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This essay's major objective is to discuss ways to keep workers interested throughout their entire employment. The term "differentiation" is widely used in the hospitality business to describe how each hotel is seeking to carve out a distinctive position among the competition. Customers can discern a firm's dedication to its mission from both the reviews left by its employees and the company itself, which combined create a convincing distinction. It helps hotels stand out from the competitors. theory of employee engagement is defined as individuals' self-employment and self-expression in their professional lives on a mental, emotional, and physical level. Both the flexible use of intellect and the flexible use of emotions and behaviours were necessary for employee engagement (Kahn, 1990). It combines commitment, creativity, responsibility, and dedication (May et al. 2004).  Employee engagement is the level of an employee's commitment to their employer and its values (Wellins and Concelman, 2005). From the standpoint of management theorists, two different types of commitment emotional and rational combination to make up employee engagement (Buchanan 2004). The employee's emotional commitment has a big impact on how well they work. Organizational affiliation, commitment, absorption, and pleasant harmony make up the five components of knowledge-based employee engagement (Liu, 2016).
User opinions about hotels determine their success or failure, and these opinions are intrinsically related to the customers' interactions with the staff. A successful employee engagement programme helps employees do their best work and enjoy it. But more importantly, it links them to the more important goal of hospitality. Each person, from the laundry staff to the concierges, should be aware of it and given the authority to act in a way that supports it. Giving staff what they need to offer amazing experiences begins with aligning employees' aspirations with Engaged Purpose (that result in outstanding reviews and increased bookings). The front desk, housekeeping, and all other jobs in the hospitality industry must all work in harmony with one another. The key to making all the right decisions is to promote openness and transparency. The constant, favourable emotional and motivational state of being awake to their work, prepared to devote oneself to their work at any time, and the presence of enjoyable, proud, and motivating events while at work (Zeng and Han, 2005). Wondering if anything is wrong and what can be fixed anonymously is one of the best aspects a quality engagement programme can provide. As a result, issues will come to light much more quickly, providing the chance to crowd-source solutions from the front-line staff.
The employment options provided are the primary determinants of involvement; these people will not only be happier, more productive, and more creative, but also more likely to be well-managed and hold positions of greater value (Xanthopoulou et al. 2009). effective programme for employee engagement encourages employees to give their best efforts while enjoying their work. It ties them to the hotel's greater goals, which leads to staff members who often perform better, are more motivated, and continuously go above and above. having an ongoingly positive emotional and motivational state of awakening their job, prepared to dedicate themselves to it at any time, and are supported by joyful, proud, and inspiring experiences while working (Zeng and Han, 2005). Dedicated workers have greater job satisfaction, increased organisational commitment, and reduced likelihood of leaving the company (Yang, 2005). 
Participation among employees influences how productive they will be; it is essential to every business. Employees that are engaged provide excellent customer service. Although it is an unfortunate reality for businesses, employee turnover is also an unavoidable one. Businesses that experience growth may elect to expand their workforces or keep on existing employees. Businesses must evaluate employees at every stage of their employment to determine their level of involvement. The employee engagement lifecycle has six stages. All phases are essential for both the hotel industry and the employee experience. A motivated workforce is necessary to remain competitive in the modern marketplace.  Hotel Industry progress will be fuelled by the best employees, who will improve your offerings in terms of products, services, customer interactions, growth, and profitability. in addition to hiring the best staff, you also need to hire top talent. The hotel sector engages in every phase of the lifecycle with a planned, comprehensive strategy. Understanding and the creation of solutions for each level will lead to an improvement in employee involvement. 
When a candidate first learns about business, also known as attraction, the recruitment phase of an employee's life cycle begins. The employee life cycle's focuses mostly on the employer brand and inquires as to why potential employees would decide to work for the organisation in the first place (Zeng and Han, 2005), potential employees begin investigating your company before you even know they exist. cares about  staff with competitive pay and provides opportunities to progress within the work place (Premier inn, 2022). Companies that are unable to compete in the market will have a difficult time hiring great personnel. Organizations having a terrible reputation as employers are reportedly needed to pay 10% more to hire (Saunders, 2021, p.37). Growth depends on attracting the proper talent. Utilize all media while concentrating on employer branding or meeting the needs of potential recruits. Employee referrals are also a priceless resource for finding qualified people, as can the careers website.
The process of attracting prospective workers to a business is known as recruitment (Evers et al. 2005, p.48). Recruitment is the next step in the employment application process. At this point, the candidate wants to feel connected and like the relationship is genuine. Effective recruiting is essential for hotel success. A strong applicant pool is crucial to finding the best candidate for the job. During the application and interview processes, the emphasis should be on getting to know the individual. Maintain communication throughout the hiring process. A proposition that seems encouraging at first may later cause serious concern. Without employees enjoying what they do, we simply cannot succeed in our field of work. The provision of hospitality is essential to what we do (Marriott, 2020). The basic objective of recruiting and selection is to ensure that only the right person is hired for the proper position (Dale, 2003). applicant has unreasonable expectations or doesn't align with the company's culture. Whether a candidate accepts an offer will ultimately depend on the value proposition made. The emphasis of each application may differ; one applicant may be more concerned with money, while another applicant may be more concerned with the corporate culture. One of the ways a business can achieve a major competitive edge is by having talented people capital (Armstrong, 2006, p. 23).
It's time to onboard the applicant after they've accepted your offer of employment. we feel really satisfied if I help a team member advance professionally or create a wonderful experience for our visitors (Marriott, 2013). Businesses realised they had to give employees, whether they were new to hotel Industry or their positions or both, a place to start for them to accomplish their responsibilities as organisations and jobs grew increasingly complex. by ensuring that the appropriate individuals are hired while keeping in mind the broader aim of delivering genuine hospitality, (Hyatt, 2016). They tried out a variety of techniques before settling on one that seemed to work for them. To put it another way, it refers to the actions taken by the organisation to assist new hires in developing the necessary behaviours to succeed at work and get accustomed to the company's culture and their respective roles within it. Those who are more committed to their occupations are better equipped to manage uncertainty at work (Brown and Reilly 2013). More than merely checking things off new hire checklists, filing paperwork, and introducing new recruits to other employees are all parts of onboarding. The employee must begin to become part of the organisational culture. Employee involvement was described as a "distinct and unique idea (Saks 2006). It consists of information, feelings, and actions. The objective of onboarding is to make the initial employee experience engaging. It all begins with pre-boarding, or the preparations made before to an employee's first day on the job. In group meetings or through chat technologies, you want to welcome the new employee. Give new hires access to self-service activities, documents, and workflows. 
Understanding the development stage's life cycle is essential. A highly engaged employee understands the business environment, works with co-staffs to improve performance on the job for the firm, and maintains a positive attitude on the organisation and its guiding principles (Robinson et al, 2004). Employees want more than just a regular income; they want to feel like they are developing personally and professionally. Actively participating employees feel energised and engaged to their work, and they are certain they can handle the responsibilities of the role (Schaufeli & Bakker, 2004). employees may come up with some creative ideas on their own; learning is the engine that propels innovation. With assistance, employees can plan their own career pathways, Managers need to know their team members on a personal level. They need to be encouraged and trained in accordance with their goals. The key subjects of dialogue should be growth, performance, and advancement. Gaining employee feedback, promoting consistent engagement, and motivating staff will all be essential for advancement.
Hotel Management must use every effort to retain the right people if you want to continue to benefit from their knowledge, skills, and abilities. Once someone starts a job, retention happens when they remain committed. The objective of workers is to not be taken advantage of. They require a sense of worth and recognition for their contributions.  85% of workers are either not engaged in their work or are actively disengaging from it (Gallup,2021). By thanking the workers, convey appreciation for their efforts. There is scant evidence to support the claim that employee engagement and organisational success are related (Schneider et al. 2017). make employee efforts more apparent; this promotes teamwork and motivates positive feedback. Once this happens, workers may control their own success. Another aspect of employee retention is the sense of contribution to the company's objectives and performance. Employee retention is higher when an organisation promotes a feeling of community among its staff, provides avenues for deep connections, and supports that community. The procedure for separating from an employee is your final opportunity to communicate with them. Uncomfortableness is not necessary. It might alternatively be a well-organized, professional process. The best sources of recommendations for new recruits are satisfied employees, including former employees. Maintain their interest to maintain business in their minds after an employee leaves. Engage in an exit interview to gather essential feedback.
The information above offers a comprehensive explanation of both the stages of the HR life cycle as well as what occurs at each level of the employee life cycle. In conclusion, it can be said that the HR life cycle starts with hiring talent and employee search, and it ends with retirement and employee off-boarding. It is a never-ending cycle that keeps happening to hire qualified and experienced people to help add value to the company. Leaders must improve their employee experience and employer brand from a human-cantered perspective to create the right workforce for the future and capitalise on its potential. Recognizing employees' contributions is the first step in proving to them your value. Employee involvement is mostly a result of the unique work experience and is typically a voluntary decision. It involves some employees as opposed to organisations. Employees are more inclined to increase their work for the company and increase levels of engagement when they feel their bosses value them and treat them well (Alfes et al. 2013). employee participation is a concept that applies to the individual rather than the group. Employee engagement is a psychological state that is active, connected to work, and it includes thoughts, feelings, and actions in addition to the characteristics of vigour and involvement. Engagement can therefore be shown by action, cognition, and emotion. Third, burnout and involvement have a complicated relationship. The empirical results showed that while burnout and engagement were independent of one another in one dimension, they were at different extremes of the same continuum in another.
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