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Introduction
Human resources are the division of the business that is responsible for finding, screening, recruiting, and training job applicants. This department also administers employee benefit programmes and handles compensation, benefits, and termination of employees. Thus, the human resource department plays a significant role in employee engagement in any business organisation. The following essay will showcase the importance of the human resource department in engaging the workforce in the hotel industry. In addition, the role of the HR department in making strategies to engage their team throughout the employee lifecycle based on large hotels will be discussed. The employee lifecycle consists of attraction, recruitment, onboarding, development, retention, and separation. Thus, each component of the cycle will be elaborated keeping in mind the large hotels present in the United Kingdom such as Marriott and The Grand Hotel. Further, relevant examples would be provided of how the HR department could engage the teams in the tourism sector. Along with this, the essay will take up a relevant employee engagement model that could be implemented by HR for the employees in the tourism industry. Lastly, with adequate examples from the industry, the model will be justified in the ensuing essay.


Discussion 
Human Resource is a significant core function of a business entity that is involved in different aspects of the business entity. More than this, the HR department is responsible for ensuring a positive workforce and improving the performance of the employees (Saks, 2022). This means that HR is also partially responsible for the performance of a company’s workforce. Furthermore, in hotels and restaurant businesses employees are always required to be determined and focused on their job which defines the overall organisational performance. HR plays an essential role in employee engagement in any company and specifically in hotels. Ensuring all the employees have the appropriate skills, environment, and tools to perform their job efficiently is a significant job role of HR professionals. Moreover, HR professionals always focus on developing the performance of employees which keeps the workforce experience and skills knowledge equal to collaborate and work together effectively. On top of that, the employee performance development that is ensured by the HR professionals keeps employee dedicated towards their work and improve engagement (Othman and Mahmood, 2019). 

Employee engagement can be significantly improved with the proper help of HR professionals as they have a role in the development of the workforce in hotels. There are specific procedures or aspects that HR professionals are required to consider keeping their staff members highly engaged with their work (Gleeson, 2017). Understanding the new recruitments and freshers is the initial stage of developing job engaging behaviour. Furthermore, tools are another significant aspect in improving employee engagement among staff members within hotels. In addition to that, communication is a key aspect that helps in improving various aspects of performance including work engagement in hotels (Lytle, 2017). Therefore, communicating the organisational performance of the hotels to their staff members will create a sense of belonging and giving them enough time and environment to grow is the most significant part (Fan et al., 2021). Encouragement, rewards, and supporting team engagement is the key to developing a strong bond with the workforce that allow staff members to engage more with their workforce. Apart from that, an engaging team can be a lot beneficial for any hotel given the efficiency and productivity in work they offer to their consumers. Additionally, an engaged team can create very beneficial for a hotel, as it can create a collaborative atmosphere which in return might lower the absenteeism rate of staff members and other employees. Increased or higher productivity is another advantage of keeping a team engaged with their work which also enhances the organisational performance of the hotel or improves the services they offer to their guests (Powell, 2020). on the other hand, the enhanced engagement of a team can also reduce the employee and staff turnover rate of a hotel. For example, Marriot is a famous hotel chain that allows their teams to collaborate and improve their engagement which enhances the services they offer to the guests. it also reduces employee absenteeism and turnover rate for the company (dalecarnegie, 2018). 

According to Olena Gladka, the employee lifecycle model can be defined as a systematic framework that explains numerous significant stages that an employee is required to go through as they move forward and engage more with their hotel (Gladka et al., 2022). Furthermore, it allows a hotel to comprehend each stage that employees go through and work on improving those aspects that will enhance the experience of employees and staff members while they work with the hotel. It influences the morale and satisfaction of employees which increases the possibility of the employee being retained and remaining loyal to the hotel for a longer time. An employee lifecycle model comprises six different yet significant stages and each stage explains the stages and expresses the experience that employee face after joining the hotel. Each stage has its significance for making the employee experience a lot better within the workplace. The first stage is an attraction which can also be described as the first impression that hotels create of themselves in front of their employees (Ampofo, 2020). This means that hotels need to keep their brand image as attractive as possible because a suitable candidate first interacts with the hotel when they know about the brand name for the first time which is why attraction is the first stage (Kraneis, 2022). Further, the second stage is the recruitment stage where a hotel always focuses on getting the best talent available from the labour pool. The treatment and behaviour of staff and employee recruitment professionals are significant in this stage because it creates a good image among the candidates even if they get rejected. Onboarding is the third essential stage of this model where the selected candidates are hired and get onboard for their new journey and experience the workplace of the hotels. This is an appropriate stage where companies should start making moves and welcome their new recruitment appropriately to create a safe environment for that employee to work. In addition, Retention is the fourth significant stage of the employee lifecycle model where a company identifies their best talents and works on keeping that employee or staff motivated and satisfied with the hotel's working ambience. This helps in retaining highly talented employees more effectively. Next comes the career development stage, which is considered a very significant stage, for employees as well as the hotel. This is because in this stage a company focuses on developing strategic planning to develop the performance of their talented employee and harness them into professional staff and employees. It rapidly influences the workforce productivity and improves the performance of other employees as well, which is always good for the reputation of the hotel. The last stage of this model is the separation stage, this stage is also essential for hotels to consider as it enables them to understand the room for improvement by assessing the offboarding of the employee. At this point employees generally leave the hotel and the reason for their departure allows the hotel to understand and make amends when they get another opportunity (Close, 2022). 

Low employee engagement remains a constant issue for many businesses, no matter the size. Often, it is the HR team that is tasked with measuring and solving employee engagement problems. Poor employee experience is a critical challenge for any business including the tourism industry. leading to low productivity and profitability (Riley, 2022).  Engaging a team can be testing for any organisation. Examples of a few strategies that can be used to engage the members can be communicating regularly and clearly. Providing clear instructions and taking recommendations from the employees should be the first thing for the HR department (Men et al., 2020). This, in turn, will help to gather the needs and wants of the employees. Another important step to ensure employee engagement is to ensure and invest in their well-being. Organisational culture and behaviours that the employees are expected to exhibit should be demonstrated by the human resource department. Taking daily feedback and working on it should also be on the itinerary of the department. In large hotels, the number of employees working is higher than in small or medium hotels. Also, there is a hierarchy put in place to ensure quick service to the customers. Therefore, HR must make connections between all levels to avoid confusion. While recruiting, the department should also convey the organisational goals and deliver on the promises made to build trust. A fair working environment devoid of cultural and caste differences should be culminated in large hotels to attract a skilled workforce (Newbery, 2019). 

An employee engagement model and its implementation can help to understand how the big hotels in the United Kingdom can keep their workforce active (Duthler and Dhanesh, 2018). The Zinger Model of employee engagement sheds light on 10 essential actions that human resources can implement to engage their staff. David Zinger's employee engagement model goes with a pyramid structure (davidzinger, 2022). The bottom row of the model dwells on the necessities required to ensure good work. The key strategies focus on well-being, living the energy, making meaning, and leveraging strengths. Followed by it the second row is about uniting the company. To do so, along with general team building, opportunities should be created by the leaders to encourage engagement. Rewards and recognitions are also part of this strategy. The third row of the pyramid is about building blocks of individual and community engagement to reach practical results. To maximise performance, any tools creating a barrier for the staff should be removed. In between promotions and goal achievements, a system for tracking and communicating should be created. Finally, the top of the pyramid is about achieving results. The end goal of any engagement initiative is to enhance profitability and productivity. To reach these results it is important to define strategic engagement objectives (Liston, 2019). 

The hotel giants in the United Kingdom such as J.W. Marriott hotel group and The Grand Hotel chains can instruct their HR departments to implement the Zinger Model of employee engagement to keep their workforce motivated and, in the process, ensure more profitability and progress for their business (Pate and Tharkude., 2021). For instance, Marriott's huge workforce requires to be ensured their well-being to deliver their best. Psychological safety, cooperative team leaders and managers, ample vacation times and sick leaves will ensure better productivity from them. Moreover, for the growth of individual strengths, a positive work environment is required. The hotel giant can also ensure unity in the company by building relationships between different work levels; from the ground staff to the managers. In addition, Marriott can also ensure increased performance quality by giving timely promotions and recognition to all the staff. After, following all the levels of the model, lastly, the hotel group can expect profitability and productivity (MacLennan, 2021). They can target hard metrics like employee engagement and retention and team KPI improvements and tailor their actions towards a tangible outcome (vantage circle, 2022). 

Conclusion
Considering all the facts and discussion in the above essay it can be concluded that human resource management is an essential department in any organisation to keep hiring and retaining a skilled workforce. The research has revealed that large hotels with huge employee counts can only progress with the support of human resources. Thus, the role of human resources in engaging a team is undeniably supreme. Also, the advantages of engaging a team to align industry goals and objectives with employee benefits are acknowledged in the essay. Engaging the employees leads to more revenue generation and a good image of the brand in the public, as well as fabricating a bond of trust among the staff. Hence, the large hotel brands in the UK invest in their respective HR departments to invest in their workers. With relevant examples shown in the essay, it is deduced that the department can make use of relevant strategies to motivate their staff. Lastly, the Zinger model could be used by large hotels to engross their workforce to boost their business. In this context, the hotel giants such as Marriott and The Grand are used to justify the implementation of the model by the HR department.
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