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This short literary composition should demonstrate the importance of human resources management, and the business environment within which personnel professionals work, and analyse how resourcing an organisation is influenced by internal and external factors that determines a business need to recruit, select, and mobilise the people to meet and exceed the organisations’ goal driving to be successful trough the employee lifecycle and engaging the employee.  Human resources can be described such as contributors to fulfilling the organisations’ goal (Leatherbarrow and Fletcher, 2019a), involving the same interest between the business strategy and their people pushing towards development and success, research explanations include to the role of managing people such as hiring, training, rewarding, and engaging (Sparrow, Brewster and Harris, 2004). But the role itself have a complex meaning and can be further explored. 
HR responsibilities can be divided into different levels such as senior HR managers, their responsibilities would include the strategic decisions making in a large organisation, a good example how the HR can be divided is shown in Janet, F (2019, pg. 124.) analysis table. The HR department contributions, and responsibilities may differ from the organizations size  (Leatherbarrow and Fletcher, 2019b).
In Armstrong’s handbook stated that:
[bookmark: _Int_uJrKPSmt][bookmark: _Int_AN5AFKXX][bookmark: _Int_faoeZDmx] “The fundamental aim of people management is to ensure that the organisation has the knowledgeable, skilled, engaged, and productive people it needs. Essentially, people management aims to achieve a balance between the needs of employees and employers” (Armstrong and Taylor,2020, pp46). Research shows that “the money attracts people to an organization, while the lack of it can cause dissatisfaction, but it may not offer satisfaction on the long term” (Armstrong and Taylor, 2020). 
There are motivating factors for people who choose an organization example recognition, and the human resources contribute while encouraging the development, and provide opportunities to be recognised by developing a reward system which can be financial or personal development (Armstrong and Taylor, 2020). 
Employee engagement it can be described as a job satisfaction, motivation, and commitment to a job role or organisation, and the Human Resources Manager is the connection for keeping the engagement between an individual and organisation (Armstrong and Taylor, 2020). 
The attraction to a business begins with the benefits and success for a long-term growth company, Schuler giving an example how the New Belgium brewery in Colorado attracted employees because Jeff and Kim needed the support of committed employees to accomplish their business vision, giving their employees benefits and a sense of trust, which motivated their community with confidence and reciprocal responsibility (Briscoe, Claus and Schuler, 2009). 
The recruitment process to an organization has a complicated process, and there are factors that the HR (human resources) should take in consideration when recruiting new people to the business, there are vital factors such as labour market, which includes job seekers they can be divided into different categories, example: international market or individuals working in other companies, graduates, and unemployed people. When recruiting to attract the new personnel the job type and payment with benefits should be clear, and to attract the right people the personnel management should take into consideration other job attraction with the same job title so they should be more creative with the recruitment strategies focusing on the employee branding investing money in the recruitment techniques for long term resource planning. Skill shortage and labour shortage appeared in the United Kingdom after Brexit, and many organisations and hotel industries find hard to recruit. (Taylor and Woodhams, 2022)
When planning to recruit new staff the employers should consider giving all employees fair access to the opportunities and development, this could be such as communication on extended leave, fairness in selection for opportunities, regular appraisal, and training. The recruitment process can be focused on skills that the job position is requiring. To choose the right candidate for a job role companies tend to put the emphasis on their culture and brand, common features and skills that companies in the UK are looking are the communication skills, customer focus, teamwork, flexibility within the work environment and problem solving which applies to hotels too when recruiting  (Taylor and Woodhams, 2022).  
According to Taylors research, when new people start a new job, their induction is poor because for the management it is a routine process. The new employee to feel confident and to perform well and feel part of the community it would be essential to give a more active approach to assist in the welcoming, to accommodate in the work environment and provide a co-worker to assist until they adjust. It should play an important role to involve the newcomer with social activities within the chosen department, present a positive environment, allowing them to feel comfortable and within a short of time they could engage with the company, and its culture  (Taylor and Woodhams, 2022). Continuously to encourage an effective employee engagement, hospitality organizations are paying attention, and invest in employees training to provide excellent customer service, according to studies employee engagement affect the hotel industry customer service delivery and it can make profitable and productive when its positively affects the organization and provide customer satisfaction, and loyalty (Johnson, Park and Bartlett, 2018)
Within an organization the new employee induction is the “first opportunity to introduce the individual into the company’s culture, its norms, standards, values, and expected behaviour” Janet, F et al (2019. Pg. 245).  Therefore, an example of Ritz-Carlton organization in the United States implementing high standards and importance when inducting a new employee is a crucial element to deliver high standards of customer service.  (Leatherbarrow and Fletcher, 2019)
Studies emphasize on the skilled employee’s retention for the hospitality industry to value and retain the talented staffs, so that the management can focus on their development instead of recruiting new members which require training, supervision and time, and this recruiting process can affect the organization productivity and performance  (Sen and Bhattacharya, 2019). Example the Taj Hotels to attract future employees promises personal and career development, mentoring and training, which are repeated and done frequently, introducing to the brand and the culture sharing their values and trust  (Sen and Bhattacharya, 2019).
The induction of a new staff is principal key from the first day to ensure they understand the nature of the business and their task which should reflect and meet the organisations’ goal. These factors should be reminded daily, with active interactions between managers and co-workers in the department. These actions can be identified such as performance reviews, if there are positive it can motivate the staff performance and commitment to the business. When the employee work performance is excellent the focus should be on reward and development. Sometimes there can be poor employee engagement which could be for different reasons, where help needed the HR should provide those especially with health and wellbeing  (Leatherbarrow and Fletcher, 2019) .  Within an organisation’s development, the individual engagement plays an important role “HR practises such as communication, sufficient staffing, and appropriate reward were important influences “(Janet, F and Charles, L. 2019, pg. 332) which suggest the positive relationship between the individual and organization in a curse of change. HR practitioners in the hotel industry should take in consideration external factors which can be epidemic disease or natural disasters and those can affect an organisations development  (Üngüren et al., 2021). 
This can be the changing environment when the employee engagement comes in place. Without the employee engagement an organization may find it hard to adapt into changes, or to retain the personnel in the business  (Sharma, Singh and Chaudhary, 2019) 
According to Armstrong (2013) the management can achieve engagement through job design, this can be various tasks that offer independency and a sense of individual value with decision making, ensure that employees receive feedback, by evaluating their performance themselves, set up a reward scheme for employees with the opportunity to achieve a desirable outcome such as personal development, and job advancement. To enhance the engagement HR can set a target, and standards of performance implying the staff to measure those, allowing individuals and teams to plan, act, and solve the rising problems themselves. Giving people voice, encouraging for continuous development to grow, trusting, and treating them equal.  (Armstrong, 2013). The hotel industry human resources should communicate effective with managers and employees providing communication tools such as chat box or e-mail. (Feng, Stocklin and Wang, 2015)
Arnold, B and Michael, P L (2010) arguing about the Gallup Q scale (q-twelve question) which can be a scale to measure employee engagement. (Bakker and Leiter, 2010). Employee engagement have been studied and researcher believes that there are further studies needed to measure the behaviour and emotional engagement towards an organization, while the Utrecht Work Engagement Scale is more effective on work engagement measure   (Shuck, Adelson and Reio, 2017). 
The studies about engagement within work showing that in the hospitality industry are ways to achieve the employee’s empowerment, and it is beneficial for the organizations. There are strategies to implement to encourage leaders by empowering which could be motivating for the commitment of work. Examples how hospitality firms should introduce some terms that enable the employees to feel secure of the job: those could be training programs, opportunities, guarantee of a job security, payment review for good performance. The empowerment principle it brings benefit for both to employees and employers, a good example for this practice is Ritz-Carlton organization, who had success by practicing this principle. However, for this strategy to work in hotels, the organization must have reached the level of unlimited trust between staff and managers. (Huertas-Valdivia, Llorens-Montes and Ruiz-Moreno, 2018). Organizations who are offering training program to their staff and creating health benefits are likely to show they care and concern for the employees, with such benefits could follow the employee “commitment or loyalty to the organization”  (Rutherford and O'Fallon, 2007).
According to research the HR should focus in the future on training managers too because it may reduce the hospitality industries employee turnover. In the Hospitality industry turnover is a big issue and HR should come up with strategies to control it in the future. (Rutherford and O'Fallon, 2007)
To manage turnover in the hospitality industry the solution should come from “the top of the management” (Feng, Stocklin and Wang, 2015). What the founder of Marriott International says, “Take care of the associates and they will take care of the customers”  (Marriott International, ). To reduce turnover within the hospitality “the human resources have the role of building up employee satisfaction by organizing all kind of programs or activities, but the core should be true care for the employees current well being and for their future” (Jenny, C. 2015. Cp7.)
Wood (2015) suggested that hospitality industry jobs in the UK pay less than other same jobs in different industries, this could cause the increase of turnover and parting from skilled employees to organisations. While in an organization when the HR is creative and innovative in managing people, and the organization it could result in great “organizational and individual improvement” (Wood, 2015). 
For the organisations success employee engagement is one of the conditions that makes it “sustainable competitive” advantageous.  According to Castellano, William G. (2013. Pg.58-59.) “The benefits of having engaged workers that contribute to organizational success are predicated on managers who can effectively motivate all workers by creating a stimulating and rewarding work environment”. Providing that any HR practises are focusing to engage its employees than the organisation is in a competitive position. “Furthermore, any organisational strategy is worthless if it is not effectively implemented”  (Castellano, 2014)
Research suggests that those organisations who are supporting their employees are more likely to reduce turnover. The organisation which provides support for their staff will “show care and respect”, listen to their voice, encouraging development, making sure the senior management is present and available to employees, treat everyone equal, offering job opportunities within the organisation  (Allen and Bryant, 2012). 
The conclusion of this finding should show that human resources management are having different task by the level of the organisation. They could be responsible for the organisation’s strategy or for the business employees. Their practises can make the business profitable and successful or not. The organisation success would be influenced by the employee engagement, and the HR is responsible to achieve that. The hospitality industry is lacking people and the turnover is increasing, but by implementing effective strategies into an organisation while engaging their employees it can turn the firm into a sustainable competitive adaptation. While introducing the employee lifecycle how the recruitment, development and training is conducted by HR. The importance of the hotel industry survivor and development is related to the HR strategies and employee engagement. HR should be innovative and creative, flexible within the industry changes and flexible with the employees providing the work benefits and satisfaction they expect, with well-being motivated towards everyone.
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