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In the business world, clients are often considered the top priority, but within the workplace, the employees and managers are assets that drive organizational performance. The employee lifecycle concept is utilized to evaluate this performance and progress, a methodology monitored by Human Resource Management. This methodology is widely adopted by industries worldwide as it evaluates an employee’s dedication and commitment to the company. If employees are unhappy with their job, their work performance will inevitably suffer. The idea of making the workplace interesting to employees was first introduced in 1990 by Professor William Kahn, who coined the term “employee engagement” (Rathee et al. 2020). He argued that employee engagement is the future of business across the globe. Based on this, the proposed essay aims to explore the application of the employee lifecycle within the hotel industry, which is a significant contributor to the economy. Hence, it is essential to evaluate employees’ performance and progress regularly. The employee life assesses the number of working hours and performance and considers all the workplace dimensions.
Employee engagement and profitability are directly proportional to each other, clearly highlighting how it has affected employees’ perception about their duty and has devoted their hard work to customer satisfaction to boost organizational performance (Nosratabadi et al. 2022). The employee lifecycle is a crucial factor that easily keeps a record of employees according to their work demands. Since this approach is not restricted to companies and is giving fruitful results when implemented in other industries, this section of the essay focuses on the importance of the employee lifecycle and its engagement for the hotel industry employees in the UK (Nosratabadi et al. 2022). The hotel industry is run under the managers and the strategists who decide the future of it theoretically, but it’s the employees, interior designers, chefs, servers, cleaner and many more similar, lower staff professions who illustrate the practical implementation as being a team and turn it into reality (Naik et al. 2019). 
This lifecycle helps to sort out employees’ misperceptions and doubts about the firm and entertain programs to counsel concerning work-related queries (Alipour et al. 2019). The employee lifecycle model is built on hiring, inspiring, admiring, and retiring. Among these four keywords, the fate of an employee revolves around.
The employee lifecycle is distinguished into 5 sub-stages: attraction, recruitment, onboarding, retention, and separation.
This is the first and the most significant step of the employee engagement lifecycle, where job opportunities and vacancy updates invite candidates (Naik et al. 2019). Through this sort of step, an organization could lead an impression that could last longer than expected; the first day of the candidate at the office premises is where this phase begins (Reidhead, 2020). A well-known UK-based hotel, Premier inn, was one of the leading financiers in broadcasting marketing in 2009, paying over £5.5 million on advertising events, followed by Travel Lodge, which paid just below £3 million. This was not just a marketing stunt to attract clients and guests, but it was also claimed to be a useful promotion in attracting employees and appreciating the ones who were already within the organizations. 
The recruitment process is crucial to attracting and hiring the right employees for an organization. As the cost of recruitment, training, and retaining employees can be substantial, it is important to ensure that the hiring process is thorough and effective. The replacement of employees can be challenging and costly, as they are often considered the organization’s intellectual capital (Nosratabadi, 2022). To avoid wasting time, energy, and resources on unfit employees, organizations often conduct interviews at different levels to evaluate the mindset and qualifications of potential hires (Hasnat, 2021). The recruitment stage of an organization can be further assessed through online hiring strategies, where organizations can tailor their candidate list to match their needs and requirements better (Cattermole, 2019). One example of an effective recruitment strategy in the UK hotel industry is online job portals and platforms. Many hotels, such as Premier Inn and Travelodge, use these platforms to attract and screen potential candidates, streamlining the recruitment process and ensuring they hire the right people for the job.
The process of ‘onboarding’ begins that finalizes the pay scale and work hours. This step seconds the phrase ‘first impression is the last impression’ on the first day of job training (Honeycutt, 2022). Former achievements and achievable milestones support this stage of employee engagement. Just when The Landmark Hotel in 2020 was ranked as the best hotel to work in by ‘The Sunday Times’, the competition bar rose higher, and the world could see the fine skills of team members in dragging the hotel brand from 6th place to 4th place in a year with remarkable employee engagement (Wilcher, 2018). The company celebrated its twenty years of success alongside its employees and showered the credit on its employees who made an effort and became valuable assets to them. This gesture of landmark hotel management invited many employee requests and entertained former employees to nourish their hospitable skills. Their approach is diverse and inclusive; because of this, 100% of employees are proud to be part of Premier Inn.
Later in the stage comes ‘retention’, which teaches the employee about long and short-term goals and helps them pour feedback and suggestions for workplace betterment (Terence, 2022). When stuck to the lifecycle till here, the employee begins to nourish his career and achieve the milestones he longed for. Featured hotels like Premier Inn, Travelodge, and Landmark are on a continuous road for betterment and sustainability. The hotel’s devoted employees show interest in knowing more about hotel management. This willingness in the employee helps create a healthy workplace environment that manages to innovate more business ideas and build a comparatively competitive identity (Gursoy, 2018).
The final stage of the employee engagement lifecycle often referred to as the termination stage, is an optional step that is only applicable to those individuals who, despite reaching this far in the process, are deemed unfit for the organization (Singh, 2019). This stage of the employee engagement process can be considered the most honest but challenging, as it ultimately determines the employee’s future within the organization (Hinzmann, et al. 2019). While this stage can be difficult, organizations need to be transparent and straightforward with employees who are not a good fit for the company. By doing so, they can avoid wasting valuable resources on training and development for individuals unlikely to thrive in the organization (Schwartz et al. 2019). In the UK hotel industry, for example, some organizations like London Ritz Hotel use this stage as an opportunity to reassess the recruitment process and identify any areas for improvement. For instance, if a high percentage of employees are terminated shortly after their hiring, the organization chooses to revise its recruitment and selection processes to better evaluate the fit of candidates before making a job offer (Ali et al. 2020).
This stage is explained without a doubt, in terms of employee progress at a hotel in the UK. Well-trained and skilled staff are seen at the premises of Premier Inn where we can sense how amazingly every staff is correlated to each other yet they work in a totally different manner. Their training is done on weekly basis by task and test method to develop the learning curiosity in them. Premier Inn feels that customers are their guests, and they intend to forever be considered as well and as improved as possible (Hasnat, 2021). From meeting to providing the food employees are completely aware not to offer any risk of objections opposed them. That is the reason Premier Inn holds great screaming that we are the greatest hotels offering the finest services in the entire United Kingdom. After the minute of the entrance of the client to the leaving of clients, there are welcoming employees to ensure the vacation is more relaxing and the reception desks are staffed 24 hours every day. The growth of the cost area, led by Premier Inn, remains to expand. The marketplace price of Premier Inn is certainly elevated at the minute. Its sell prices are soaring more than in the atmosphere (Hasnat, 2021). 
For the current section, the chosen model is Engagement Drivers Model. The Engagement Drivers Model is a comprehensive tool that unravels the intricacies of employee engagement and sheds light on the various factors that contribute to a fulfilling work experience (Filimonau et al. 2020). This model posits that five critical drivers can significantly impact an employee’s level of engagement: leadership, opportunities for growth and advancement, effective communication, recognition, and work environment. By delving into these drivers, organizations unravel the mysteries of employee engagement and develop tailor-made strategies to enhance it (Kwon et al. 2019). In the hospitality sector of the UK, hotels are known to adopt this model to foster an ambiance of inclusivity, support, and motivation that fosters employee engagement. By providing regular avenues for growth and development, fostering open lines of communication, affording due recognition, and cultivating a supportive work environment, hotels in the UK aim to elevate their employees’ engagement levels to new heights (Pham et al. 2020). The Engagement Drivers Model is an indispensable tool for organizations, as it helps them to foster a work environment that is both supportive and fulfilling. By leveraging the key drivers of engagement, organizations can unleash their employees’ full potential, leading to improved performance, heightened satisfaction, and overall success (Shamim et al. 2019). Premier Inn is a well-known UK-based hotel chain that has leveraged the Engagement Drivers Model to enhance its employees’ engagement levels, contributing to its competitive advantage in recent years, including during the pandemic. The Engagement Drivers Model has helped Premier Inn to create a work environment that fosters employee engagement and well-being, leading to improved performance and satisfaction (Manns, 2020).
One of the critical drivers of employee engagement that Premier Inn has focused on is leadership. The hotel chain has emphasized the importance of strong, visionary leadership that inspires and motivates employees (Zaman et al. 2022). By creating a culture of trust and transparency, Premier Inn has empowered its employees to take ownership of their work, leading to improved performance and satisfaction. In addition, the management of Premier Inn has also leveraged its opportunities for growth and advancement (Page et al. 2020). The hotel chain has provided its employees with regular training and development programs, helping them to acquire new skills and expand their knowledge. This has made employees feel valued and appreciated, increasing engagement and motivation. Furthermore, effective communication has also been a focus for Premier Inn, and the hotel chain has fostered open lines of communication between employees and management (Zaman et al. 2022). By ensuring that employees feel heard and understood, Premier Inn has created a work environment that is inclusive and supportive, leading to improved employee engagement (Manns, 2020).
Similarly, recognition has also been a critical driver of employee engagement for Premier Inn. The hotel chain has implemented recognition programs that reward employees for their hard work and achievements (Bowering, 2019). By affording due recognition, Premier Inn has motivated its employees to strive for excellence and has cultivated a sense of pride in their work, leading to improved engagement and satisfaction. 
The British Hospitality Association enlists it as the third largest industry in the UK. The Hotel industry in the UK has maintained its standard of attracting clients and the industry has managed to train employees with a passion for pursuing the business for them. It is somehow exemplary how the employees have been engaged with the hotel industry and its terms and conditions for longer. In the older times, hotel management measuring systems were weaker and did not cope with quality work progress, but now the tables have turned. The more engagement an employee shows, the more compassion he puts into his duty. Employee engagement is much more than just fulfilling the financial demands of the employee; it lets the employees enjoy their duty while getting adapt to so many more qualitative approaches like learning skills, building PR, autonomy, advancement, and most importantly, being in the system to learn new techniques of running a business. Therefore, managing employees under a model proved to be systematically vigilant, and hotels in the UK have shown great improvement statistically. The betterment of employees’ engagement motivates the employee to learn more in their field and hustle for a good cause. There should always be a visible difference between employee engagement and degradation; too much of something can alter the outcomes.
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