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Hotels must engage their employees throughout their lifecycle to provide the best customer service possible and protect their profits. Engaged employees produce better results and happier guests, as well as higher rates of retention and productivity, which are essential to keeping a hotel profitable. The more engaged employees become in a company, the more knowledge they gain about that company’s needs and operations (Armstrong & Taylor, 2020). To top off, engaged employees tend to be less stressed at work. This is because engaged employees become involved with the company and are more invested in their jobs and, therefore, feel they have a stake in what is happening. This makes them more willing to go the extra mile for their company. Thus, the human resource (HR) department must ensure the hotel engages its employees because it is responsible for providing a steady stream of high-quality, qualified candidates to the company. 

The Role of Human Resources
The role of HR in engaging the employee is to ensure that all new employees, whether part-time or full-time, are well-trained and adequately prepared for their jobs. Training programs can help employees learn about a hotel’s values and standards to establish a cohesive team. Training allows employees to get up-to-speed quickly; studies show that training also reduces costly turnover by 50 percent or more (Armstrong & Taylor, 2020). Properly trained employees can receive higher wages as well. Studies show well-trained, engaged employees can add as much as 65 percent to a hotel’s operating profits. Therefore, human resources professionals are often seen as managers who oversee day-to-day activities in HR and assist with recruiting, onboarding, retaining, and separating employees. 
A company’s commitment to employee engagement will spread throughout the employee lifecycle, impacting all levels of employees. In addition to increasing the productivity and output of each employee, engagement will reduce unnecessary turnover, which reduces training and vacancy costs (Vardarlıer, 2016). HR can also use various strategies to engage employees in their hotel. They can create an employee champion program that recognises employees who display exemplary customer service and foster a positive image for the company by being role models for other staff members (Torrington et al., 2020). They can do this with the front desk, housekeeping and bell team, and those who work in other departments.

Engaging Teams
Team building is essential to engage employees throughout the employee lifecycle. When a team is created and run by top-down orders, their enthusiasm for the work may be limited (Kwon & Park, 2019). When team members are empowered to make decisions, even on small matters, they feel more like stakeholders in their organisation, which builds more outstanding commitment and teamwork among those employees—two things that hotels need from their workforce if they want to remain competitive in the tourism industry (Friedman, 2012). Studies have shown that engaged employees become more loyal to the company and stay longer than average employees. This can translate into higher rates of retention for hotels.
Team membership is one of the most important tools for HR’s engagement process. Teams enable HR professionals to find the company’s needs and are committed to providing superior service. A single full-time employee working in HR can’t attract or retain enough qualified candidates. HR must work with human resources throughout the hiring process, not just during interviews (Johnston et al., 2012). Research what types of roles are in demand and hire employees from those groups, such as ex-military personnel, local people with ties to a community, etc. Providing a limited number of open positions will engage employees who will fill them quickly.
To get the most out of a team, managers should structure teams around customer service values and goals rather than specific tasks. The emphasis should be on training employees to identify problems, solve them, and prevent them from happening again, in addition to using their talents and strengths to meet business goals (Murton et al., 2010). That way, employees will feel more engaged in their work because it will be clear how it affects other people’s work or customers’ experiences. In addition to engagement, managers must ensure each position has a clear purpose and focus. For example, a company that sells greeting cards may have three positions: creative director, art director, and creative manager. Each of these positions will provide a different role to perform the job while meeting the goal of continued branding strategy development during the holiday season.
Furthermore, managers should examine the company’s goals for each department to implement an engagement model for employees at a large hotel within their money-making value chain. From there, they should identify the essential strategies for each department to engage its staff so that the company receives nearly identical results when people are hired or promoted (Marchington et al., 2016). Each department’s engagement strategy should, first and foremost, be informed by the hotel’s brand promise and mission. This will help all employees understand their roles in helping the company fulfil its promises to customers. For example, a hotel with an attentive personal style of customer service will benefit from an employee engagement model that emphasises attentiveness to detail; places a high priority on working as a team and building relationships with customers; encourages continuous learning of products and services, and values contribution over time spent at work.

The Employee Lifecycle
Employees need to learn about the company before starting work, so hiring them is crucial. Once hired, new employees are interested in their jobs but may lack knowledge about the hotel’s values and culture (Vardarlıer, 2016). During this stage, hotel managers must provide information that helps each new employee engage. Employees can also be encouraged to join organizations within the company where they have access to different departments or groups that support their career goals. For example, a receptionist can start working at the front desk and move laterally into housekeeping or maintenance, making them more valuable employees.
Any profitable company understands the importance of staff retention for a productive workplace. Long-term retention is far more likely for employees who are happy in their positions and feel they contribute significantly to the business. Employers must also concentrate on hiring new employees and on boarding them; employee retention is only one aspect of the puzzle (Gallagher, 2016). Providing the best experience for staff during their stay within the firm is the goal of the employee life cycle, which encompasses employee retention, recruitment, and on boarding. The employee lifecycle, though, can sometimes seem like a vague idea that has little bearing on how a business is conducted daily. But finding, nurturing, and keeping the most incredible people requires a grasp of and skill in managing the employee lifecycle model. 
Designing and promoting employee engagement that fosters longevity, prosperity, and high employee involvement should be ingrained as permanent corporate culture (Stewart & Brown, 2018). The employee life cycle model views job satisfaction as a purposeful experience interwoven throughout every person’s trajectory within the firm instead of seeing these efforts as one-time activities when morale is poor (Horn, 2009). At every step of a company’s lifecycle, there are easy methods to enhance the employee experience. These should emphasise advancing through and sustaining the phases of growth and retention. Here are a company’s strategies to maximise each stage of the employee’s lifetime.

Attraction
Employee attraction is a vital part of any employee recruitment strategy. Hotels need to capture the interest of potential employees. This increases retention and productivity by helping potential candidates imagine they are working for the company once they complete their initial employment with the candidate. This will make them more willing to stay within the company if they are comfortable with it once they start working there.
HR should make sure that all company information is accessible to outside parties. Many prospective employees will look up a company’s rules and culture on its website. People will have a clearer understanding of what it’s like to work for that firm if you include this information and are transparent (Hickman & Silva, 2018). Social media use may make a business seem more personable. Social media may advertise goods or services and share information, giving third parties a glimpse into the workplace atmosphere and enhancing the employer brand.

Recruitment
Recruitment is the process of recruiting potential employees for a new job. This may be done through direct methods, such as applying online, or less direct means, such as word-of-mouth. It is also essential for companies to back up the great reviews they receive from their existing employees by following up with prospective candidates who have shown interest in the company (Friedman, 2013). These efforts are critical to maintaining a reputation for a positive workplace, and accessing more candidates will help more people keep their jobs, which will also help retain current employees.
Sites that have the opportunity to influence recruitment and retention must have a compelling purpose and an authentic image. A company should aim to hire valuable employees for the company, its clients, and its employees. HR must understand different concepts, such as net promoter scores (Cattermole, 2019). Having an employee’s net promoter score in mind gives the company a clearer picture of what they would or would not enjoy working for the company. HR should consider how potential employers perceive their organisation by carefully evaluating feedback from past candidates. They should look at a candidate’s skill set and how the employee would fit in with your company, for example. By doing this and connecting it all, HR can find better ways of keeping clients happy and building long-term employer relationships.

On boarding 
On boarding is the phase where employees learn about their new roles, missions, tasks, and responsibilities with the company. It helps prompt them to start on the right path and ensure they know what is expected of them in their position (Doloriert et al., 2017). Making sure that the on boarding process is well-planned will save time and money since it will be easier for employees to adjust to their benefits and procedures.
Recruits will adjust more rapidly if on boarding processes are started before their start date. No matter where they work or who their boss is, having a separate training program and manager may help guarantee that every new hire receives the same rising on boarding (Kakkar et al., 2020). Changing the on boarding program into an individualisation program will demonstrate to staff that the business cares about their growth from the moment they start working there and will help to create a great workplace culture. 

Development 
Developing employees is the step where participants learn about the company’s business and their roles within it. An organised employee development program is necessary to stretch individuals to the best of their potential. A manager’s ability to train team members and spot chances to support staff in achieving more is also crucial (Mosca et al., 2021). Other elements can enhance employee performance and help people in their new jobs, such as having the funds to support external learning, having the chance to attend pertinent conferences, and participating in events of one’s initiative.

Retention
An excellent corporate culture is widely acknowledged as one of the best methods for keeping people interested in their workplace. Flexible work arrangements, continued professional development, the opportunity to work on a future career path, a systematic approach to reward and recognition, and an open communication policy are other elements that influence retention—recognising that current personnel should be considered just as much as more recent hires is crucial in this context (Traverso et al., 2018). The likelihood of employee retention may be increased by leveraging the findings of employee pulse surveys and considering employee input to understand better what employee’s desire.

Separation
Everyone can find it difficult to lose a teammate, which can impact the team’s spirit as a whole. Because of this, it’s crucial to pay attention to the current team members and ensure the departing employee is handled with dignity and respect (Jung & Takeuchi, 2018). Some could be anxious that bringing in a new person would throw the balance off, while others might worry about taking on additional work once a team member quits. HR must use a recruiting strategy to keep the team productive and focused on their tasks.
Employees who are unhappy in their roles are more likely to leave than those who are satisfied. This is why it is crucial to train staff to be influential leaders and help build loyal teams that work well together (Kjaer et al., 2018). Other methods to retain staff include motivating employees with rewards, implementing a point-based reward program, or ensuring employees understand the company’s vision and how they contribute toward it. 

Conclusion
The hotel’s human resource (HR) department is in charge of supplying the business with an ongoing supply of qualified, high-quality personnel; therefore, it must ensure the hotel’s staff are engaged. A solid understanding of the most critical HR issues, policies, and practices is justified by various ways to support employees’ performance. Motivating employees, supplying them with the necessary training, and promoting a culture of continuous individual and team learning are essential elements in the success of any business. HR must provide fair pay, safe working conditions, prompt performance feedback, and growth opportunities. HR should ensure the company makes the most of its talent using employee life cycle management. Using employee life cycle management, one can make the most of initial investment in hiring the appropriate people, ensure their engagement and happiness during their employment within the hotel, and put procedures in place to help them leave smoothly.
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