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Human resource management is a strategic approach through which organisations nurture and support employees and make sure to develop a positive work environment. This human resource management is one of the major functions of an organisation. This function majorly includes attracting candidates, advertising job posts, recruiting, selecting candidates, training, compensation and benefits, nurturing, and development of the employees in the organisation (Wayne, 2020). This human resource management plays the vital role in every organisation, based on this function an organdsational productivity and performances depends on. Organisational harmony and co-operations also depend on the employees employed there. Employees with positive tendency intend to bring wellbeing of the company and endeavour to provide the best of them. This aids in obtaining the organisational objectives more precisely through utilising all the available resources. To attain the company goals HRM uses multiple discipline that involves psychology, business management, sociology and analytics etc. (Torrington, 2019). This report will cover how a hotel company can handle disengaged employees, HRM roles, advantages of employee engagement, analysing employee lifecycle. Also employee engagement model to implement, we will also cover these areas with examples of other companies how they handle these issues with employees and how they manage their employees to extract performances. 


 
In HR hiring for cultural fit conducts the major responsibility in terms of recruiting the best candidate for any vacant post in the organisation. During the interview procedure managers are required to consider the cultural fit with the company. For example, Bovey Castle HR professional plays the major role in providing the sustainable commitment regarding the culture through consistently communicating the company values and regulations and cultures to the employees at each level of the recruiting process (Anderson, 2021). 
Helping to understand the values of each contribution in every organization, HR professional plays the vital role in overseeing the organisations annual performance appraisal process. Assessing the organisational performances and managing the operations are not the only responsibility of the HR department, they also should utilise these well-done performances to the benefits of employee retention and engagement. Hotel managers should generate a link between the company objectives and the individual goals so that each employee feels valued in the organisation and relate their tasks with the company targets (Collings, 2009). 
Improving communication is a major means of employee engagement. Organisations recruit employees from diverse areas, and that’s why frequent internal communication is essential for keeping the employees in the loop, tracked, up to date and engaged in the operations. HR professionals at Inverlochy Castle communicate with employees regarding each affair like company updates, sharing news, changes in policies and rules can boost the employee engagement more productively.  
Recognising good works: employees seek organisations where they will be valued and recognised (Nelson, 2015). HR managers should acknowledge employees’ work and reward them frequently which can aid in boosting their motivation and engage them in jobs. Regular recognition can generate a positive vibe in the office and motivate employees to improve their skills and knowledge. 
Understanding learners: understanding the employees is one of the greatest approaches of employee engagement. As each individual are unique from other managers should have a better idea of each employee’s personality and background (Ballard, 2015). Employee engagement is important, especially in interacting and expressing themselves.  They should also adopt motivational approaches recognising each individuals’ perceptions and preferences. These strategies can engage employees more frequently. 
Managers should share all the information of the company to the employees and keep them on the track. If there are any changes made, new strategies adopted, and new policies generated all the information should be transferred to each employee so that they feel valued at work and become motivated and progress (Kelleher, 2014). 
Managers should clarify the entire goals and objectives of the company and what they expect from the team members should be clarified. This will make them aware of their responsibility and tasks. Managers should encourage them to ask frequent questions regarding the tasks. Besides managers should be consistent and treat each employee equally and fairly. They should be more flexible towards them so that they can adjust to the environment (Forret, 2008). 
“Do as I say, not as I do” doesn’t work well in the workplace. Employees will do what they see from their superiors. Managers should set an example of standard performance, appearance, courtesy, attitudes and willingness to pitch when required like Kerry Watson of Inverlochy Castle hotel. Besides, managers must ask for input from the employees, this will allow them to share thoughts, ideas and creativity. This approach  can also make them feel special and valued. Through showing care and prioritising their opinions managers can motivate them (Macleod, 2008)
Employees will engage more in their duties if their work is recognised and appraised. Through effective appraisals and rewarding them for jobs well done, they will be satisfied and try to deliver more satisfactory performances to the company. 
Managers must breakout the comfort zones by assigning them different and complex tasks, this can avail them to attain new skills and knowledge, they will learn to manage workloads and perseverance. Along with that constructive criticising and feedback will back them up for developing skills and swiftness. 
Better performance in team engagement will allow employees to be more aware and sincere towards their works and this will increase their cooperation and collaborative tendency leading to better performances. 
Employee productivity: through team works employee’s bonds and cooperation will be stronger. Each employee can learn new things from their colleagues and attain new knowledge leading to productivity increment (Gareau, 2010).
Attain team objectives: according to the survey 99% employees believe that their company can attain the objectives. And in that case employee engagement plays the vital role. Managers should focus on the team goals and support them with every requirement.  Managers need to be approachable and supportive in an employee’s lifecycle.
Lower employee absenteeism: According to a survey in USA nearly 1 million people skip work due to stress and 47% people narrate they feel overwhelmed at work regularly. Through teamwork and collaboration each assigned task can be divided and this workload can be reduced leading to employee relaxation and reduce absenteeism and resulting higher employee retention rate and lower turnover rate (GOFF, 2000).  
Employee lifecycle refers to the entire process of employee recruitment and management. This involves six stages. They are-
Attraction this is the first stage where organisations advertise the job posting with entire job description and personal specification. This attracts candidates who meet the requirements and seek the job of their choice. Through organisational culture and workplace condition organisations attract candidates to apply for the vacant posts. 
Recruitment is after attracting the people organisations publish the job advertisements to multiple platforms and reach out to mass candidates. Some companies use talent acquisition software to identify the hiring process and best candidates to hire, pre-employment screening and schedule the interviews. And hire the best employee chosen (Thompsen, 2010). For example, Bovey castle attracts people through advertisements and publishing job posts in various job platforms like their websites and social media etc.
Onboarding, at this stage employees are selected and offered a job and accept the company’s vacancy. In this stage on the first day, they are given information and guided by a superior. Managers introduce them to other colleagues and provide the entire instructions of the company policies and regulations. They are also instructed regarding their roles and responsibilities and they get recognition as the company member through an identification card. 
Development involves the organisational procedure to train employees, providing feedback, guide them throughout the work and employee’s professional development (Cattermole, 2019). Managers are required to assess the employees’ performances regularly and support their weaknesses through monitoring. This helps employees to be motivated and deliver better performances. 
Retention is once employees are integrated into the company and perceive the company culture and their roles they perform better than expected. Through adopting several motivational approaches managers can boost their zest to be more engaged and extract better outcomes. This helps organisations to increase their employee retention rate as satisfied employees intend to last long in their preferred workplace. 
Separation is the last stage where an employee leaves the company because of a new job or transferring to other places, retirement, layoffs, termination and other personal reasons. In any case, organisations follow the legal procedures during offboarding and clarify the payments and benefits and other legal actions (Jones, 2018).  
Setting realistic goals to achieve results.  A study by Gartner said that aligning the employees’ work expectations with the company’s goals and objectives impact greatly on the employee performances and in an experiment 22% engagement was seen through this strategy. This approach can be followed to keep employees engaged. 
Managers should acknowledge each of the employee’s well performances and aid them in improving their skills and knowledge further (Ulrich, 2011). 
Managers should have a strong belief in all employees and assign them challenging tasks after providing them appropriate training. 
Track employee productivity and set their expected goals and keep a regular track of the employee’s performances and monitor their progress at work. The progress will affect the entire productivity of the organisation. 
[bookmark: _Hlk147161661]Schedule team building activities and schedule the operations of each team and provide them with a deadline so that they can utilise their limited time. This will enable me to break the barriers and generate effective communication with the employees. (Schaufeli, 2004).
Most hotel companies adopt Maslow’s motivational model in order to engage employees at work. This model consists of basic needs, safety, social belongings, self-esteem and self-actualisation. 
Basic needs of every company including hotel business, employees should be provided with their basic needs like salary, working condition, basic rights and claims that will not motivate them but are required to work appropriately. 
Health and safety are important for the safety of employees. At hotel companies’ managers can adopt safety measures for chefs as they work near gas and fire.  Electricians should be provided proper hand gloves and clothing that will protect them from shock (Pichère, 2015). 
Social belongings involve relationships, trust, collaboration among the employees. Managers can encourage employees to break the ice and build teams for cooperation and guide old employees to welcome new hire cordially. 
Self-esteem includes desires to get recognition and appraisal from the superiors at work. Managers through feedback can correct employee’s faults and avail them to perform better. They also should recognise and reward their jobs to motivate them. 
Self-actualisation includes the employee goals and skills accomplishments. Employees desire to acquire personal goals and develop multiple skills and knowledge for their future career and company progress. In that case, managers should provide proper support and access to required information and data that will help them in self-development (Loh, 2000).

Employee engagement is the approach where companies endeavour to keep the expert and knowledgeable employee in the company and utilise their talents and creativity for the company benefits and progress. This employee engagement should be conducted strategically from the recruitment to management process (Garber, 2007). Hotel businesses are related to customers satisfaction and accommodation. As there are tasks related to dealing with customers and guest in each level of work employees should be trained properly regarding how they speak and behave in front of the guests. They should be trained in how to show proper courtesy when dealing with customers. This report has conducted thorough research on how hotel companies can increase their employee engagement at work. Managers should remember that customer satisfaction will come through the employee’s behaviors and expertise (Carbonara, 2013). Through increasing engagement at work, employees will attain satisfaction and deliver better customer services that will upgrade the company image. This report also discussed the HR roles and advantages of team engagement at work. Employee lifecycle demonstrated the entire process of employee management with hotel company’s examples. 
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