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Introduction
The essay will focus on the activities the human resource department must employ in a hotel to engage staff and employees during their employment lifecycle in the respective organisation. Moreover, the essay would also throw light on the detailed information about employee lifecycle and concerns to engage the workforce throughout their tenure. Further, the essay would discuss the process and advantages of engaging employees along with a detailed employee engagement model and its application in the hotel industry.
Role of human resources in engaging the employee
Human resources have an important role in engaging the employee. Human resource management is defined as the management of people in a company. They are considered to be the most important resource in any organization. They are responsible for retaining the best people. In most companies, they are the first point of contact with employees. A lot of companies have started focusing on the human resources department to maintain their organizational culture and values (Pham et al., 2019). Employees have been identified as the most important resource in the organization. Employee engagement is the willingness of employees to work hard for the organization (Al-dalahmeh et al., 2018). They can do this by making sure that all employees share in the company's success, and that everything is communicated to them on time. Human resources are also responsible for making sure that employees are well-trained and that they have a clear understanding of their job description.
How to engage and the advantages of engaging a team
Engaging a team is essential for any company's growth and success. When they engage a team, they're not just adding people to their payroll—they're also creating a powerful network of individuals who can share ideas and help the reach their goals.
The advantages of engaging a team are numerous:
- the employees will have the opportunity to collaborate on projects and challenges, which helps them develop skills in areas that may have been difficult for them to learn on their own.
- Employees can be able to build a stronger sense of camaraderie between the employees as they work together toward common goals (Newman and Ford, 2021). This can help attract new talent, who will likely feel more comfortable working with people they know well.
- Employees will gain experience with management techniques that will help them become better leaders in the future (Caligiuri et al., 2020). This can help the company grow faster than it would otherwise if each employee had to learn these skills individually or through training programs from outside sources like online courses or books.
The Employee Lifecycle
Employee lifecycle is a term used in human resources to describe the stages that employees go through from the time they are hired to the time they retire.
Attraction
When recruiting, the employer has to have a competitive offer to acquire the best talent. A competitive offer starts with a competitive pay package. It is important to set an employee’s expectations correctly (Zaharee et al., 2018). For example, companies that offer unlimited vacation time are not likely to be able to offer competitive compensation packages. Employers can attract candidates by offering benefits beyond compensation, such as family leave, childcare, and opportunities for career development (Kumari and Saini, 2018). It is also important to provide a work environment that matches the candidate’s expectations. Employees want to know about the company culture and the work environment before accepting a job
Recruitment
The recruitment process is a crucial step in the employee life cycle. To ensure that companies are hiring the right people for the business, it's important to have a clear understanding of what skills the company needs in a new hire, as well as how they will be used (Black and van Esch, 2020). This will help them make sure that they are hiring someone who is a good fit for the position and its requirements.
In addition to assessing the specific skills required by the organization, it's also important to consider what type of worker they want to hire. The best way to do this is through an interview process that involves asking questions about their past experiences and how those experiences relate to their abilities at work. 
Onboarding
Onboarding refers to the process of bringing new employees up to speed with company culture, goals, and policies. It may include tours of the company space, introductions to other co-workers, or orientation programs designed to help staffers with their first tasks. The traditional process of onboarding a new employee typically entails a series of steps that are completed before the employee's first day on the job (Ziden and Joo, 2020). One of the most important steps in this process is the new hire onboarding process. New hires will typically be given an overview of the company, their department, and any benefits that are available to them. New hires will also be eligible for orientation sessions, which will go over the company's policies and procedures. New hires need to have an understanding of where they are going to work and what they are going to be doing each day. The onboarding process can vary by company, but in general, it's a way for new employees to get acclimated to the company culture, mission, and expectations before they start working (Maula, 2022).
Development
The development of the Employee Life Cycle is an essential element in the strategy of human resources management. In the development stage, there is a need to establish the individual’s work history and work ethic (Farkas and Romaniuk, 2020). In the initial stage, it is important to ensure that the individual is meeting the company’s goals and objectives and that he or she is gaining experience in their assigned tasks. The company should also be able to decide of whether they should be retained in the position due to poor performance or if they are a valuable asset to the company (Davidescu et al., 2020). The company should be able to see if the individual is meeting or exceeding expectations. If not, the company should be able to articulate how the individual could improve upon their performance and what steps can be taken so that they are successful in meeting expectations. The company should also be able to determine whether or not the individual is meeting expectations and where they are in their career path. If not, then steps should be taken so that their performance increases and benefits to the company increase. 
Retention
Retention in the employee life cycle is a common challenge for HR professionals. For example, many employees are hired at the beginning of their careers and then leave before they become fully productive members of the company (Gray and Suri, 2019. ). This can be caused by several factors, including poor performance or negative work experiences that cause employees to feel disconnected from their company and its mission.
One way to improve retention is to build a culture where employees feel valued and connected to the organization's purpose (Yue et al., 2021). Creating a positive working environment will help retain employees who might otherwise leave because they don't feel like they are being treated fairly or have been given an opportunity for professional growth. 
Separation
The separation stage is an important part of employee engagement, and it's also one of the most challenging (Dubbelt et al., 2019). This stage occurs when an employee leaves the company and their job responsibilities become less important than their concerns. They might have a new job at another company or be looking for a new role in their current organization. When this happens, the employee may feel frustrated and angry about leaving behind the friends and colleagues they've worked with for years. They may also feel angry at themselves for having missed out on opportunities in the past that they would have been able to take advantage of now that they're working somewhere else (Bennett et al., 2020).
Examples of engaging a team
The best way to engage a team is by providing a clear purpose for their work and holding them accountable for the progress they make. 
It's important to be clear about what they want from the team—what are they expected to do? What are they responsible for? How do they get feedback on their work? If there isn't a clear answer, it's not going to be easy for anyone to stay engaged or motivated.
It's also important to hold the team accountable for their progress. This means that if someone isn't meeting the expectations of the project, it's reasonable for the person in charge of that part of the project to assume some responsibility for what has gone wrong (Contreras et al., 2020). It also means that there will be consequences if things don't go according to plan, which can help reinforce accountability among everyone involved in the project. Some Examples which could help to engage the team:
Example 1: engage the team by giving them a weekly task or project they can work on together, or ask them to do a small piece of work that is not related to their job (Dodanwala et., 2022).
Example 2: engage the team by asking them to bring in something we need, or I could ask them to help me with a problem at home.
Example 3: engage the team by asking for their help in making decisions about our company, or get feedback from them on an idea for a new product.
Employee engagement model and its application
The most relevant and suitable employee engagement model that a company must follow is The Deloitte engagement model (Burnett and Lisk, 2019). This model is a framework that helps organizations understand the impact of their business and IT strategies on the organization. The model was developed by Deloitte Consulting LLP, which provides consulting services to businesses and government agencies.
Deloitte's engagement model is based on six key dimensions:
Technology: The ability of technology to enhance an organization's ability to reach its goals.
People: The people who make up an organization and their skills and capabilities, as well as their attitudes toward change.
Performance: How an organization performs against its goals, measured by a set of indicators that can be developed from these key dimensions.
Capabilities: The specific resources or competencies an organization needs to perform well in the future. These can include people with relevant skills or knowledge, processes for acquiring those resources (such as talent management), financial resources or funding sources for new initiatives, etc.
Change: A change in one or more of these dimensions leads to a change in performance levels across all six dimensions; this is called "the Deloitte engagement model".
Examples from the hotel industry regarding Employee engagement
Employee engagement has been a major focus for hotels in the past few years, and it's become a topic of discussion around the industry.
One hotel chain surveyed their employees to see what they thought about their workplace, and it turned out to be an important factor in their decision-making about where to stay. One employee said he was "more likely" to stay at a hotel that had good employee reviews than one that didn't.
Another hotel chain found that their employees were more likely to leave if they weren't happy with their work environment or if they felt like their jobs weren't fulfilling. The company decided to focus on improving its employee satisfaction rate by offering bonuses for high ratings and better benefits packages (Ghani et al., 2022).
Another hotel chain surveyed its employees to find out what they wanted from their workplace—including things like flexible schedules and better communication between management and staff members. The results showed that these changes would make employees happier in general, but happier workers are also more productive workers.
Conclusion
In conclusion, the employee life cycle is a critical aspect of employee performance management. It helps organizations understand how employees are performing and whether they are ready to advance or need further training or mentoring. The life cycle model also provides insight into what areas of the organization should be prioritized for development (Sharma et al., 2021). During the hiring process, companies can use this model to identify which candidates are most likely to fit with their company culture and values, as well as how they might fit into the organization's current structure.
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