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[bookmark: _Toc135913338]Introduction
Giving one's all to one's task increases the likelihood that one will produce extraordinary outcomes and go above expectations.  Because employee engagement affects efficiency, organizational culture, staff turnover, output, connections to customers, and future earnings, well-thought-out tactics to boost engagement are essential for all businesses (Ogohi Daniel, 2019). When this occurs, productivity and the number of tasks done both increases as a result. In its broadest meaning, employee engagement refers to a workplace technique used to boost employees' passion for and dedication to their jobs, teams, coworkers, and the business as a whole (Hanaysha, 2016).  Using a model of the employee's lifespan, this essay will delve deeper into the concept of employee engagement. The importance of human resources in fostering employee motivation will also be explored in this essay. The essay proposes a model with instructions on how to encourage workers to actively participate in their tasks, and it provides guidance on how to do so. The article illustrates its thesis with a wide range of examples all having something to do with hotels. The research paper wraps off with a summary of its primary arguments.
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Since it affects every aspect of human resources management, employee engagement is more complicated than it first appears. According to Schmitt et al., (2016), An engaged workforce consists of people who are invested in their work, feel valued by their employers and peers, and are optimistic about the future of their careers. Human resources must have a thorough understanding of the employment agreement to successfully engage personnel. For employees to carry out their responsibilities effectively, HR must ensure that they have access to the proper tools, training, and working environments (Newman & Ford, 2021). HR must also keep up with staff training and development if it wants to retain employees motivated to come to work. Make sure that the paths for the employees' professional development are apparent. People that take pride in their work are conscious of their obligations. Everyone is pursuing a goal, whether it be personal or professional. 
A diverse group of people are employed in the hotel industry. The responsibilities placed on wait staff, secretaries, and distributors are significantly dissimilar from those of housekeepers and supervisors. However, you must train every staff because they all reflect the hotel's hospitality culture (Sobering, 2019). Many people in the service sector start at the bottom and rise through the ranks. Therefore, the hotel business must invest in training and growth. It is advantageous to maintain a consistent demeanor and way of doing things. The hotel sector offers a variety of educational possibilities. In the workplace, effective communicators are very advantageous to both firms and individuals. Every hotel staff must be fluent in English to accomplish this. The history of the visitor might not be known to your personnel. Therefore, learning how to communicate effectively with people from different cultural backgrounds is essential. The workforce is often viewed as a unified whole by those outside of it. Collaboration and diversity education must be prioritized if this goal is to be achieved. The human resources department may improve teamwork by encouraging a sense of oneness. Two strategies to improve teamwork and communication at work include hosting friendly tournaments and giving out free cookies and cool drinks to coworkers.
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The length of time a worker spends working for your business will never be unlimited. Employment is seen as a cyclical phase in the employee engagement lifecycle (Gerards et al., 2020). Former workers continue to influence those who could hire them in the future. Attraction, recruiting, onboarding, development, retention, and separation are the six phases of the employee engagement lifecycle route (Cattermole, 2019). Throughout the entire lifecycle, you cannot afford to cease communicating with your team. The success of the company and its employees depends on the completion of each of these phases. Following are the six stages of an employee's career:
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· Attraction: Attraction frequently occurs before recruiting when a candidate is still only a potential possibility. Presumably, they are inquiring about the company's reputation and whether they have ever worked with, partnered with, or purchased from them from their friends, family members, and coworkers. Candidates' interest can be piqued during the Attraction stage if you use employer and consumer branding strategies that speak to their deepest motivations and interests (ALFANO et al., 2018). To do this, you need to be familiar with not only their own goals, but also their expectations from their time spent working for your organization. Maintain coherence in your approach across all platforms, from social media and live events to your website and word of mouth.
· Recruitment: Recruitment is the process of finding and persuading qualified candidates to join your company. The second stage of a worker's life cycle is recruitment. When a post becomes available or is established, that's when recruitment takes place. As stated by Villeda & McCamey, (2019), When recruiting is done well, it improves the candidate experience, fosters teamwork in the hiring process based on set standards, and yields useful data for future personnel decisions. Referrals from current employees are a great source of new hires. Working professionals have networks of friends and colleagues who might be qualified for the open post (Cloutier et al., 2015). Your chances of attracting the best candidates will definitely be reduced by vague job advertisements. In order to attract a larger pool of candidates, it is preferable to be general; but, in order to make the most of both of your time, it is essential to be specific about the traits you are looking for in a candidate.
· Onboarding: The next phase of the employee life cycle model involves integrating new hires. This stage is taken after choosing the best applicants to make sure they are competent and familiar with the workplace's culture. This is the new employee orientation. New employees receive training in their specific jobs, as well as in the company's values and the attitudes, knowledge, skills, and behaviors they'll need to thrive in their new positions, throughout the onboarding process (Cascio & Graham, 2016). The new hire must be given a clear explanation of the company's beliefs and goals during the onboarding process, and any queries they may have must be addressed. You may make sure that their point of view is consistent with success by answering any questions they may have and finding out more about what the values mean to them. Leaving a new hire on their own after the first week of training has been shown to significantly reduce output. Schedule follow-up meetings with each new hire after a few weeks to discuss their progress and any challenges they may have had while integrating into the team.
· Retention: At stage five of the lifecycle model, employee retention is introduced. By making sure that your best employees feel appreciated and challenged in their current positions, you can concentrate your time and effort on maintaining them (Barr, 2022). The company's culture may suddenly have a greater impact than ever. If your company culture is toxic, you should prepare for a high turnover rate, which will force you to consistently invest in hiring new staff. You can lower this risk and improve employee longevity and job satisfaction by focusing on retention (Boamah et al., 2022). As a first step to a higher percentage of staff retention, make sure that everyone on your team is aware of the goals and objectives of the organization. You need to keep people informed about their role in the business and how each person's actions support the enterprise's overarching goals.
· Development: Employee development is the stage at which an employee is in the employee life cycle concept. You should start actively assisting your staff's professional development at this time. This will support them in honing their skills and clearing the way for potential internal promotion in the future. The benefits of sending team members to relevant conferences and seminars for skill development cannot be overstated. To determine staff members' areas of specialty, supervisors must collaborate closely with them (Schuchmann & Seufert, 2015). Using their own perception of how they are doing, they may decide what needs to be improved and how. The majority of your staff members probably engage in informal development activities outside of the office on a regular basis (Gerken et al., 2015). Make it a point to look into the details after hearing about a staff person who went above and above, and when you do, be sure to express your gratitude and appreciation.
· Separation: When an employee quits their job, their life cycle comes to an end. Whether it's for retirement, advancement in their careers, or other personal reasons, most workers quit their positions at some point during their lives. It's critical to employ the same strategic thinking while leaving a job as when being hired. If one of the team members leaves, it will affect the rest of you. To minimize disruption to the organization, the departing employee should receive assistance from the management team and the human resources department (Sivathanu & Pillai, 2018). After an employee's departure from the organization, an interview should be held to get their honest feedback on their time there.
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Making employees feel valued, engaged, and appreciated is at the heart of employee engagement models, which aim to motivate workers to give their best work (Byrne & MacDonagh, 2017). It serves as the foundation for the entire company culture. Effective policy implementation necessitates sufficient managerial and senior leadership actions. 
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According to Maslow's hierarchy of needs theory, people may be motivated to act in a way that satisfies their physiological, safety, social, self-esteem, and self-actualization needs (Alex Acquah et al., 2021). The extent to which these prerequisites are met directly correlates with an individual's level of intrinsic motivation. According to the concept, a person's interest and satisfaction in their job are directly related to how well they are able to achieve these expectations. When workers are guaranteed a stable income and a risk-free workplace, their most basic requirements are met (Kullmann, 2018). The workplace should also foster feelings of belonging and gratitude among workers. Additionally, workers desire the opportunity to improve professionally, be creative, and be free to pursue their interests.
Everyone working in the hotel industry must work together, from the front desk to the cleaning crew and everyone in between. To get all the many cogs to turn smoothly, communication must be encouraged to be open and honest (Aitken et al., 2020). Asking for problems or suggestions for improvement in an anonymous manner is a crucial part of a successful engagement programs. Then you can identify problems quickly and get advice from front-line employees about potential repairs. Quarterly surveys provide clear insight into which upkeep, improvement, and repair needs are having the biggest financial impacts on a substantial property (and should be taken care of as soon as possible). This might be brought on by anything from sluggish lobby software to outdated vacuums that merely shift the dust around rather than truly cleansing the air. You'll be able to evaluate the situation accurately and quickly. Employees frequently provide useful information, such as the best type of training, if asked for thoughts on how they might be helped in their work. Additionally, by continually demonstrating your dedication to advancement, you can encourage a growth-oriented culture within your organization.
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We might infer that employee engagement is a more intricate and challenging subject than it would first appear to be. Human Resources must have a complete understanding of the employment contract. Human resources are in charge of making sure that employees have the right tools, training, and working circumstances. People who enjoy their jobs are aware of the expectations. One of the most helpful tools for organizing an employee's interactions with your firm is the employee life cycle model, which gives you a clear picture of what to expect at each stage and the information you need to make that period as effective as possible. Finding and sustaining a great team can be difficult, but you'll have a far greater chance if you put up your best effort in every project.
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Best Practice: Every stage of the employee life cycle matters, which is why
you need an HR software that can optimize each and every one, 4
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