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[bookmark: _Toc136254345]Introduction
Any firm gains importance when its employees are involved. It sets a worker apart from other workers and sets the organization apart from other companies. An organization may reap several rewards through sustaining effective employee participation, including higher efficiency, improved customer interactions, a lower incidence of staff turnover, and fewer issues with staff satisfaction with their work. Only 16% of employees worldwide, according to a Gallup study, are really engaged in their workplaces. To solve this problem, the administration of human resources must take some action. Human resources have traditionally served as a mediator among upper-level management and the staff (Malik, 2022). 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 company standards and ensuring that there is a clear link amongst the firm's fans, corporate objectives, and workforce. Therefore, managing human resources has a lot to offer in terms of boosting employee engagement. This article will explain how HR may improve employee engagement at a lodging establishment.
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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 motivate 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 (Kusuma, 2019). Directors can take simple actions to motivate and encourage personnel, such as giving direct praise to staff people who complete tasks well, considering their concerns when evaluating their performance, assigning tasks and responsibilities, encouraging staff to be imaginative, and informing staff members of recent company news and changes. Achieving organizational objectives and the role that each employee plays in achieving them
Administration of human resources is often in charge of assessing and awarding performance among workers. It serves as a tool for sustaining staff performance and identifying promotional and training needs. The objectives of every worker should be directly related to the organization's aims. This method of aligning the business's whole workforce with its goals sets goals and direction at the divisional, category, and individual levels (Pritchard, 2020). As a consequence, it ensures that employees have a strong feeling of their contribution to the success of the organization as well as a sense of power in the business via their own ambitions.
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Employee engagement and commitment have been linked to staff 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 a formal assessment procedure. A group 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.
HR may affect change in a variety of ways, in addition to the key factors influencing employee engagement (Smither, 2021). In actuality, determining the level of employee participation in the business is the most crucial. HR may carry out a poll on employee engagement and analyze the findings. It may examine interviews at the exit with departing workers to ascertain the reasons for their leaving. Additionally, it may expose personnel to internet blogs and company forums where they can share their opinions about the organization and its surroundings.
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The life cycle of a worker is used to identify and illustrate the many and most important phases that an employee experiences when they become involved with their company. It is a significant component of the business's human resources approach and was created to increase efficiency and effectiveness (Albrech, 2020). The pursuit of specific goals is a continuous process. This cycle's goal is to guarantee the level of staff satisfaction and efficiency. The life cycle of a worker has 6 distinct phases. Allurement, recruiting, including, promotion, maintaining, and leaving are listed in ascending order. Below is a quick explanation of these steps.
Allurement: Allurement is the cycle's first phase. Finding qualified candidates is a difficult task that calls for a lot of inventiveness. HR must write enticing job descriptions that will attract qualified candidates for the organization's open positions. The vacancy description must clearly state the prerequisites for the position. 
Hiring: Once qualified applicants have shown interest in the organization, it is time to employ them. An essential phase of the employee life cycle is hiring. HR must evaluate every application to find the best candidate for the position. Making ensuring that only applicants qualified for the position get interview invitations helps (Gladka, 2022). HR may review the portfolio in order to filter the candidates. To create a short list of candidates who will be invited for a personal interview, they must assess the qualities and abilities of the applications. Both the technical abilities and soft skills that are so important in the contemporary corporate environment must be taken into account by HR when evaluating the talents. 
Incorporating: It is time to include the candidate after they have acknowledged the employment offer. This phase helps acclimate the new hires to the company. Pre-boarding, which deals with employee participation prior to joining the organization, is a part of this step. It focuses on streamlining the procedure for onboarding for the new employee. This procedure aids new hires in learning about the business's culture, beliefs, and history (Smither, 2021). The day of the new employees' induction follows. The new hires have a very significant day today. 
Advancement: HR must make sure that workers have the right opportunities for progression so they may hone their skills. HR managers should be aware of their employees' needs for professional growth and provide them with necessary resources. Development goals help to motivate the workforce and keep them invested in their work. The HR manager should build a training strategy to increase employee competency. The development of each employee's relevant abilities should be part of this strategy. 
Holding: Although it is challenging to acquire new staff, it is much more challenging to keep them. In the current climate of competition, the majority of employees are drawn to various organizations. Therefore, the organization must provide them with the necessary resources and promotion opportunities in order to retain the good, bright staff. In order to keep excellent workers, it is essential to motivate the team (Pritchard, 2020). Workplace rewards, performance evaluations, performances distinctions, and career promotion opportunities are some common motivational strategies. 
Departure: The life cycle of a staff member does not end with their termination. In actuality, it is quite important to carry out a worker's termination appropriately. The leadership team must decide what steps to take to properly terminate an employee (Malik, 2022). The goal is to protect the company's interest and maintain a positive working relationship with the former employee. Before leaving the company, a firing discussion with the employee must be conducted. This conversation will provide crucial details regarding the reasons for the employee's termination as well as the former employee's feelings toward the business. 
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Perception of purpose:  Staff employees who are actively involved see a strong sense of meaning that motivates them to do their duties properly (Malik, 2022). Their belief that the work they perform is important and has a result underpins their keen interest in it.
Better performance: When employees are enthusiastic about their work, they will do it in the most effective manner possible. Employee engagement levels over a certain threshold increase productivity, decrease absence from work, and improve interpersonal relationships.
Coordination: The greatest synchronization will be achieved by a team that has a strong sense of trust in the management, in one another, and in the goals of the firm (Kusuma, 2019). It fosters a friendly, cooperative work where workers are more engaged and the employees really operate as a team.
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Employee participation in a company has a lot of advantages. It initially leads to lower staff errors, giving the organization an adequate staff. Employee devotion rises as a result of being appreciated and valued by the organization. As a result, they work more effectively as an individual and the staff's cooperation is enhanced. Additionally, it improves the working atmosphere and the standard of client care. Stress for workers and errors are reduced as a result. It makes it possible for the managers to lead more effectively (Gladka, 2022). Finally, increasing employee involvement results in improved corporate profits, stock prices, and revenues.
Zinger model of staff involvement
David Zinger, an executive coach whose study aims to foster connections to increase employee participation in an organization, proposed this approach. This methodology assesses several facets of employee commitment and engagement. The Zinger model provides businesses with twelve key guidelines that a manager must follow in order to achieve successful results.
Obtain results: The ideal goal of this methodology is to achieve positive outcomes, including a higher level of employee participation. The structure is supported by a variety of additional actions (Albrech, 2020).
Design Strategies: The main task is to develop efficient techniques to achieve a better level of worker participation. It entails creating a variety of strategies and paying close attention to the requirements and wants of both the business and the employees. 
Revitalize roles: Employees will like their work if they find it interesting. To maintain their excitement for their profession and to make their tasks and responsibilities more engaging, supervisors ought to take the appropriate steps.
Shine at work:  Getting employees to do their duties effectively pays reward. A corporation must have a mechanism in place for recognizing and rewarding employees for their success to keep them motivated to do better (Smither, 2021).
Get attached: To be able to express their struggles and seek advice to carry out their tasks appropriately, managers must remain close to their coworkers.
Be genuine: One of the most important traits of an administrator is being sincere and truthful. Managers should act to assist employees in resolving their issues and show genuine care for their concerns.
Acknowledgement:  The morale of employees is raised when their achievements are recognized in front of everyone, and this encourages them to stay with the firm while giving their all at work.
Completely involved: The workforce must be fully engaged in order to achieve the desired results in the most efficient way. It should be thoroughly investigated what really includes or is not related to the workforce (Pritchard, 2020).
Recognize with corporation: If employees sense a connection to their job, they stay there for a long time. Leaders need to understand that they are their most important resource and that without them, nothing can be accomplished.
Succour buyers:  Only engaged employees can effectively support their customers. To offer the greatest service to clients, control is an expectation or norm.
Grow individually: Businesses should place equal emphasis on achieving their goals and a worker's overall progress. Employees who progress inside the organization have a strong connection with it.
Achieve pleasure: The most important resource for a business is a happy, pleased workforce. Having happy employees is essential for the company's success and the development of an extremely productive enterprise (Kusuma, 2019).
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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 (Albrech, 2020). This article does a wonderful job of explaining how HR plays a part in worker engagement. The worker life cycle, a staff participation model, and pertinent illustrations of effective engagement among workers are also shown.
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