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Introduction
Employment engagement indicates the enthusiasm and dedication of the employees. On the other hand, employee retention refers to the strategy indicating the ability of a company to have a lessened turnover ratio. It means fewer employees are interested in any external opportunities. Engagement and retention of employees also indicate the relationship between the company and the employees. The strategy is applied throughout the employee’s life cycle. The Human Resources (HR) department is related to this activity. In today’s world, employee engagement and retention are crucial in any competitive business field (María, 2019). Employees often seek better and new opportunities which is a basic human nature. But with a skilled HR, employees tend to have less interest in any new opportunity rather they feel motivated to work in the company. The sole purpose is to bring ultimate success to the business firm. The following essay critically evaluates the strategies an HR can perform to engage and retrain employees throughout the employee lifecycle consisting of 6 stages. The Pan Pacific Hotel is located at the heart of London; Bishop Gate can be a good example. They provide one of the best services in England and they have a good reputation for employee management. Taking some reports of the hotel, the essay will show how each stage is considered a unique challenge for HR to engage employees to enhance their overall performance and carry out business success.
[bookmark: _heading=h.30j0zll]Main Body
In the modern business world, employee engagement and retention are very common words. The activities must be done by a skilled and better HR. Throughout the employee life cycle, an HR has to undertake different initiatives to face future difficulties and the management inconvenience regarding employee engagement and retention. So, the role of human resources here is very crucial and very effective too.
If the last decade is mentioned as the reference, it is seen that almost 2 out of 5 employees are leaving their jobs in the UK. A survey conducted on 2100 employees shows that about 43 per cent of workers have left their job for better opportunities and because of poor management (Ahmed et al., 2021). It indicates they tend to leave the company. Meanwhile, poor management and unskilled HR are also to be blamed. 
So, the role and importance of employee engagement and retention cannot be just described in a few words. It benefits a company in many ways. It can save time and money for a company. Recruiting skilled employees and engaging them in the work and making them dedicated to work are the key activities. It also improves better employee relationships. Furthermore, the process mainly helps to retain skilled and experienced employees.
It takes a highly skilled HR to manage such activities. Taking a big five-star hotel named Pan Pacific Hotel as an example, it can be seen that it has decreased its employee turnover ratio over the years as a result its services have been acclaimed all over the UK as well as beyond the borders (Boella and Goss-Turner, 2019).
The activities ought to be performed throughout the employee lifecycle. The employee lifecycle consists of 6 stages such as attraction, recruitment, onboarding, development, retention and separation. Every stage offers a challenge for HR professionals to engage employees in work commitment. It creates a unique opportunity for them to work effectively (Guo, Barnes and Jia, 2019). Every stage is discussed and analysed presenting examples of some of the big hotel’s HR management as follows.
The attraction stage implies the activities done to attract candidates. This stage focuses on the employee’s potential. At this stage, effective communication is developed to entice qualified employees to apply for the vacant position. To do so, brand awareness is raised by arranging different seminars and becoming a contributor to a magazine or any portal. In the meantime, HR offers many attractive benefits and compensations to the candidates. For example, in 2017, the Pan Pacific Hotel offered a vacancy for a female hotel receptionist with a variety of beneficial schemes such as a 15% increment within 6 months, 5 months of pregnancy leave and so on (Lawler, NetLibrary and Al, 2018). Finding these facilities, a lot of applicants came forward. But here is the fact that a company must provide softer and moderate facilities. Providing too many facilities to new employees is a reason to demotivate the existing employees which ultimately makes them seek new and better opportunities.
The recruitment stage starts after potential candidates are attracted. The stage helps to identify the most qualified candidates to be recruited. At this stage, HR must develop an efficient selection criterion. It includes a fair unbiased selection process, a comprehensive moral selection code, referring from existing employees and so on. HR must be specific about what he is looking for and what kind of employee he wants. So, he must develop a moral code to find out the skilled employee. Involving the most experienced employees can be an effective approach. They can assist to find out the best one among the candidates. Also involving them in the interview board can help the company to examine the candidate thoroughly (María, 2019). Choosing qualified candidates crucially paves the way for future improvement of the company. For instance, the HR department of the Pan Pacific Hotel has a separate board to select recruits. They examine and find the best candidate. Biassed selection is completely avoided as the reputation of the Hotel depends on the good staff.
The Onboarding stage is to welcome newly recruited employees into the company. After finding out top talented minds and recruiting them to the company, HR makes an environment for them to adjust to the culture, rules and regulations as well as the important aspects of the company. In this stage, recruits start to develop more knowledge about their position, skill, potentiality and so on. At this stage, HR can make new employees comfortable by giving a job description (Lundby and Jolton, 2019). The onboarding stage can be more effective by discussing company policies and rules with them as well as briefing them on the visions and values of the company and making them understand what the company wants from them. The key strategy is to make the employee feel like they have a comfortable environment to adjust to. To do so, routine follow-up must be maintained. Every week a meeting session can be arranged to check-in. It will help to get information on what obstacles the employees are facing and it will also help to determine the possible solutions. For example, the Pan Pacific Hotel has a trainer team. Whenever there are recruits, a trainer team is provided for them to discuss what their goal should be (Mulligan and Taylor, 2019). The team also trains them on how to adjust to the hotel environment and work culture. The trainers also make them determine what their goals are.
The following stage is to develop the employees’ potential for a better career. During this period, HR provides the employees with the necessary facilities which act as a catalyst to develop their skills. Investing in employees' development is essential for their growth and the long-term success of the company. To do so, HR can offer different types of strategies including weekly meetings, training programs, continuous monitoring and so on. Other strategies can apply as a development program such as motivational programs, applying work templates, offering rewards and so on (Iverson and Deery, 2019). The best way to get identified with the employee’s potential and abilities is to work directly with them. It will enable HR to understand the ability and the skill the employee possesses. It will also make HR decide which steps should be taken. It is because all types of programs and motivations are not appropriate for all. It may vary from person to person. Taking the example of Pan Pacific Hotel, it is found that the hotel applies some of the strategies such as training programs, meetings, seminars and so on.
The next stage is the most challenging stage for the HR of the company. HR can employ various strategies to foster employee management and job satisfaction at this stage. Retaining employees is crucial for maintaining a stable workforce. The influence of company culture has a great impact on the employees. If the culture goes wrong, the employee turnover ratio will be mitigated. To avoid this risk, an improvement in retention level is a must. To do so, some strategies can be followed. A great relationship must be developed with employees and make proper communication with them. Moreover, a specific framework can be implemented. For example, Pan Pacific Hotel uses some strategies to retrain its employees. One of their best strategies is to increase the salary within the shortage period. They offer a decent amount of salary when an employee joins the hotel. Within only one or two months, the salary has increased by 10-15% (Guo, Barnes and Jia, 2019). As a result, staff remain in the company.
The final stage comes with employees’ retirement, new employment, or personal reasons. Eventually, this stage is as important as other stages. During this period, the company must remain positive. A common approach for HR is to ask for honest feedback. It will enable the company to find out the problems and flaws to operate the company. The company has to understand that it will lose one of the most skilled and one of the most experienced employees. At this stage, the most crucial part is to take a separated employee’s lifecycle as a motivation (María, 2019). Taking the example of Pan Pacific Hotel, it is seen that they arrange farewell parties whenever anyone leaves the company due to retirement or any personal reason. They also provide a huge amount of money to the retired employee which works as motivation for others.
It is easily said that the employee lifecycle is a very significant factor in a company. It determines the quality of management and the human resources department. Taking some other hotels as examples such as The Kensington Hotel, The Standard, Sofitel London Heathrow and The Royal Lancaster London (Guo, Barnes and Jia, 2019). 
The Kensington Hotel made some policies to maintain their employees. They have made a salary framework. It enables them to retrain employees from other opportunities. Meanwhile, the Standard Hotel has invested in employees for greater services. The guests often find it comfortable and enjoyable to have such staff. On the other hand, online dating has become very popular among people in the modern age. People often rely on reviews and ratings. After searching online, they tend to find the very best hotel available. So, a hotel needs to have a very good rating. Most of the hotels are rated out of 5 or out of 10. In that case, The Royal Lancaster London has a 9 out of 10 rating. It is because guests are satisfied with their services and staff and it is possible to have one of the best HR. They apply many effective strategies to have better employee management. Some of them are training sessions, 10-20% salary on overtime, extra commission and reward (Burke and Cooper, 2018). As a result, employees get motivated to engage themselves in work. Besides, The Royal Lancaster London has a good reputation for staff treatment. They provide more facilities than most other hotels in the UK.
The benefits of the team or organisational performance cannot be described just in a few words. It enables innovative ideas. In addition, it encourages personal growth and collaboration quality. Along with that it made the work easier and simpler.
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The essay has mainly focused on the engagement and retention of employees throughout the employment lifecycle. It is seen that different strategies are to be implemented to develop these stages. Every stage offers a unique opportunity for HR to have close contact with employees and identify their abilities. By applying effective strategies, their skills can be enhanced which enables HR to engage and retrain them. The 6 stages of the employee lifecycle are 6 levels of strategies that are essential to retrain employees. If still employees are seen leaving the company to get new opportunities, it indicates the strategies are not applied properly and the company suffers from a very poor culture with very ineffective mismanagement. On the other hand, proper facilities and necessary skill training can be a major disadvantage for the company if it fails to engage and retrain the employees.
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