry and this engages the overall development and involvement of the team and the HR department of the industry. It has been also found that the employee engagement process is beneficial for the employee benefits and the overall hotel industry effectively.
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