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How to engage employees throughout the employee lifecycle
Hotels compete with one another to draw and keep customers, making the hospitality sector one of the most globally competitive industries. As a result, the Human Resources (HR) division of a large hotel needs to be well-equipped to guarantee that it can draw in, hire, onboard, grow, keep, and eventually part ways with its staff (Google Books, 2022). In order to ensure employee retention and optimize the hotel's performance, the HR department of a sizable hotel must use certain methods throughout the employee lifecycle. It will go through the value of hiring, on boarding, training, rewards, performance management, retention, and how these factors can motivate staff and foster a great work environment (Barkhuizen and Bongekile Gumede, 2021). It will discuss how the latest trends and technologies can be used to ensure that the HR department remains competitive. 
Role of human resources in engaging the employee: The Human Resources Department of a large hotel is tasked with developing and maintaining a positive employee experience throughout the employee lifecycle. A successful HR Department must create and maintain an environment that ensures employee satisfaction, loyalty, and engagement (Budriene and Diskiene, 2020). Many elements of the employee lifecycle must be considered, and the Human Resources Department must be well-equipped to address them. The first element of the employee lifecycle is recruitment. The HR Department must be able to source, select and hire the best candidates for the available positions. This includes developing job postings, conducting interviews, administering background checks, and providing on boarding information to new hires. The Human Resources Department should also know relevant labor laws and regulations to ensure compliance (Hamouche, 2021). Once a candidate has been hired, the HR Department must develop and maintain a positive work environment. This includes developing and implementing a meaningful performance management system, offering training and development opportunities, and providing recognition and rewards for good performance. The Human Resources Department should also be able to address workplace issues, grievances, and complaints effectively (Cowan, Clayton and Bochantin, 2021). Similarly, the HR division must be prepared to ease the transition of departing personnel. This involves conducting departure interviews to learn more about potential employee reasons for leaving and offering outplacement services to help departing workers find new jobs. To remain competitive on the market, the department's human resources must keep abreast of the most recent trends and innovations. This entails keeping up with labor market changes, embracing new HR innovations, and remaining knowledgeable about new legislation (SA Journal of Human Resource Management, 2020). In summary, the Human Resources Department of a large hotel must be well-equipped to engage employees throughout the employee lifecycle. This includes recruitment and selection, developing and maintaining a positive work environment, offering training and development opportunities, providing recognition and rewards, facilitating the transition of departing employees, and staying up-to-date on the latest trends and technologies. By doing so, the Human Resources Department can ensure a positive employee experience and maximize employee engagement. 
How to engage and the advantages of hiring a team: The human resources department must employ various strategies throughout the employee lifecycle to engage employees in a large hotel. These strategies include on boarding, Training, Development, recognition and rewards, performance management, and retention. It provides orientation, paperwork, job shadowing, Training, and more. On boarding is vital to ensure employees are set up for success and can hit the ground running. Training and development help to ensure employees have the skills needed to succeed in their roles. Training should be tailored to the individual's role and goals.
Development should be continuous and include opportunities such as seminars, conferences, and online courses. Recognition and rewards are also essential to engage employees. Credit can be as simple as saying "thank you" or awarding an employee of the month. Tips can be tangible such as bonuses and gifts, or intangible such as additional vacation time. Performance management is assessing employees' performance and giving feedback on their progress and areas for improvement. It should be done regularly and should include both positive and constructive feedback. 
Retention is vital to keeping employees engaged. Retention strategies should offer competitive compensation and benefits, provide career growth opportunities, and create a positive workplace culture. Engaging employees throughout the employee lifecycle has many advantages. It can help to improve employee morale, engagement, loyalty, and productivity. It can also help to reduce turnover and increase the overall quality of service provided to customers. 
Employee lifecycle: The hospitality industry is service-oriented and relies heavily on its employees to provide high customer service. For a large hotel to remain competitive, it must have a well-developed Human Resources (HR) department to ensure that it can attract, recruit, onboard, develop, retain, and ultimately separate from its employees. The HR department of such a hotel must be able to provide a comprehensive employee lifecycle experience tailored to a large hotel's unique needs. This paper explores and discusses strategies that a large hotel's HR department must employ throughout the employee lifecycle.  
Attraction and Recruitment: The first step in the employee lifecycle is to attract and recruit qualified candidates for available positions. This is often done through various methods such as job postings, employee referrals, career fairs, and social media networking. A large hotel must be able to attract and recruit qualified candidates who have the skills and experience necessary to provide excellent customer service. To do this, the hotel's HR department must clearly understand the skills and expertise needed to succeed. It must have a comprehensive recruitment and selection process to identify the best candidates for the job. 
On boarding: Once a candidate has been selected for a position, the on-boarding process is the next step in the employee lifecycle. On boarding introduces new employees to the organization and provides them with the necessary support and resources to succeed. A large hotel's HR department must have an effective on boarding process to help new employees acclimate to the organization and become productive team members. This process should include orientation activities, job training, and an introduction to the organizational culture and values.
 Development: The development stage of the employee lifecycle provides employees with the necessary tools and resources to help them grow and develop their skills and knowledge. A large hotel's HR department must have a comprehensive development program to help employees reach their fullest potential. This should include opportunities for employees to attend relevant seminars, conferences, and workshops, participate in job-related Training, and engage in other activities designed to help them improve their skills and knowledge.
 Retention: The retention stage of the employee lifecycle keeps employees engaged and motivated throughout their employment with the organization. A large hotel's HR department must have a comprehensive retention program to keep employees engaged, inspired, and committed to the organization (Ghani et al., 2022). This should include opportunities for employees to participate in team-building activities, to receive recognition for their hard work and accomplishments, and to be provided with competitive wages and benefits.  A large hotel's HR department must be able to provide a comprehensive employee lifecycle experience tailored to the organization's unique needs (Malik et al., 2022). This includes attracting and recruiting qualified candidates, on boarding them effectively, providing them with the necessary tools and resources to develop their skills and knowledge, keeping them engaged and motivated through a comprehensive retention program, and ensuring their transition from the organization is handled respectfully professionally. By employing these strategies throughout the employee lifecycle, a large hotel can ensure that its employees are engaged and motivated and remain competitive in the hospitality industry. 
Examples of how you could engage your team the: Human Resources Department of a large hotel is responsible for hiring employees throughout the employee lifecycle within the company. These activities are critical for the hotel's success as they create a positive and productive work environment for all staff. One way to engage employees within the lifecycle is to provide them with a comprehensive on boarding program (Barkhuizen and Bongekile Gumede, 2021). This offers an opportunity for the new employee to get familiar with the hotel's policies, procedures, and culture. It might also be a wonderful opportunity to extend a sincere welcome to new employees and foster a sense of affiliation with the business. An assessment of the company's values and goals, job role learning and objectives, introductions to coworkers, and other essential information should all be included in the on-boarding session (Regin, Rajest and Angelene, n.d.). Performance management is another strategy for motivating staff members. Regular performance management activities such as goal setting and performance reviews help to ensure employees are meeting the expectations of their roles and provide an opportunity for management to reward outstanding performance and provide necessary development resources. These activities also create a connection between the employee and their manager and help to strengthen the relationship (Kalogiannidis, 2020). Recognition is also an essential part of employee engagement. Acknowledging employees for their hard work and commitment to the company is crucial in creating a positive work environment (Ali and Anwar, 2021). Recognition can come from verbal praise, awards, and other rewards. Providing employees with opportunities to grow and develop their skills, such as through professional development courses or formal mentoring programs, can help engage them further in the organization (The International Journal of Human Resource Management, 2021). Providing employees with a sense of purpose and connection to the company is essential. This can be accomplished through regular staff meetings, team-building activities, and other initiatives that promote collaboration and foster a sense of community. Engaging employees throughout the employee lifecycle is critical for the hotel's success. By providing a comprehensive on boarding program, engaging in regular performance management activities, recognizing outstanding performance, and providing employees with growth opportunities, the Human Resources Department can create a positive and productive work environment for all staff. 
One of the more cutthroat industries around the globe is the hospitality sector, where hotels compete with one another to attract guests and offer top-notch services. As a result, a hotel's human resources division is in charge of selecting, training, and keeping hold of qualified personnel (Michael and Fotiadis, 2022). Employee engagement is an essential factor in the success of any organization, and it is the responsibility of the human resources department to ensure that employees are engaged throughout the employee lifecycle. Engagement Strategies for Employees Any organization's success depends heavily on employee engagement, and the human resources division is in charge of making sure that staff are motivated throughout their whole career (Ahakwa et al., 2021). Improved customer satisfaction, profits, and staff retention result from motivated, creative, and loyal personnel. To ensure effective employee engagement, the human resources department of a large hotel must employ a range of strategies throughout the employee lifecycle. Recruitment The recruitment process is the first step in the employee lifecycle, and the human resources department must ensure that they hire suitable candidates for the job (Onboarding new hires: recognizing mutual learning opportunities | Emerald Insight, 2021). This can be done through effective recruitment strategies such as job postings, job boards, online recruitment tools, employee referrals, and social media. The human resources department should ensure that a positive and engaging recruitment process is in place to attract the best candidates. This can include providing candidates with an understanding of the company's culture, values, and objectives and an opportunity to meet the team they will be working with (Apa.org, 2023). The process of acclimating new staff to the company and its culture is called on boarding. The human resources division must make sure that new hires are provided with the data, tools, and assistance they need in order to swiftly catch up and start producing (Ali et al., 2020). Programs for orientation, mentorship, and work shadowing can all help with this
 The human resources department should ensure that new employees are allowed to get to know their colleagues and build relationships with them. Training and Development Training and Development are essential for ensuring that employees remain engaged and motivated. The human resources department should work with managers to identify areas for Training and Development and provide employees with the necessary resources and support to help them develop their skills and knowledge. The human resources department should also ensure that employees can access career development opportunities such as mentorship programs, training courses, and job shadowing. Recognition and Compensation In order to engage and keep employees, it is crucial to acknowledge and recognize their contributions (Yong et al., 2019). The human resources division should see to it that staff members are compensated and acknowledged for their services to the company. This can be done through recognition programs, awards, and incentives. The human resources department should ensure that employees are given opportunities to grow and develop within the organization through promotions and career development programs (Stofkova and Sukalova, 2020). Communication and Feedback Communication and feedback are essential for ensuring that employees are engaged and their needs are met. The human resources department should ensure an effective communication system and that employees are given regular feedback on their performance. The human resources department should ensure that employees can provide feedback on their experience and that their feedback is considered (Azizi et al., 2021). An Employee Engagement Model to ensure effective employee engagement, the human resources department must employ a comprehensive approach that considers the organization's needs, employees, and customers. 
In conclusion, employee engagement is a critical factor in the success of a large hotel. The Human Resources Department of such a hotel must be well-equipped to engage employees throughout the employee lifecycle (The International Journal of Human Resource Management, 2021). This includes recruitment, on boarding, Training and Development, recognition and rewards, performance management, and retention. By employing these strategies, the Human Resources Department can ensure a positive employee experience, improve employee morale, engagement, loyalty, and productivity, and reduce turnover. Ultimately, engaging employees throughout the employee lifecycle will ensure that the large hotel remains competitive in the hospitality industry. 
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