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Human resources management (HRM) is an organisation’s department responsible for tracking and managing the employees’ activities from the first day of work to the last day of employment. According to Armstrong (2020), this is a fundamental activity for any firm’s existence as proper planning of work and people is indispensable to achieve success. Moreover, this process helps businesses to improve their talent acquisition and retention strategies, as well as their overall performance. 
Also, it comprises various stages under the concept of “employee lifecycle”: attraction, recruitment, onboarding, development, retention, and separation (Friedman, 2012). On each phase of the employee lifecycle, Human Resources play an essential part in determining how engaged employees are to be. Throughout an employee's tenure, the department’s duty is to offer support and guidance on issues such as career progression, performance management, training and development. Making certain that workers have received adequate training for the positions they hold is among the most important aspects (Sato, 2020).
Thus, in the context of hospitality workplace environment, Human Resources needs to develop strategies to actively engage both employees as individuals and as a team through the employee lifecycle. The purpose is to maximise their potential and reach the company’s goals. 
Comprehension of every stage of the process is important to effectively manage the employee lifecycle.
Employee attraction is the first step that relies on making the organisation attractive to potential candidates. As an example, Marriott Hotels offer a multitude of discounts for their staff (Gibbons, 2020). Extra financial support sounds appealing to people, so their interest will be attracted to that potential workplace that meets the employees’ needs. Employee recruitment is the next stage, wherein actual identification, screening, and selection of employees take place as per the business requirement. Marriott Hotels have its own set of principles for recruitment to facilitate the hiring of the right candidates. Their belief is that if they take care of their employees, the employees will take care of their guests (Marriott Careers, 2022). It means that people are motivated to aspire for the best in their work and business goals when their employer rewards them, shows care, and continually invests in them.
Once these are completed, onboarding occurs as a process of acclimatizing the new joiners to the brand’s culture, processes, and people. Apart from their competitors, the Ritz-Carlton Hotels distinguish themselves by their outstanding standards of services which are a defining part of the brand (Michelli, 2015). All workers must familiarise with them and put them into practice. 
 Employee development is a continuous process that ensures that the employees are equipped with the necessary skillsets and knowledge to perform their roles effectively. This includes training they receive when they are first hired as well as ongoing training designed to keep them current on new practices and technologies as they become available. In addition, Human Resources are responsible for offering support to workers at all stages of their professional development (Marchington, Wilkinson, 2016). This may involve assisting them in locating new opportunities within the business or providing them with counseling and advice as they navigate through either personal or professional obstacles (Alqudah, Carballo-Penela, Ruzo-Sanmartin, 2022)
Employee retention is a challenge faced by the hospitality industry wherein they need to take proactive measures to keep their top talent engaged and motivated, especially to keep up with the marketing demands. It also has been widely recognised that the Covid-19 pandemic drastically affected the industry, resulting in staff shortage (Bhrammanachote, Sawangdee, 2021). This implies supplementary efforts and strategies to be designed by the Human Resources Management to cover the vacancies, split the daily tasks to the available workers, and make sure they are rewarded for their efforts while the guests’ expectations are met.
Separation occurs when the employee leaves the organisation either voluntarily or involuntarily. An exit interview may be conducted at this stage to identify any lacunae in worker’s experience so that necessary corrective or preventive actions can be taken.
Witts (2022) reported that the hotel industry faces staff shortages in UK-based venues. Thus, employee engagement is essential to ensuring that staff members are retained, and that they provide world-class service to guests. The team-based model is one way to promote employee engagement throughout the employee lifecycle. In this model, teams are formed around specific projects or goals, and team members are given the opportunity to share their ideas and expertise (Murray et al., 2017).
As the hotel industry is a complex and ever-changing business, effective employee management has a crucial impact on its success. There are many ways to engage the workers groups in hospitality throughout their employment. For example, Human Resource officials can hold regular team-building activities to promote bonding and communication (Madera et al., 2017). They can also create a system where employees are given regular feedback on their performance. Thus, it can help to keep them motivated and on track. Additionally, incentives can be offered for employees who go above and beyond their job duties or a public board with their specific achievements (Saad, 2013). By implementing these strategies, Human Resource department can pursue the goal of having the staff always proactive and working towards the success of the hotel. In turn, this can lead to improved customer service, increased profitability, and a competitive advantage in the marketplace.
There are several advantages to engaging a team during the employee life cycle, including getting more accurate and timely data, having more control over the process, and being able to customise the process to fit the needs of a hotel. There are more people involved in collecting and inputting data, with their own different knowledge and abilities, so there is less room for error. Moreover, their skills, attention to details, communication, experience and potential work together for the same purposes. In addition, engaging a team allows for more control over the process (Torrington, 2020). The tasks can be completed in a convenient time, they can learn from each other, enriching their capacities and strengthening their professional relationship. Deadlines and expectations can be set for the workers, and they can be held accountable for meeting those deadlines (Luu, 2021). Finally, engaging them allows for customisation of the process to fit the needs of the brand. It can be tailored to include only the steps that are relevant, and all members can be kept on the same page. 
According to Robinson, Perryman and Hayday (2004), employees’ sense of feeling valued and involved leads to engagement. This model, known as the “Robinson’s model”, is sustained by four main pillars and can be implemented as a vision of unity of workers as the way to success: well-being, management staff’s communication and listening skills, great two-way communication between employees and leaders and lastly, professional development opportunities within the company.
As a first pillar, the employees’ well-being has a huge impact on their involvement. This includes a work-life balance, health monitoring, support, and financial and job security. Consequently, investing in their well-being reduces absenteeism, work-related stress and increases productivity (Guest, 2017). One of the head brands in hospitality industry, the Accor Hotel chain, adheres to this practice through their mobile application called “Lifeworks - Total Wellbeing App” which provides resources to sustain mental and emotional health. Besides the advantages of using technology, employees have access to it at any time. Also, Marriott established the TakeCare Program to support their employees’ health and beyond it through counseling, team building, recognition and social impact. People will be enabled to give all their potential when their needs are fulfilled, and their employers design strategies to support them.
Secondly, regarding the leaders’ communication and listening skills, it has been reported that employees feel valued when they have opportunities to voice their opinions, concerns, and ideas. Their interest increases when their input matters to the management staff, but also when their suggestions are put into practice. Bersin (2015) stated that companies need to design specific tools to record the employees' feedback on a real-time basis in order to continuously adjust their practices and work environment. Hospitality workplaces are predisposed daily to a wide palette of changes and circumstances. Thus, a method that will allow a regular, frequent option for the staff to voice their concerns and feelings will enable management to identify on the spot or acknowledge any issues and prevent them, then launch any improvements. This will lead to better experiences, build trust and make the worker feel important and empowered.
Thirdly, these communications and listening skills of the management are strongly linked to two-way communication with the staff. All relevant information must be revealed regularly and clearly, so both parties will be enabled to do their duties. Also, they will both participate in decision-making, which is an important element of employee engagement (Gallagher, 2016). When a leader would like to implement a new decision, most of the employees would agree to be asked for their input, especially if it directly affects them. The leader can have a partial point of view of that circumstance, so the workers can bring new perspectives and improve the final form of the decision. Moreover, the sharing of responsibility over specific issues gives more meaning to employee engagement. The employees take more pride in their roles, which contributes to a positive view of the workplace. Additionally, transparency and honesty of both parties will lead to better communication and stronger trust (Hong, Ji, 2022). 
Lastly, the fourth pillar is about giving the staff opportunities to grow and progress within the company. If there is a vacant role, it is easier, less time-consuming and more effective to put someone who is already hired, with an amount of experience rather than bringing someone from outside and teaching that person the basics. Also, the management already has an idea about the personality, background, the contribution of that employee and there is an amount of trust gained which can be further developed. If the people’s potential is not explored and put into new challenges, they are highly likely to look for opportunities in other places where they can grow and reach success. The cross-trained staff will be able to handle many positions, so while they gain experience, and knowledge and develop their skills, at the same time they may cover a sick colleague or a holiday or train a new employee which is a good practice for team management. Also, Horn (2009) stated that creating a safe work environment where people can help each other and develop empathy is an important element for engaging employees. People are more confident to help when they know what they are doing. Thus, training and new role opportunities may have a contribution to employees’ self-esteem, confidence, and relationships with coworkers as well. 
The Robinson’s model covers a wide range of practices and strategies that can boost employee's engagement into the lifecycle of their employment, based on an active cooperation between Human Resources management and employees.
In conclusion, Human Resources' involvement in employee management is key to the success of any hotel. There are several strategies that can be used to engage workers in the employee lifecycle within the hotel industry, but some of the best include well-being programs, creating a safe work environment, providing ongoing training, offering regular recognitions, and awards, encouraging open communication. Moreover, it is important to provide employees with career development opportunities and professional support sessions. This helps them to stay up to date on industry changes and trends and provides them with a chance to grow and advance within the company. Thus, Human Resources staff can create a positive work environment that helps to foster employee engagement and satisfaction. As a result, the business can outstand its competitors by meeting and exceeding customers’ expectations and ultimately, increase its success. 
Each employee lifecycle stage has a unique potential to be used for the company’s interests. Thus, the Human Resource Management department needs to be open, flexible, and develop an interest in people’s unique potential in order to find the way they can work together for business and achieve success
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