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“How to engage employees throughout the employee lifecycle”
At every stage of the employee life cycle, Positive engagement with the employees can enhance the outcome of the organisation. For this reason, an organisation, especially a hotel property, needs to secure the proper engagement with the employees so that the organisational objectives can be achieved. This essay aims to demonstrate the ways the human resource department must employ for ensuring employee engagement in a hotel property throughout every stage of the employee lifecycle. Usually, every phase of the employee lifecycle requires some activities to initiate for ensuring the best employee engagement benefits. The essay, here, will describe the role of human resources in engaging the employees of an organisation, the ways of engagement, the advantages of engaging a team, etc. Then, the stages of the employee lifecycle will be demonstrated with examples. Finally, in the last part of the essay, an employee engagement model and its implementation in an organisation will be analysed. In this regard, proper employee engagement is necessary for ensuring a qualified as well as engaged workforce for the organisation, at every stage of the employee lifecycle.
Employee engagement is the emotional attachment of the employees to an organisation that keeps them working beyond the basic requirements of the tasks or jobs (Saks and Gruman, 2014). This ensures the employees’ level of attachment to the property and determines their success at large. To secure this employee engagement, human resources (HR) have to play a vital role in this regard. The engagement work starts with HR (Smith and Macko, 2014). For example, HR needs to take the initiatives to motivate and inspire the staff or employees. HR should give the power and equipment to the managers who have many staffs under their control. Managers, in this regard, can personally give thanks to the staff for a job done well, actively listening to the team members and giving importance to their opinion, providing constructive feedback, delegating the responsibilities, and encouraging the staff to participate in the ownership, etc. Understanding the overall objectives of the hotel and spreading and aligning this to the hotel’s overall workforce. Another role that HR plays is safeguarding the company culture by recruiting those staff or employees who fit with the culture of the hotel or organisation (Basnyat and Clarence, 2020). Appreciating the work of the staff and recognition program etc. can also work as a motivational force for ensuring employee engagement. Employee engagement brings several benefits for an organisation, especially a hotel, in this regard. As it links the employees with the organisation, he/she feel more engaged, happy, and contented (Mubarak and Noor, 2018). A happy and engaged employee has more motivation to deliver extraordinary guest services for a hotel. As a result, guest satisfaction can be achieved which in turn increases repeat business and an increased profit. Moreover, it ensures the loyalty of the employees towards the employer and the property as a whole.
[bookmark: _Hlk126868571]Employee lifecycle refers to the different phases or stages that an employee pass on during the interaction with an organisation (Gladka et al., 2022). This is such a model which is used as a tool to determine and demonstrate how an employee engages with a property (hotel) or organisation. The employee lifecycle model has 6 phases which are illustrated in figure 1. These include attraction, recruitment, onboarding, development, retention, and separation (Cattermole, 2019). All of these stages are necessary to consider for ensuring better employee engagement that brings overall success to the organisation. The role of HR in employee engagement at every stage of the employee lifecycle is described here.

Figure 1: The Employee Lifecycle of a Hospitality Property ((Gladka et al., 2022)
The attraction phase, the first stage of the employee lifecycle, is all about the efforts of attracting new and potential candidates who are interested in the job offered by the company (Mubarak and Noor, 2016). During this phase, HR analyses the needs of employees at various departments of the organisation, hotel, in this case. HR can significantly affect the thinking process of the candidates towards the property by the way they communicate. At this stage, the potential candidates may analyse the hotel before applying. The reputation of the hotel can impact the overall decision of the candidates on whether to apply for the job or not (Basak and Khanna, 2017). For building the engagement with potential staff, the attraction phase requires the employer as well as consumer branding in such a manner that addresses the needs and special desires of the prospective employees and employers. Here, HR should address and recognize the importance of these prospected employees in the organisation. This will circulate positive perceptions about the property in the minds of these prospective employees.
Recruitment is the second phase of the cycle. It focuses on recruiting the best available candidates who fulfil the desires of the recruiters (Kuhn, 2015). At this stage of the employee lifecycle, job postings are designed based on the type and needs of the employees. The recruitment process here varies from property to property. Then selection and transparency are done for the staff. Here, HR needs to play the most engaged role because of the direct links at various stages of the recruitment process. At this stage, employee engagement initiatives may include personalized communication with the candidates, focusing firstly to know the demands or expectations of the candidates before addressing the requirements of the organisation, identifying the gaps in the current jobs of the candidates, etc (Krause, 2015). Moreover, building a value proposition that is relevant and attractive to the candidate can also bring the engagement efforts to be successful. The message that is communicated with the potential staff here is important because it may indicate carelessness toward the candidates.
During the onboarding stage, employees need to be acquainted with the environment where they will work or perform their daily operations (Davila and Pina-Ramirez, 2018). It includes welcoming and supporting the staff to the property, do acquaintances with co-workers and equipment, etc. For example, within a hotel, there are various departments such as housekeeping, room service, front office, maintenance, etc. An employee who is in the onboarding stage of the cycle should be acquainted here within the hotel. At this stage, HR should ensure proper methods to communicate and other issues (Barreto et al., 2017). To engage the staff, creating a standardized structure or process, personalization with the staff, maintaining real-time communication, etc. should be ensured.
The development stage of the employee lifecycle is a crucial phase where an employee wants to grow by acquiring and getting the facilities from the organisation (Umme and Urs, 2019). Lack of development opportunities is a major reason employees leave their jobs. So, for ensuring engagement, here the property needs to offer attractive training opportunities, create career progression paths for the employees, facilitate constructive feedback, encourage developmental activities, etc. can be significant here. For instance, the employees of a hotel should be provided with all the opportunities that are required for their future development in their careers. It will boost the positivity toward the property.
The retaining stage consists of keeping up the staff for the lifetime within the property (Cabeza et al., 2014). It will reduce the chances of hiring new employees to replace the vacancies. For retaining the employees, there needs to take some initiatives. The authority should help the staff to grow which in turn builds a real connection with the peers as well as with the property as a whole. In this regard, employee recognition and other benefits are necessary to retain the staff. The recognition can be provided via different means such as recognizing by saying ‘Thank You’, ‘We highly value your work’ etc (Kam and Zechmeister, 2013). Factors such as the relevance of work to the organisation, challenging tasks, the opportunity for work-life balance, rewards and recognition, career growth opportunity, and many others are especially significant to engage the staff with the organisation. Here, the hospitality industry is in a comparative advantage position to satisfy the workers to keep them on the property (Du Plessis et al., 2015). Because, in the environment of the hotel there is a growing opportunity, more challenging work, more rewards as well as recognition, etc. are available which will in turn motivate the staff to feel more involved with the hotel. So, the retention stage should be carefully planned to engage the employees with the organisation (Bhavani and Sharavan, 2015).
The final stage of the employee lifecycle is the separation stage where there comes an end of the lifecycle of the employee-property relationships. This separation could be caused by several reasons such as personal or family reasons, retirement, and getting better employment opportunities (Russell, 2015). For ensuring engagement at this stage, the employer should show respect for the employee's decision who voluntarily wants to separate from the organisation. Many benefits can be attained by maintaining relationships and engagement at this stage of the employee lifecycle. For example, a happy employee, even those who leave the organisation, might be a great source of newly qualified employee hire referrals. These referrals can minimize the costs of the property as well (Hong, 2017).
In the hospitality sector, employee engagement is a much more necessary tool for ensuring a qualified workforce and better organisational results. So, there needs to design and implement an employee engagement framework. For instance, ensuring the key drivers for engagement such as creating career development opportunities, empowerment, rewards and recognition, pay, and benefits, communication, creating a culture of performance appraisal, cooperation, and others should be ensured in a hotel to successfully create and implement the employee engagement within the property (Mone and London, 2018). For implementing this, HR should plan and design the outline to be operated for employee engagement. Hotel managers and authority needs to focus specifically on the forces of these drives and ensures the implementation.
The main purpose of this essay is to show the ways of employee engagement throughout every stage of the employee lifecycle. Here, HR needs to play the main role of ensuring employee engagement in a property. This paper has shown the role of HR in creating an engaged workforce. There are various advantages of employee engagement such as a higher retention rate and resulting lower amount of costs, higher guest or customer satisfaction, etc. In the next section of this essay, the employee lifecycle model is illustrated and described from the perspective of the hotel industry. Here it has shown the different stages of the model where employee engagement is necessary to secure the successful outcome of the hotel. For instance, during the attraction stage, the HR or the employers need to address the benefits that will be available, their importance, and other sites. All the other stages also need to focus on maintaining and securing the proper engagement so that a strategic outcome can be achieved. Finally, in the last section of the essay, a strategic framework for better employee engagement at the various stages of the employee lifecycle is presented for a hotel property where it addressed the forces like the significance of empowerment, rewards and recognition, cooperation, etc.
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