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[bookmark: _Toc531564974]Introduction 
The concept that a company and its management interact with a variety of workers at a variety of times throughout the entirety of the process of obtaining employment and ending it is referred to as "employee engagement," and the term "employee engagement" is referred to by the term "employee engagement." The concept known as the "employee life cycle" refers to the concept that during the course of an employee's employment with a company, that employee will go through a number of distinct phases in order to fulfill the service tasks that have been set for the business and accomplish the goals that have been set for the business. The phrase "employee life cycle" refers to the concept that during the course of an employee's employment with a company, that employee will go (Burke, 2022). According to this, the operation has to deal with the factors from the very beginning of the job till the date of retirement or discharge of the employee. This may be anywhere from the very beginning of the work to the date of retirement or release. When it comes to dealing with the many phases of employment that an employee goes through, proper management is essential, and the company has a responsibility to keep an eye on that (Axford, 2014). Several facets of employee engagement and strategies for overcoming the challenges presented by the employee life cycle are discussed in this article.


How to Engage Employees throughout the Employee Life Cycle
Managers of human resources are required to deal with the process of employee engagement in order to guarantee the creation of an influence on the members of the team. This can be accomplished by engaging in the employees' employee life cycle in order to guarantee their constant engagement (Jhonson, 2021). The use of the employee life cycle guarantees the employee's level of performance and efficiency within the context of the workplace. This engagement in the employee life cycle enhances the degree of determination while giving the employee the opportunity to provide their effort to generate the greatest effect possible inside the organization (Horn, 2009). In the hotel business, the management team has to ensure proper implication of employee engagement through the employee life cycle to create the best impact and to ensure the objectives of the organization in dealing with them.
There are several steps to understanding the life cycle of an employee. The process and the steps of performing differently. The process of an employee being hired by a company is not the beginning of their career with that company. The very first time someone hears about a particular brand is the starting point (Team, 2022). The most talented workers won't even consider working for a firm that doesn't live up to its own standards. 55% of job applicants would stop applying once reading negative evaluations about a firm, and an astounding 92% of people would consider moving their present job for an opening with an organization that has a strong reputation (Caughlin, 2018). This demonstrates the power of the corporate image, which is very real. In this case, the employee looks for the most reputed organization to meet all the requirements and qualifications, and then they go for the organization with the most reputation in the market.
The recruitment process starts after the application of the candidate has been received. In this process, the recruiting process at a company might be improved with the assistance of employee life cycle surveys (Friedman, 2012). Asking recently hired employees what they like most about the recruiting process and what aspects may need some improvement. Individuals may also take the expressing personal pulse on a range of important engagement criteria and then monitor how their sentiments evolve over time. This will provide them significant insight into how the company impacts new recruits and offers the ability to improve it. Recruiting people from varied backgrounds is the first step in building a diverse staff (Bradford, 2022). To ensure that diversity and inclusion are given top priority throughout the recruiting process, it is important to eliminate any potential sources of prejudice. Individuals are able to construct offers of several types of interviewers and thereafter teach them how to combat their own implicit bias, in addition to the topics that they are required to avoid while conducting interviews. One should also prevent restricting themselves to a small number of different recruitment channels. Rather than doing that, one should educate themselves on all of the channels that today's diverse workforce utilizes, and then maybe that person should use those channels to communicate with possible applicants (Armstrong and Taylor, 2020). Finally, in order to maintain the vibrancy and vitality of a company, they should emphasize the incorporation of new viewpoints and ask applicants questions that indicate the range of thinking they possess.
Hiring and onboarding is the critical stage that follows recruiting and encompasses all that is required to transform the applicant into a high-performing employee who is adapted to the company culture. Providing the employee with information on the complexities of their new role, assisting them with administrative chores, and briefing them on the culture of the firm. Even when an employee does not possess a clear knowledge of the responsibilities associated with their position, they are not going to be successful working for your organization, despite the fact that this may seem to be an obvious point (Cutolo and Taubenfeld, 2022). Uncertainty and dissatisfaction are two outcomes that may result from poorly written job descriptions or from a failure to explain clearly and unambiguous the demands and obligations of the new employee. Employees are left with a sense of disorientation when the onboarding process is abruptly terminated, despite the fact that this stage of the process would most likely be the most demanding one (Axford, 2014). Explain and show everything that is important to the employee's role with great care, and motivate the employee to speak up both at the beginning and during the training to ensure that they thoroughly grasp everything. Instead, the onboarding process should include components that remain at a minimum during the very first year during which the potential employee is working for the firm (Torrington and Atkinson, 2020). These components might include frequent check-ins as well as training review sessions or updates. Keeping this link will ensure that workers stay on track and remain engaged throughout the beginning stages of their careers as well as afterward.
The process of retaining employees is one that begins after an organization has successfully hired someone and begun to integrate them into its daily operations. This is a hard industry that starts as soon as a new person is brought on board (Johnston and Clark, 2012). The organization has a responsibility to guarantee that the recruited workers and other members of the team can trust the organization at all times to deal with the many components of the organizational force to accomplish the goals. The rate at which an organization is able to keep its employees, as well as the quality of the work that its teams produce, can both be improved by cultivating a culture of winning within the organization as well as by providing appropriate recognition for the work that employees do while performing their duties within the organization.
The first step in developing a workforce is to adopt a mindset of continuous learning, which means seeing every day and every activity as an opportunity to acquire or hone a new skill or learn something completely new (Murton and O’Sullivan, 2010). For a more personalized education experience, one that enables the business to tailor the courses offered and even create specific learning pathways for each employee, so that they may get their education in the manner in which they find most helpful. Encourage workers to seek growth opportunities by providing financial support for them to do so, whether in the form of reimbursing them for the cost of attending a seminar or paying the cost of their tuition for academic background (Gallagher, 2016). It gives the workers the possibility of obtaining it from virtually any location and to pursue growth in any way, at any time, and in whatever manner is most convenient for them. The management team can also promote knowledge sharing inside the firm by mentoring staff and holding regular meetings at which workers may discuss their own experiences and the lessons they have learned the hard way (Taylor, 2022). An organization is therefore in a position to monitor its advancement and assess whether or not its growth goals are being accomplished. All of the workers will continue to be driven to improve themselves if credit is given to those who succeed in meeting their professional development objectives.
Retirement or other post-employment acts mark the end of an employee's life cycle as an active participant in an organization. It is the standard operating procedure to employ a variety of people in order to maintain all of the phases and components of the life cycle in an active state. Nevertheless, there are certain options where workers will look for other alternatives to begin their careers from various jobs before they retire. These decisions might be difficult. The termination of an employee does not automatically necessarily have to be a stressful or unpleasant affair. Considering it an opportunity to learn instead, as well as a chance to transform the former worker into an ambassador for the firm who will remain loyal to it throughout their life (Editorial, 2022). Changes in perspective and beginning to approach the purpose of the employee exit process as assisting the employee in taking the next stages of their professional path with dignity and self-assurance are necessary changes. The company will discover as a result of this that taking this method will, over the course of the next few years, result in consistent financial returns for the company as a whole (Marchington and Wilkinson, 2016). They will be able to continue improving the effectiveness of the complete employee life cycle with the assistance of the data that they will have from conducting exit interviews with members of the team who are leaving.

[bookmark: _Toc531564975]Conclusion 
Engagement with the employees is crucial. In a hotel business organization, the whole team has to perform according to the business and organizational objectives. In this process, the organization gets the opportunity to create a positive impact on its employees. In the hotel business, proper monitoring and enhancing a proper workplace environment is quite crucial. The implication of the employee life cycle and participating through that allows the employees to grow efficiently and increase their internal bonding to perform their best. Leadership qualities are easily developed and the way of dealing becomes much easier for human resource managers. The overall employee involvement will be strengthened by a better understanding of, and the development of, initiatives for, each stage. Over the course of time, it will be able to evaluate all of the efforts and make adjustments appropriately. In addition to that, this may be used in a variety of metrics including engagement data as a source of insights into the performance of all of the tactics. At the level of the individual manager and the department, this develops into intelligence that is meaningful. It would be beneficial for everyone if they acknowledge the contributions that workers have made to the company. 
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