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[bookmark: _Toc116778058]Introduction​
This is going to be an essay that incorporates the result learning from the module called personal resourcing and development, and as a consequence, there is going to be an examination of the role that the human resource department plays inside of a company that specializes in hospitality. Because it occupies a highly important position within the organization and, in conjunction with the other tasks described, makes a positive contribution to the overall health and profitability of the company. In addition, the duties that are carried out by the Human Resources department of the hotel will be described in the following pages. These descriptions will be accompanied by examples taken from the most successful people in the industry; the purpose of this is to give the reader a better comprehension of what is meant for them. It will contain how the human resource department is willing to engage employees, what the benefits of adopting these steps are, as well as demonstrating that the benefits are legitimate by using personal examples. The approach that the department of human resources intends to take toward employee participation will also be discussed. Because the employee life cycle is one of the tools that is utilized within the hospitality industry and within the human resource department the most, we will be concentrating a lot of our attention on it throughout the rest of this essay. This is because the employee life cycle is one of the tools that is utilized the most. It is going to be detailed all of the stages of the employee life cycle so that the reader can figure out the process of each of them as well as the significance of each of the stages individually. In order to make our thesis regarding efficiency easier to understand and to assist a more comprehensive grasp, we will also present some examples taken from the appropriate field to explain our claim.





[bookmark: _Toc116778059]The role of Human Resource Department  in engaging employees​
In spite of the fact that human resource management acknowledges the significant value addition that engagement can provide, there is still a tremendous distance to travel before we can realize the full potential of this idea. The research that we carried out in 2018 as part of the Global Employee Engagement Index reveals that just 25.3% of employees throughout the world are engaged in the work that they do, with the number for Europe being somewhat lower at 23.3%. 
Within businesses, the department of human resources has access to the necessary tools and knowledge to develop employee engagement initiatives that are successful. By taking these steps, human resources will be able to demonstrate to stakeholders not only their value as an integral part of the business but also their contribution to the overall performance of the company. (Global Employee Engagement, 2022)
The department of human resources is in charge of making sure that all employees have a compatible cultural background with the company. An organization's prospective employees need to be able to fit in well with the culture of the firm, and the HR department should get the impression during the interview that the candidate is a suitable match for the position. (Juneja, 2018)
After new workers are brought on board, it is the responsibility of the department of human resources to ensure that they continue to be employed by the company by maintaining the culture of the business. Because of the function that they play as mediators between an organization's stakeholders, its business goals, and its staff, human resources departments hold a particularly prominent place inside businesses. Because of this, they have a substantial advantage over the departments with which they are competing.
As a result of having this position, human resources is in a better position to ensure that the course of action and strategy decided by stakeholders is in line with the principles that guide the operation of the business. In this approach, human resources can add value to a company by helping to prevent potentially damaging rifts within the firm that could pose a threat to the culture. This is one way that HR can add value to a business. (Armstrong, 2003)
In addition to preserving the organization's culture, the department of human resources is accountable for making sure that the company's core values are effectively communicated on a consistent basis. The department of Human Resources is in the ideal position to enable continuous communication by contributing to the practice of keeping company values on the agenda. Given its dual role as a mediator and a business partner, Human Resources is in the ideal position to do so. This not only benefits the stakeholders, but it also assists the employees of the company in maintaining their sense of connection to and pride in the enterprise. (Beardwell & Claydon, 2007)
It is the duty of the department of human resources to maintain communication with the managers so that outstanding individual and team performances can be recognized and rewarded. One method that human resources can demonstrate their worth to an organization is by regularly presenting insights related to employee performance. This information can be collected from a variety of measurement tools, such as questionnaires given to employees. As a result of the fact that HR is in the best position to communicate crucial organizational indications to the rest of the firm, the responsibility for this function ought to come under their purview. (Beer et Al., 1984)
It's possible that the HR department can provide a hand in developing an atmosphere where praise and rewards are highly valued. In an ideal world, employees should not just receive gratitude from their superiors but also from the people they work directly with. One can exert a very positive influence on employees by providing encouragement and creating an environment in which praise is generally accepted and recognized by others. This is one way to accomplish this. (Bernadin, 2007)

[bookmark: _Toc116778060]Implementing Employee Engagement and its Benefits 
The major causes of presenteeism in the workplace today are mental health issues like as stress and worry. The obstacles encountered by employees add to their low productivity, which in turn increases their anxiety. Due to the fact that the signs of presenteeism are not as obvious as those of absenteeism, managers frequently fail to recognize it until it becomes a more significant issue. The good news is that measuring employee engagement can help you determine if your team is struggling and point you in the appropriate approach to improve employee job satisfaction. (Entrekin & Court, 2001)
Happier, more engaged individuals who feel supported by their superiors and teammates are fundamentally more productive. Remember to build an employee engagement positive feedback loop the next time you detect a decline in team productivity. (Fisher et Al., 2006)
If you want to construct a team that is capable of producing extraordinary results, you must retain your personnel. When team members join and go frequently, it is difficult for the group to produce its best work. When long-term employees leave a company, they take with them a wealth of valuable information and skills. In addition, training new employees requires a large expenditure of the organization's time, energy, and resources. (Gratton, 1994)
An employee who is committed to their goals, enthusiastic about their work, and satisfied with their job is less likely to leave. Therefore, if you improve employee retention, as  Premier Inn does you will have more engaged individuals who will make your team stronger, more experienced, and more capable of reaching its goals. (Guest, 1987)
The success of Premier Inn is contingent on its employer brand, and developing this brand begins with outstanding employee engagement. An engaged employee is more willing to advocate for their organization, which is more valuable than gold in the present labor market. (Pfeffer, 1994)
In fact, highly engaged organizations are frequently lauded externally on job search websites such as Glassdoor and by word-of-mouth so if you want your company to be regarded as one of the best places to work, you must ensure that your ambassadors are always content with their jobs and driven to perform at the top level. Utilizing employee engagement surveys as a way for tracking these KPIs is highly advantageous. 
If a worker is under extreme pressure or is expected to be constantly available, they will eventually get disenchanted and fatigued, regardless of how much they enjoy their job as a  strong corporate culture will encourage employees to maintain a healthy work-life balance, which will result in a more engaged workforce. This is of the utmost importance in remote or distributed teams, because the distinction between "work" and "home" is frequently blurred. You are able to manage your team in such a way that equilibrium becomes the norm such as the managers of Premier Inn do. (Ramswami, 2000)
Establish inflexible and crystal-clear boundaries for work-related communication, business hours, and vacation time are vital in Premier Inn company. Publicly encourage employees to take breaks, plan long weekends, and participate in extracurricular activities. People will respond well to this. Ensure that everyone is comfortable with the notion of shutting their accounts early if their obligations for the day have been done.(Tayeb, 1987)

[bookmark: _Toc116778061]Employee lifecycle​
The lifetime of an employee is a never-ending cycle in which the level of engagement at each stage influences the subsequent stage. A departing employee having a positive relationship with the company may, for instance, recommend a candidate for consideration for a future position or as a successor for the outgoing employee. In addition, the findings indicate that individuals who are employed through referrals remain with the organization longer and report greater work satisfaction. Consequently, it is necessary to make consistent efforts to engage employees throughout the employment lifecycle. Ultimately, doing so will enhance recruitment efforts, employee retention, and productivity. (Ulrich, 1997)

[bookmark: _Toc116778062]Attraction​
Your company's hiring procedure is not the beginning of an employee's experience with the organization. It all begins with the first interaction customers have with your brand. The most talented employees will not join a company that does not respect and pursue excellence. Unbelievably, 92% of respondents would contemplate leaving their current employment for a position with a company with a strong reputation. Both of these numbers are astoundingly high. (Storrey, 1992)
For example, While every team member in Premier Inn has the power to provide social recognition, HR and leadership are normally responsible for delivering monetary rewards. (Storrey, 1995)

[bookmark: _Toc116778063]Recruitment​
Recruitment involves more than only analyzing and selecting candidates from a candidate pool as candidates will have the opportunity to learn more about your organization and determine whether or not they are interested in working there. By selecting candidates for employment in Premier Inn who reflect the values and beliefs of the organization's culture, it is possible to have a positive effect on all stages of the employee life cycle and with the aid of the following guidelines, it is possible to implement an effective recruitment procedure that attracts qualified candidates. (Muvija & Peters, 2021)

[bookmark: _Toc116778064]Onboarding​
Onboarding is a crucial operation that follows recruitment and includes everything necessary to transform a prospect into a productive, acclimated employee while the process of onboarding a new employee needs significant effort and is not simple as among the activities associated with onboarding are explaining the nuances of the employee's new position, executing administrative tasks, and introducing the individual to the company's culture. On the other side, in Premier Inn, it could be the difference between a team member who contributes to its overall success and one who suffers and, as a result, leaves the group earlier than anticipated. (Baker, 2022)


[bookmark: _Toc116778065]Retention​
The challenge associated with retaining employees begins with the hiring process so in order to fulfill its goals, your organization is responsible for acquiring the trust of its team members and demonstrating that it merits their daily attention. The good news is that many of the tactics that have been shown to be the most effective for increasing employee retention are also among the strategies on which your firm should already be concentrating in order to attract and recruit talent and as effective  techniques of employee retention include recognizing employees for their accomplishments, fostering a winning culture, and placing an emphasis on the quality of team leaders. (Gonzales, 2019)

[bookmark: _Toc116778066]Development​
The development phase of the employee life cycle comprises all factors that contribute to an individual's growth within a company and this encompasses both acquiring new skills and advancing professionally inside the organization. As a consequence of their hard work and dedication, this phase of the employee life cycle has the potential to propel your company to new heights so, Premier Inn team members will be able to perform things they never believed possible as a result of their engagement in professional development, and your workforce will become more customer-centric. (Kitto, 2020)

[bookmark: _Toc116778067]Separation​
The termination of an employee's job need not be a stressful affair, though. Consider it an opportunity to enhance your expertise and a chance to convert your former employee into a lifelong supporter of your company. Consider the objective of the offboarding process as aiding the employee in taking the next steps of their career path with confidence and respect. This will give you a different perspective on the process. (Ramesh, 2020)

[bookmark: _Toc116778068]Conclusion​
The employee life cycle is a helpful tool; nevertheless, each stage of the cycle may be challenging to understand at first. We should count our blessings that HR and managers now have tools at their disposal to enhance the overall experiences of workers while they are on the job.
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