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[bookmark: _Toc136250953]Introduction
The employee life cycle is a management tool used to describe the progression of an employee's relationship with their company. It's an arrangement that accounts for everything that happens between an employee and a company. Employee involvement plays an important part in the lifespan of employees and has the ability to optimize a workforce's capacities, yet some large companies fail to see the full advantage of it. Employee engagement refers to the emotional and cerebral investment that employees have in their duties, colleagues, and their employers. The human resources department has traditionally served as a mediator between upper-level management and the employees (Mayne, 2020). In order to support, maintain, and estimate the impact of employee participation, HR may serve as a conduit between management and employees. Additionally, HR may play a significant role in promoting business standards and ensuring that there is a clear link between the business's supporters, corporate objectives, and workforce. Therefore, managing human resources has a lot to offer in terms of boosting employee participation. This article will explain how human resources may improve employee engagement at a hotel. 
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The first crucial element is that employees feel inspired and motivated by their managers. By freeing management and providing them with the resources they need to inspire and influence people, HR can help workers achieve their goals. This may help establish a corporate culture that promotes employee engagement. Managers must learn the techniques needed to motivate and influence employees (Nguyen, 2021). Managers can take simple actions that motivate and encourage workers, such as giving direct praise to staff members who complete tasks well, considering their concerns when evaluating their work, assigning tasks and responsibilities, encouraging staff members to be creative, and informing staff members of recent company news and developments. It is crucial to determine how a team may be connected at work in order to increase efficiency, satisfaction with clients, as well as retention after defining the requirement for staff involvement. The best method to engage workers, according to Chughtai (2020), is to keep them engaged to the business. If employees are kept in the dark about crucial company details, they may feel compelled to establish their own conclusions. Thereby is critical that employees get information on the company's financial health, the goals in location, and why the information is important to them, when it is appropriate to do so. By sharing company updates with employees, you may help them feel more invested in the company's success.
[bookmark: _Toc136250955]The importance of managing and developing talent
Employee engagement and commitment have been linked to employee appreciation in significant ways. When employees feel valued and significant, they are more likely to develop an emotional connection with the business. This distinguishes engaged workers from those who only grunt. In most cases, HR is in charge of conducting an authorized assessment of performance process (Ionescu, 2018). A team that went far beyond to achieve corporate goals, or a worker who did excellent job, might be recognized. An official performance review sends the vital word to workers that the company values their efforts.
Especially when dealing with problems that directly affect employees, consistency at work is crucial. Each worker is an individual, and the company should treat them as such by tailoring its practices to their needs. The principle of homogeneity requires that all workers get the same treatment. It is easy to dislike a government that is to reward its supporters. Attempting to include the staff in the achievement of the company necessitates setting a good example. Tsai,  (2022) provides further information regarding the benefits of a highly engaged workforce. One of the biggest benefits is a decrease in absences, which is a persistent issue notwithstanding knowing that every company is unique and has its own peculiarities. It's not considered as a management problem, but rather a private one with the employee in question. Left unchecked it might spiral out of control and cost the business a lot of money. Rasell (2020) argues that considering employee participation, satisfaction, and incentive may help reduce absenteeism. According to studies, increasing staff involvement may cut absenteeism by up to 40%, the speaker says. Through enhanced employee satisfaction, this may boost performance for the company. This benefit's rationale is rather straightforward: workers who are motivated to come to work and continuously participate in the workplace have a higher commitment to working safely and effectively. When they are relaxed and confident, they are able to focus more on their work without making the kinds of mistakes that might lead to accidents.
[bookmark: _Toc136250956]The employee lifecycle:
Attraction: Attraction is the first step of the employee's journey with the one may brand. Since Hilton has an unequaled worldwide credibility, top-tier candidates are naturally attracted to apply whenever a position opens up at the hotel. The hotel's funding plan ensures that any future growth will be financially successful. 
Recruitment: The next phase of the procedure is jobs, which is when a person goes from being an applicant to actually working at the company. Potential employees' first impressions of the company are formed by the way they are treated throughout the hiring process. Human Resources at Hilton Hotels screens and selects candidates by conducting conversations, giving out psychological tests, and making other assessments (Tsai, 2021). Meetings, role plays, and tray drills are also part of the hotel's application process. Careful management decisions are made, and new employees are expected to uphold the resort's values and philosophy.
Onboarding: The third phase of the cycle has arrived. In this stage, we work with new hires to help them learn about and adjust to the business's culture. It's a great chance to make new workers feel at ease and offer them hope that they can make a difference in the company. According to Hilton's structure, hotels must have separate divisions that are charged with handling certain tasks (Sharma, 2023). Applicants are given explicit guidance on how to best meet the needs of the organization throughout the hiring process. These are just a handful of the ways the hotel goes above and beyond for its guests.
Development: In order to guarantee satisfaction with work, the fourth stage of the worker's lifecycle, creation, is essential. Human resource departments must make sure that workers have chances to advance within the company. This means that businesses have to give staff members access to chances for development and training. The human resources department should also make sure that workers are capable of taking on extra responsibilities and tasks inside the company.
Retention: The fifth stage, retention, focuses on keeping top talent remains. This phase of a worker's employment is significant since once some time has passed, their superiors may begin treating them more or less as anticipated. Difficult issues, such as employee appreciation and compensation, must be resolved quickly so that workers may focus on achieving their goals (Ionescu, 2018). Every hotel in the Hilton chain works hard to achieve more success than its counterparts throughout the globe. The Hilton celebrates its finest performers via an internal recognition and honors program. This is a fantastic strategy for retaining staff members and outstanding talent.
Separation: The last phase of a staff member's lifetime and a crucial step in the procedure for engagement is parting. Employees who are leaving their jobs must be treated with respect and given help throughout the transition, according to human resource organizations' policies. This involves conducting departure interviews and giving staff performance reviews (Mayne, 2020). The department of human resources should also provide leaving workers with the tools they need to seamlessly integrate into their new positions.
[bookmark: _Toc136250957]Provide examples of how you could benefit team/organisational performance
Employers must create a setting that encourages employee drive and involvement. Employees that are invested in their job are more likely to get things done and stay with a company, which may lead to happier customers, more revenue, and an improved work atmosphere overall. Managers should foster employee independence, appreciation, and development to ensure job satisfaction over the employee lifetime (Nguyen, 2021). Giving workers a degree of independence might help keep them interested in their jobs. This involves giving individuals the independence to act in accordance with their own values and preferences in the workplace. When given greater leeway, workers may feel more empowered to take on more responsibilities. Further, it encourages children to take ownership of their efforts and develop a sense of pride in their achievements. Employee successes may also be acknowledged by employers. This may be achieved through implementing recognition and reward applications, or just by expressing gratitude to individuals for their efforts. Employees who are recognized feel valued and appreciated, which may increase enthusiasm and involvement.
The second strategy for improving worker satisfaction is to provide opportunities for individuals to advance in their careers (Sharma, 2023). Helping others learn and develop professionally via teaching, mentoring, and other means. As a hotel owner, it is important to me that my employees like their jobs. Knowing how to communicate and get along with others is a skill that will serve you well through your whole life. After figuring out what has to be strengthened, I plan to use the following strategies to help the company prosper. Meeting the personnel and getting to know them would be my first order of business. Engaging employees via conversation is a simple and effective strategy. In this setting, I would learn more about them as people and develop stronger bonds with them. To further encourage their involvement, I would then provide them accomplishment tools to help them learn more about the process. In addition, I would share the company's vision with employees, encourage their growth, offer unwavering support, recognize their contributions, express my gratitude, create a positive work environment where everyone feels like a part of a team, and reward their hard work.
[bookmark: _Toc136250958]William Kahn’s theory of employee engagement
Similar findings were found by various psychologists who have examined the motivation of people, like Frederick Herzberg and Ryan & Deci, to those found in Kahn's 1990 research, Physiological Foundations of Human Involvement and Lack of interest at Work. However, Kahn didn't set out to elaborate on these ideas. Instead, he attempted to do his own research by observing and analyzing patterns of behavior in work environments (Tsai, 2021). He conducted his research by observing two different workplaces: an architecture firm and a summer day camp. Through his experience working in these businesses, he came to define involvement as the capacity of a person to use their "full self" while at work and to pinpoint the three psychological variables that support it:
Meaningfulness: Does a person believe that their role is sufficiently important (to the organization and the community) to support their full self-engagement? 
Safety: Will the employee believe it is appropriate to give their all to the job with no fear of negative consequences? 
Availability:  Will the employee feel emotionally and mentally competent to use their complete selves at this precise moment? 
[bookmark: _Toc136250959]His findings distinguish between engagement and consistent effort. A committed worker who is prepared to put their full self to use would exhibit dedication and responsibility. Kahn has discovered that loyalty is not constant and may change depending on how an employee interacts with the business at different time (Ionescu, 2018).

Conclusion
The management of human resources is well situated to have a significant impact on employee engagement. In actuality, HR plays a critical role in the success of every initiative including employee engagement. HR must take the required steps to enhance employee engagement as positive participation starts with HR. This article does a wonderful job of explaining how HR plays a part in worker satisfaction (Mayne, 2020). When people feel like they're part of something bigger, they develop a sense of pride in their association with the company and their role within it. The HR professionals are increasingly concerned with issues of loyalty among staff members, and the hotel industry is no exception. Evidence suggests a worldwide problem in employee engagement, with just 15% of the working population fully invested in their job duties. These shocking figures emphasize the significance of worker engagement to corporate leadership and human resources. They also clarify the rise in demand for consultancy products and services, studies, and employee engagement roles.
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