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In order to effectively address the comprehensive range of operations within hotels, it is imperative for human resource management strategies to place a high priority on fostering employee engagement. Maintaining high levels of staff enthusiasm and dedication towards the organization's objective is a crucial component of fostering employee engagement (Dollins & Stemmle, 2021). Ensuring that employees are duly recognised and possess a clear sense of purpose in their professional endeavours is vital for the attainment of organisational goals. It is imperative to emphasise that employee involvement should be regarded as a systematic practise rather than a mere incident. In order to achieve optimal employee engagement across the entire employment cycle, it is imperative for an organisation to recognise and value the significance of human resources. The duration of an employee's tenure, spanning from recruitment to retirement, constitutes a pivotal component of this procedural framework (Thompsen, 2019). The importance of maintaining employee engagement and motivation over the course of their careers is a crucial consideration for human resources departments at large hotels.

[bookmark: _Toc148724912]The Role of Human Resources in Engaging Employees

The role of human resources in inspiring workers is of utmost importance. Human resources experts are indispensable to organisations due to their pivotal role in the recruitment, onboarding, and continuous supervision of employees. In addition, it is incumbent upon employers to provide their staff with the necessary resources, knowledge, and support to properly fulfil their responsibilities (Archer, 2017). Human resource managers bear the responsibility of cultivating a congenial work environment that facilitates collaboration and the cultivation of reciprocal trust among employees. Moreover, it is incumbent upon them to identify factors that diminish employee morale and satisfaction, and do their utmost efforts to rectify such concerns. Human resources (HR) plays a crucial role in maintaining employee motivation and engagement in their work over an extended period of time. An essential aspect of this endeavour involves facilitating individuals with the necessary resources to advance in their professional trajectories and acquire the competencies requisite for proficient job performance (Bardhan, 2022). Employees' ability to effectively do their responsibilities and fulfil their commitments can be enhanced by the provision of unambiguous job descriptions, a comprehensive performance management system, and pertinent documentation by the human resources department.

[bookmark: _Toc148724913]The concept of the Employee Lifecycle

Every organisation depends on its workforce, hence it is imperative for all stakeholders to undertake measures aimed at fostering and sustaining employee enthusiasm towards work. Ensuring employee satisfaction and productivity over the entire employment lifetime necessitates active engagement from all personnel involved. According to Card and Ransom (2017), the first stage in the employee lifecycle is the process of recruiting new personnel. The reputation of an organisation is closely linked to its capacity to attract highly skilled employees. The process of attracting and maintaining high-performing individuals necessitates the establishment of a robust employer reputation, the provision of competitive remuneration and benefits, and the emphasis on the values and culture of the organisation. According to Archer (2017), it is advisable for companies to engage in self-promotion using various online platforms such as social media, job boards, and other websites commonly visited by potential employees.

In order to enhance the motivation of current employees to recommend individuals from within their networks for open positions, organisations may consider implementing referral bonuses and incentive programmes. Regarding the involvement of employees, the recruitment phase is considered the second stage of the employee lifecycle. In order to secure suitable candidates for vacant positions, it is imperative for human resources departments at prominent hotels to employ efficient recruitment tactics. This entails a thorough understanding of the knowledge, skills, and expertise required to thrive in diverse work environments (Dollins & Stemmle, 2021). Furthermore, it is imperative to have a well-structured recruitment process that ensures the selection of suitable candidates who possess the necessary qualifications and aptitude, while also providing them with the necessary support and motivation to excel in their roles.
The process of onboarding holds equal significance to employee retention as the initial recruitment phase. The human resources department provides new employees with all the necessary resources to ensure their sense of appreciation and comfort. This entails implementing an efficient onboarding process that facilitates new employees' seamless acquisition of information and training. Additionally, it is imperative to customise the onboarding process to cater to the unique demands and characteristics of each employee.
The cultivation of employee engagement is of utmost importance, so it is unsurprising that the fourth stage of the employee lifecycle is designated as the development phase. According to Graban and Toussaint (2018), it is the obligation of human resources departments to ensure ample opportunities for career advancement inside the organisation. This requires providing workers with access to instructional resources.
Retention, which is considered the fifth stage within the employee life cycle, holds significant importance in ensuring long-term employee retention. Human resources departments have a crucial role in fostering employee motivation and facilitating their professional development, hence enhancing job satisfaction and overall employee well-being. The aforementioned elements encompass remuneration at market rates, extensive benefits, and opportunities for professional advancement and enhancement. According to Stadter (2014), it is imperative for the human resources department to actively establish a conducive work environment that fosters inclusivity and ensures that all employees are treated with dignity and recognition for their contributions.
Employee separation is the final stage of the employee life cycle and an integral component of the employee engagement process. This involves providing employees with constructive feedback regarding their job performance and conducting exit interviews. Furthermore, it is imperative for the Human Resources (HR) department to equip departing employees with the necessary resources and support to facilitate a smooth and successful transfer into their forthcoming roles.
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It is recommended that organisations cultivate a conducive environment that promotes active engagement and motivation among employees (Gupta, 2019). It is imperative for companies to proactively establish a conducive workplace atmosphere that fosters employee autonomy, recognition, and professional development in order to enhance employee engagement. One effective strategy for fostering employee engagement is to offer increased autonomy in their job responsibilities. This entails granting individuals the autonomy to select their own trajectory and operate in accordance with their preferred timetable. According to Hyman (2018), the autonomy to independently make decisions has the potential to motivate employees to embrace novel tasks and responsibilities. The possession of a sense of ownership over their work and achievements is a significant advantage for young individuals. In addition to monetary compensation, an organisation may choose to express gratitude to its employees by bestowing awards or prizes. Expressing gratitude for individuals' contributions, whether by means of official accolades or sincere expressions of thanks, holds significant value. Incorporating a recognition programme is an effective strategy for enhancing employee morale and fostering a culture of increased dedication and performance.
The second approach for capturing attention is providing individuals with practical resources that might contribute to their professional development. Training, mentoring, and other forms of support aimed at fostering professional development are illustrative instances of the constituents encompassed within this category (Krutz and Fry, 2019). The provision of opportunities for workers to enhance their abilities and foster a sense of investment in their work can be beneficial. One of the key approaches to fostering productivity is the adoption of a framework aimed at enhancing employee engagement. The primary objective of an employee engagement model is to establish a benchmark that enables organisations to assess and enhance employee involvement. Various research methods, such as polls, in-depth interviews, and focus groups, can be employed to assess employee satisfaction in the workplace. Staff attrition, absenteeism, and engagement surveys are valuable metrics that can provide insights into areas where an organisation has the potential to improve. The data collected through this methodology can be utilised by enterprises to develop initiatives that enhance employee engagement within their organisational operations.
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The employee engagement model developed by Gallup encompasses a comprehensive range of strategies, actions, and mindsets that organisations can utilise to foster a culture of engagement. The incorporation of this method in human resource management has been observed in the hotel industry. Gallup's technique is founded upon four fundamental pillars, namely meaning, accomplishment, development, and appreciation. The initial phase in developing a proficient employee engagement strategy involves comprehending and articulating a well-defined objective. The objective should be worded in a manner that captures the attention of the employees and aligns with the overarching mission of the organisation. The achievement of this goal can be facilitated through the implementation of company-wide meetings, individualised interactions, and other initiatives that emphasise the importance of purpose. 

According to the Gallup model, the second component of employee engagement is referred to as "performance." Illustrative instances of this methodology encompass the development of quantifiable objectives that align with the organization's articulated mission, followed by the provision of necessary resources to enable employees to achieve these goals. According to Kühnen (2021), it is imperative to consistently evaluate the performance of employees and provide them with constructive feedback in order to uphold the utmost standards. The third component of the paradigm, as described by Gallup, pertains to the stimulation of more expansion. It is imperative to offer workers opportunities for career progression within their existing roles. The potential benefits encompass opportunities for knowledge acquisition from seasoned experts, availability of structured and unstructured educational initiatives, and financial rewards contingent upon personal accomplishments. Finally, according to the Gallup model, it is recommended to provide some form of reward to employees as a means of acknowledging their contributions, whether it be in the form of financial incentives or other means. Consequently, employees are further motivated to sustain their high level of dedication towards their tasks, thereby enhancing overall productivity.
Employee engagement is a crucial factor for enhancing job satisfaction, productivity, and commitment within the workforce, hence fostering a positive work environment and promoting employee loyalty. 

According to Macey and Fink (2020), the Employee Engagement Model developed by Gallup offers a reliable approach to ensuring sustained employee engagement across the whole lifespan of an organisation. Implementing the paradigm involves prioritising its fundamental elements, including an emphasis on using pre-existing capabilities, as a means of operationalization. The primary objective of this component within the model is to facilitate employees in the identification and enhancement of their respective domains of expertise. Two strategies for reaching this objective in the workplace include providing feedback and coaching, as well as fostering motivation to enhance individuals' attention on their strengths. Furthermore, it is advantageous to offer employees opportunities for individual development and collaboration within a team (Mattox, 2016). Furthermore, the implementation of the Gallup model can be facilitated by including job roles and employee engagement initiatives that empower workers by granting them a sense of autonomy and value. The process entails delineating the individual responsibilities of each employee and affording them a certain level of autonomy in their respective roles. Employees are likely to have higher levels of engagement and empowerment when they are provided with opportunity to submit their ideas and participate in decision-making processes. In conclusion, the implementation of the Gallup model can be facilitated by the utilisation of staff recognition and incentives. 

According to Ringard (2020), this aspect of the plan involves providing financial compensation to employees as a means of acknowledging their diligent efforts. In pursuit of this objective, several forms of recognition such as monetary rewards, ceremonial practises, and other forms of appreciation may be employed. Offering employees opportunities for self-improvement and engaging in team-building activities can potentially foster a stronger sense of connection and commitment towards the organization's achievements. The utilisation of the Gallup Employee Engagement Model has the potential to sustain high levels of motivation and job satisfaction among workers inside a prominent hotel, ensuring their long-term commitment and enthusiasm towards their work. Enhancing the skill sets of employees, assigning them tasks that hold significance, and providing appropriate recognition for their achievements are all strategies that the hotel can employ to foster contentment and commitment among its workforce.The hotel industry, as an illustrative case, places significant emphasis on customer satisfaction, hence necessitating a motivated workforce capable of delivering exceptional service. The cultivation of a workplace environment that acknowledges and incentivizes employees for their commitment and active involvement is of significant importance within the hotel industry (Nel, 2018). Two examples of initiatives that organisations can implement to enhance staff training and development include customer service workshops and performance measurement and reward systems.

Furthermore, it is imperative for hotels to provide constructive feedback to their workers, including recognition for exceptional customer service and collaboration with suppliers, along with the necessary resources, such as computers and other technical tools, to facilitate their success (Nel and Linde, 2018). Ultimately, it is imperative for hotels to ensure that their staff are equipped with the necessary resources to maintain their well-being and enhance their efficiency, such as access to fitness facilities and designated periods for relaxation. Developing a practical employee engagement strategy is a viable approach for hotels to maintain a motivated and efficient workforce.
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In essence, the effective management of human resources in the hotel industry is significantly contingent upon the active engagement and involvement of employees. Human resource specialists bear the responsibility of fostering a sense of value and providing guidance to employees in their professional endeavours. They contribute to the establishment of a pleasant work environment that fosters collaboration, open communication, and mutual reliance. Employees are a vital component of any organisation, playing a pivotal role in enhancing productivity and achieving the goals of the organisation. The employee life cycle encompasses five distinct stages, namely: recruitment, onboarding, development, retention, and separation. In order to effectively assimilate newly hired employees, it is imperative for the Human Resources department to furnish them with the necessary resources that foster a sense of ease and worth in their newly assumed positions. The initial phase entails the development of an optimised onboarding procedure encompassing introductory activities, comprehensive training sessions, and provision of necessary resources. According to Nikolova (2019), fostering an engaged workforce serves to motivate and invigorate employees, resulting in increased levels of effort and enthusiasm in their job. It is imperative for organisations to prioritise the establishment of an environment that places significant importance on fostering employee autonomy, recognition, and professional development. Organisations can derive advantages from the utilisation of an employee engagement model, which offers a structured approach for assessing and enhancing employee engagement. For example, organisations may adopt conceptual frameworks such as the Zinger employee engagement model to enhance their understanding and promotion of employee engagement. The premise of this concept is around the notion that employee engagement is influenced by three primary factors: the individual's personal experiences, the organisational culture, and the interrelationships among employees (Ringo, 2020). Additionally, it suggests that organisations ought to leverage data and insights in order to assess the performance of each product, thereby enhancing staff motivation. Offering employees the opportunity to telecommute or share job duties with a colleague represents an additional strategy for enhancing employee satisfaction and reducing turnover rates. Enhancing employee engagement and motivation can be facilitated by providing them with opportunity to engage in educational workshops, seminars, and other relevant programmes. One example of training and development options includes courses focused on customer service.
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