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Working environment is ever-changing and evolving because of diseases like Covid-19 that led to epidemic, which led to increase of remote work, technological advancements, and lastly generational transitions. All these circumstances are main reason why there are always new challenges when it comes to attracting and keeping employees (Pawar and Charak, 2014). Employee value proposition refers to the unique benefits provided by the firm to its workers in exchange for their labour. The journey every employee takes inside a business, from hiring to leaving, is known as the employee life cycle. It is crucial to explain how they are interconnected as well as what motivates employees to stay on board with a company. To recruit and keep the top employees, firms also want to be seen as an employer of choice. To become employer of choice it is at most important to have outstanding workplace culture and setting where people can perform at their highest level. This helps company to stay relevant and competitive (Heinänen, 2022). Employee engagement is defined by psychological and intellectual ties that bind a worker to their employer and job. Employee engagement therefore includes both their emotional—their feelings—and their rational—their thoughts—about the company and their employment (Jiang, 2018). 
“The human resource function typically adds value by performing an administrative role. The human resources function in most organizations plays a key role in determining how their human capital is managed and serviced. How well it does this helps determine how much value it adds.” (Lawler and Boudreau, 2012). When employees are driven to perform at a high level and are devoted to their work and the business, engagement occurs which is not possible without good and caring human resources team (Armstrong and Taylor, 2020). On all levels, HR has a crucial responsibility when it comes to encouraging employee engagement. Although there are particular employee engagement responsibilities and activities, everyone in HR should consider employee engagement. It is crucial to consider what motivates workers to be engaged at work. There are many options for solutions, including enjoyable work, excellent management, career opportunities, training, competitive pay and benefits, and alignment with organizational objectives. Strong fundamentals of human resources are what makes employee engagement possible (DPG, n.d.). It is also an obligation of human resources team to make a survey based on which the company can start to think how to engage their employees.
One of the first steps in engaging employees is for sure to actually get to know them. This is a simple and easy technique that might give the worker an impression that you are aware of them and that you value them as a person. According to research, people tend to be considerably more involved in their job and effectiveness when they feel appreciated (The Editorial Team, 2017). The workplace culture greatly influences how engaged employees are. According to prior research, companies are more likely to have engaged employees if they uphold the psychological conditions of safety (supporting colleagues and managers), meaning and purpose (how is role at the company fit for certain employee and job fulfilment) in their workplace culture. As a result, companies that are considered "employers of choice" have greater engagement levels and are therefore more likely to recruit and keep top personnel (Heinänen, 2022). There are many options for other ways of employee engagement, including enjoyable work, excellent management, career opportunities, training, competitive pay and benefits, and alignment with organizational objectives (Lee et al., 2019).
When engagement is done correctly it can significally affect company's outcome and profit which can be viewed as the main advantage of engaging a team. It seems reasonable that content and engaged staff will work better and with higher productivity. Industry leaders are aware of the value of employee engagement and the profound effects it can have on output, employee satisfaction, and overall business results. Numerous studies demonstrate that when employees are engaged, they feel an attachment to the firm, think their work matters, and put in more effort as a result. Additionally, engaged workers tend to support the company's objectives, have much lower turnover and absenteeism rates, and promote the company better (Torrington et al., 2020).
Luckily, despite the fact that each employee's experience is unique, there are some significant parallels. Every narrative will include the employee's introduction to chosen firm, their recruitment and onboarding process, their reasons for sticking with company, and how working for specific company has impacted them. The employee life cycle, a paradigm for comprehending the employee experience and increasing engagement at every stage of the employee journey, is built on these parallels (Heger, 2007).  
Long before an employee is officially recruited, possibly even before they are a real contender, the attraction phase takes place. The prospective employee reviews online workplace evaluations and investigates organizations and company principles. They are most likely also ask around relatives, friends, consumers, whether they had any prior experience with the company and how the experience was. At this phase branding comes forward to serve as accurate presentation of company. It is important to maximize engagement to enlarge talent pool as much as possible, because this ensures company to obtain the best the most ideal set of applicants from whom to pick (Achievers, 2021).
Recruitment is the second phase of an employee lifecycle. A company's priority at this point is on attracting talent. A corporation must have a recruiting plan after attracting individuals to its business. They must consider both the type of individuals they wish to hire and the process for doing so. HR should create a strategy for recruitment, include their staff, and then monitor the results (Achievers, 2021).
Once an employee has been hired, the HR team needs make sure the onboarding process is as easy as possible. The new employee needs to be aware of their start date, what to anticipate from that day and the following week, what kind of training they may anticipate, what their duties will be, and what paperwork needs to be completed before they begin working. The HR team should go over the job description, the company's vision and values, as well as the tasks and responsibilities of the role with a new hire on the first day of work. In order to avoid any problems on the first day, the HR team should also make sure that the new hire's work environment is fully set up (Pierce, n.d.).
Development and advancement are among the qualities that many job candidates say they value most in their future position. Employees desire challenges and the chance to advance in their professions. Employee career development should be outlined in detail by the employer. While an employee's self-motivation may contribute to some development, a business should provide possibilities for growth. Offering courses and training as a corporation, paying for ongoing education, or creating a career path plan for a new hire are some instances of development chances (Leung, 2018).
The goal of retention is to keep workers on board with the business. The results of the effort from the earlier phases are seen at this point. A firm is more likely to keep workers if it performs an excellent job of attracting, hiring, onboarding, and developing talent. It's critical to comprehend at this point what stops employees from quitting. Since every employee is unique in this regard, a firm should take the time to learn what matters to its staff. You may accomplish this by asking for input in surveys or in one-on-one meetings with managers (Pierce, n.d.).
Separation is the last phase of the employment lifecycle. At some time, every employee will go through this with the business. There comes a moment when an employee must quit a firm, despite all the steps taken in the past to avoid it. A successful separation is one in which the employee and the company part ways amicably, in which the employee continues to speak positively of the firm, and in which the employee is appreciative of their time spent with the organization. This is not always simple to do, but it is doable if you concentrate on comprehending the resignation's motivation, have a good attitude, and request candid feedback (Leung, 2018).
A plan for increasing an employee's sense of worth, empowerment, and productivity at work is called an employee engagement model. It serves as the foundation of corporate culture. It entails putting policies into practice and exhibiting the proper management and senior leadership behaviors (Pellikaan, 2021). Models and ideas of employee engagement are useful for developing a plan. It is more probable that adopting a tried-and-true paradigm will result in major and long-lasting improvement and save a lot of time. However, success cannot be assured by merely adopting a model. This depends on a company's capacity for employee involvement, which may be easily assessed through routine employee surveys. At the end there are few pillars of different models that appear consecutively. Among the most popular frameworks for measuring employee engagement are Maslow, Kahn, and AON-Hewitt (Thompson, 2021). 
In hotel industry human resources or manager can provide specific growth parameters.  For example if entry-level employees believe they have a possibility to rise up the corporate ladder, they are more likely to perform well in their roles and stick with the organization. To inspire workforce, providing them clear objectives and performance benchmarks that demonstrate how they might improve their pay and find better employment. Another way is to distributing evaluation questionnaires to hotel visitors so they may rate particular departments and staff before they leave. Based on the quantity of references a department or employee gets bonuses.  Offer a monthly incentive to concierge if visitors frequently compliment them. If the relationship with visitors at your front desk is frequently criticized, engage with the staff to enhance it and provide a financial incentive if they succeed. Give each employee a $5 incentive if a visitor mentions their name. Using vacant rooms to give team employees bonuses for outstanding work, annual employment anniversaries, or birthday gifts (Milano, 2012). 
Ritz-Carlton hotel chain is one of the leading in hotel industry and they cherish their employee above anything else. Any culture aiming to deliver exceptional customer service must put employees first. This entails giving employees the necessary authority and ensuring that they are aware of the crucial part they play in the organization's broader plan. Executives who empower their team give them the freedom to make their own choices, which gives them the freedom to provide better and more memorable client experiences (Borzykowski, 2018). 
Why is it crucial for employees to be engaged? The short answer is that it encourages staff to be productive and report for staying at home less frequently. A more extensive explanation is that a solid basis for every firm rests inside its ambitions and principles. Every single employee, from the company's creator to the people who answer the phones, wants to feel heard, respected, and trusted. They would want to think that the service they are carrying out is worthwhile and that their effort is valued. The employee life cycle includes the following steps: recruit, hire, onboard, engage, develop, retain, and depart. As the stage when the top people who are suited for the organization are drawn, recruited, and then employed, recruiting is a crucial step. Therefore, the foundation of the employment is laid during recruitment and onboarding. These phases include managing the hiring process and guaranteeing efficient hiring techniques, extending job offers, providing orientation and a smooth transfer into the workplace, and managing the probationary term. Ensuring that employees feel that they are a part of the organization and that their involvement in the workplace is required is a critical aspect of sustaining better engagement levels. Engaged personnel implies increased productivity, profit, and the outcomes in client satisfaction.
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