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“How to engage employees throughout the employee lifecycle”
Human resource management at hotels should encourage active participation from all staff. Motivating staff members to care deeply about and work hard towards the company's objectives (Vitt, 2019). When workers care about the success of the organisation, they are more likely to go the additional mile. It's also important to stress that employee engagement is a continuous cycle. The HR division of a company has to know what it is doing if it wants to retain its workers interested in and committed to the company over the long term (Allen and Turner, 2018). A significant aspect of the procedure is the "employee lifecycle," which begins with hiring and ends with retirement. Human resources departments at major hotels must, therefore, appreciate the need of maintaining staff motivation and engagement.
Engaging staff relies heavily on human resource management. Human resource managers help businesses with the recruitment and selection of new workers, as well as with the development and maintenance of positive working relationships with existing staff. In addition, it is up to management to ensure that employees have access to the training, information, and support they need to thrive in their roles (Arslan, 2018). Human resource managers are responsible for creating a work environment that encourages employees to work together and respect one another. They should also be on the alert for problems with employee engagement and satisfaction, and act on such observations. Human resources are all about fostering a work environment where people feel inspired to do their best (Yaneva, 2021). Specifically, this means facilitating workers' access to the learning and advancement opportunities they need to acquire the practical expertise they'll need to do their jobs. In addition, HR should make it easy for workers to have access to job descriptions, performance management systems, and other material that might help define roles and duties. Human resources' responsibility is to ensure that workers are provided with feedback and guidance that will help them develop into their full professional potential. Providing workers with incentives and rewards is also important for keeping them motivated over time. Incentives may be defined as anything that pays workers for their time and effort on the job (Gupta, 2019). Human resources should also work to create an environment that encourages teamwork, transparency, and confidence. Human resource managers should also look for consistent efforts to increase trust and cooperation.  Last but not least, HR is responsible for identifying and fixing low morale and disengagement among workers. Identifying and resolving possible problems that may hamper employee engagement and satisfaction are some of the issues that human resource managers should be dealing with workers to fix proactively (Warner, 2022). There may be positive results from an employee's engagement with a group at different phases of their development. Working together ensures that everyone is going in the same direction and adhering to the same guidelines. As a result, people are better able to work together and communicate, which boosts output and efficiency. When people work together, achieving organisational goals is easier.
It is obvious that a motivated workforce is essential to any company's success. The degree to which workers feel they have a role in determining their own path has a direct impact on their level of satisfaction and output throughout their careers (Warner, 2022). The employee lifecycle begins with finding and attracting potential staff. Building a solid reputation is an effective means of enticing talented workers to join the team. Attracting and retaining top people requires a comprehensive strategy that includes a strong employer brand, competitive compensation and benefits, and a focus on the company's values and culture (Torrington et al., 2018). In addition, companies should advertise themselves on social media, job sites, and any other sites where qualified applicants could be searching for work. Offering bonuses and other incentives for employees who recommend friends and family to vacant positions is a great way to get people to spread the word about the company. The second phase of an employee's lifecycle is recruitment, an integral component of the engagement of the employees. Major hotels' human resources divisions require efficient recruitment tactics if they want to fill available jobs with qualified personnel. Part of this is being aware of the educational, vocational, and professional requirements for different occupations (Swaney, 2019). In order to recruit the best people and ensure they settle in happily, it's crucial to plan the recruiting process in advance. Comprehensive job descriptions, in-depth interviews, and enough training and support may help with this (Swaney, 2019). Onboarding, the third phase of an employee's lifecycle, is just as important to retention as recruitment (Shen, 2021). The HR team is in charge of ensuring that all new employees have access to the resources they need to settle into their roles successfully. One of the first things that should be done is to establish an onboarding process that is easy to follow, and which includes orientation, training, and the distribution of relevant resources (Opayemi, 2020). Each new employee needs tailored onboarding services to ensure they get the specific help they need to succeed in their new position. The fourth phase of an employee's lifecycle is development, it is also crucial to employee engagement. The HR department's responsibility includes providing opportunities for employees to advance through the ranks. For this reason, it is important to help employees have access to educational opportunities and advance in their chosen fields (Tamayo, 2018). Human resources also have the responsibility of providing opportunities for staff members to expand their roles within the organisation. Retention occurs as the fifth and perhaps most crucial phase of the employee lifecycle. Therefore, it is the duty of the HR division to provide its employees with the resources and moral support they need to maintain their enthusiasm for and output in their respective positions (Shen, 2021). That means good compensation, a lot of significant benefits, and potential for advancement. In addition, HR should encourage an open and friendly work environment in which employees are valued and appreciated for their contributions. Separation, a natural component of the employee engagement process, is the last stage of an employee's lifecycle. Human resources departments must ensure that departing employees are treated with dignity and compassion (Mathis, 2019). Things like conducting departure interviews and distributing performance evaluations are part of this. Furthermore, HR has to ensure that employees who are departing are provided with the resources they need to successfully transition into new roles. Creating an inspiring environment at work is the responsibility of employers. Workers who are engaged in their job are more productive and devoted to their tasks, which may increase the satisfaction of customers as well as revenue and profit.  Employers should give workers with freedom, recognition, and promotion opportunities in order to maintain their engagement over the course of their employment (Kabst, 2020). Freedom may engage employees because this entails giving them the freedom to choose their own tasks and activities. Workers may be able to take on more responsibilities as a result of this flexibility. Additionally, it enables them to feel pleasure in their accomplishments. Workers should also be rewarded by their employers (Mathis, 2019). This may be accomplished via the use of incentives, acknowledgement, and gratitude. The motivation and involvement of staff members may be increased via recognition.
Supporting their professional advancement is another strategy to keep them engaged. There are opportunities available for training, training, and other forms of professional development. Workers who engage in professional development are better able to keep up with current trends and maintain their competitive advantage in the job market (Fisher and Southey, 2019). It also has the potential to improve the staff's skills and level of participation. Third, implementing an employee engagement model can be used for increasing employee engagement. The model may be used to evaluate and improve employee engagement within an organisation. Surveys, focus groups, and individual interviews are all potential methods for measuring employee satisfaction (Ekuma, 2021). In addition to staff turnover, engagement and absenteeism are possible indicators of opportunities for improvement. Employers have the opportunity to establish engagement programmes using such models.
The Gallup employee engagement model is one strategy that companies use to increase levels of employee engagement. This strategy for managing human resources is being used at a growing number of large enterprises, including hotels. This employee engagement model is a thorough method for analysing and enhancing employee participation at work (Collinson, 2021). This framework places special emphasis on the following four factors that have been shown to significantly increase employee engagement: basic, individual, teamwork, and growth. Having stable employment, enough compensation, and a secure workplace are all examples of what we consider to be basic for employees. In order for workers to feel appreciated and supported in their jobs, it is critical to meet these fundamental demands.  At the individual level, efforts are made to support workers in achieving their professional and personal goals by providing them with training and development opportunities, as well as public acknowledgement for their efforts (Collinson, 2021). Employees are more invested in their job if they believe their talents are being put to optimal use and that their efforts are appreciated. The necessity of getting along with one's co-workers and coordinating efforts effectively has been acknowledged by the teamwork level. People are more likely to succeed in their work and go the extra mile when they care about the outcome. Last but not least, the growth level emphasizes the need for a growth mentality and the necessity for workers to see their future with the company as one ripe with opportunities for development (Torrington et al., 2018). Companies that help their employees grow professionally and personally are more likely to keep their best workers on staff. When these four factors are prioritised, businesses may foster an environment where employees are motivated to work hard. 
In order to meet the expectations of hotel guests about service, hotel staff members need to be engaged. A culture that recognises and appreciates staff members should be encouraged in hotels. This might entail providing training on how to provide excellent customer service, as well as evaluating and rewarding performance. In addition to this, hotels should offer the staff positive feedback, such as for providing outstanding customer service, and ensure that they have access to the appropriate tools and technology (Abernethy and Dekker, 2021). For example, hotels can provide their staff with free gym memberships and participation in other health programmes.  A well-thought-out plan for employee engagement might keep hotel workers motivated and productive.
[bookmark: _Toc117162788]In a nutshell, hotel human resource management needs engagement. HR professionals seek to ensure that their employees feel appreciated and have a purpose in their job. They also foster trust, collaboration, and a positive atmosphere in the workplace. To be successful, any business needs the help of its employees. The stages of the employee's lifecycle include recruiting, onboarding, development, retention, and separation of the employee. HR must aid newly hired employees. This comprises a speedy onboarding process that includes orientation, training, and access to resources (Wayne and Martocchio, 2019). Productivity, devotion, and commitment among workers may all be increased via employee engagement. The development of a self-sufficient, recognised, and fully grown staff ought to be the primary priority of employers. Tracking and improving employee engagement is made easier for businesses by using employee engagement models (Kumar and Swetha, 2021). Hotels may analyse and enhance employee engagement with the assistance of the Gallup employee engagement model. They may benefit from a more motivated, productive, and engaged employee by adopting the model in the workplace.
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