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How to Retain and Engage employees throughout the employee lifecycle

Introduction
Companies understand that their employees are their most valuable asset, so they use various measures to keep their best workers on board for an extended period. So, along with cutting costs and boosting morale and productivity, staff retention has become an essential component in the success of businesses today. However, keeping good employees in the 21st century has been acknowledged as one of the industry's most significant concerns. To combat the issue of a constantly changing workforce, the hotel business must continuously adapt its retention strategies. (Yuniyati et al, 2021) An employee lifecycle Program provides workers with a standard sequence of activities to complete during their tenure with the organization, and it allows managers to examine data that may be used to enhance the working environment. This can boost morale, health, longevity, and productivity in the workplace. Employee engagement is all about employees' emotional commitment toward work, and it meets the organizational goals and objectives.  (Sirmulyani et al, 2020) This essay critically evaluates the methods of retaining and engaging employees within the hospitality industry throughout the employee lifecycle. The essay will also highlight the importance of managing and developing talent and the role of Human Resource Management in motivating employees.
                                                        







Main body
Human resource management (HRM) in the hospitality business, particularly at large hotel chains, has advanced in recent years due to the introduction of cutting-edge HRM tools. Human resource management is becoming more vital in the hospitality sector. Changing the office layout is one-way hotels may help attract, hire, and keep the best employees. Human resource managers must stay current on the latest corporate world developments.  (Payambarpour et al, 2015) The human resources manager in the hospitality business must be patient since the client is always right. Human resource managers must also keep up with the ever-shifting corporate climate and prevailing fashions. The hospitality industry continues to struggle with significant employee turnover and difficulty retaining skilled workers due to the unpleasant nature of the job (long, anti-social hours, poor pay, instability, and low status). The role of HR in managing and developing talent is crucial as it can provide employees with the opportunity for development and effective performance. For example, HR managers can provide employees with growth opportunities by creating career paths, facilitating job rotations, and providing skillful training and development. (Alias et al, 2014) Employee retention and engagement are also linked with a positive workplace culture that the HR department can promote through work-life balance, flexible working hours, and a friendly environment at the workplace. Long hours at work are stressful for workers and may negatively impact their mental and physical well-being. The HR department should focus on managing and retaining talent by adopting various techniques suitable for employees.
In the competitive hotel business, an effective personnel management plan may minimize the loss of valuable employees while raising morale, productivity, and satisfaction. Due to the COVID-19 pandemic, the hospitality sector has seen extraordinary upheaval in its functional management areas, creating a strong need for prospective talent that may help it recover. However, the hotel business must recruit individuals with a discretionary work attitude to recover effectively from the abovementioned changes. (Li et al, 2021) By managing and developing talent, capable individuals will play the needed roles, and the hotel industry will carry out business operations with continuity without any disruptions due to retirement and other unseen events. By nurturing talented employees, their creative and innovative ideas can be polished. Through talent management, top talents within the industry can be attracted and retained.   One critical component of talent management is aligning talent goals with larger business objectives. Moreover, it is based on fulfilling those promised practices during their hiring and making better decisions.
Organizational success relies heavily on the employee life cycle. After all, there is sufficient scope for development during an employee's tenure with a firm. That may have knock-on effects on things like interest, applications, promotions, and employee loyalty. The employee life cycle model is a framework for building and maintaining a productive and happy staff. (Yuniyati et al, 2021) The stages of the employee life cycle are Attraction, Recruitment, Onboarding, Development, Retention, and Separation.
In this stage of the employee life cycle, you'll be working to get people interested in your vacant positions, your company's values, and your work. How you connect with potential employees may significantly impact their impression of your company. Employer branding is an essential technique that a large hotel can adopt to express the organization's employee benefits and unique culture. Through this stage, it is possible to promote employee career development opportunities. (Crane et al, 2019) For example, The Ritz London UK hotel is famous for its luxurious image. The hotel's elegant working environment is how it attracts candidates according to their business values.
Moreover, The Savoy London Hotel is famous for its outstanding guest service. This hotel highlights the growth opportunities at its stage of attraction. Those candidates interested in delivering exceptional customer experience can be attracted by the growth opportunities offered by the hotel.
The second stage of the employee life cycle is recruitment. At this stage, by screening the job applications, the right clients are hired with excellent work experience. This stage begins when the attraction stage attracts potential candidates. The hotels design a structured selection process, and it is based on various assessments, checks, and various interviews.(Dachner et al,2021) The selection process is responsible for the comprehensive evaluation of the candidates. In the UK, most hotels follow the "Culture fit assessment model" as it is accountable for customer orientation by aligning the hotel's cultures and values. This approach is responsible for ensuring that the candidates are suitable for the working environment of the hotel. One of the famous hotels of the UK that follows a fit cultural approach is Gleneagles Hotel, which selects candidates who align with teamwork, passion, and values of hospitality. Those candidates are selected who can promote a welcoming atmosphere within the hotel.
The onboarding stage is about integrating the new employees within the organization and their warm welcome. For example, a good approach primarily followed in big hotels is conducting orientation programs. (Reljic et al, 2021) In these orientation programs, the employees are introduced to new procedures and policies and become familiar with the hotel's operations. With this approach of onboarding, the employee becomes able to understand their roles and responsibilities, and they can comprehend their expectations from the organizations. Moreover, in some organizations mentor system approach is also followed. In this approach, the new employees get guidance from experienced employees, and this knowledge-based approach with peers helps the new employees settle down in their new roles.  (Ahmad et al, 2019) In a straightforward onboarding program, there are a few key points that should be followed, such as a clear work schedule should be provided to the employees from day one, new hires should be introduced to teams, the new employee should be provided with customer experience, and they should be offered with definite career plans. For example, the Goring London Hotel conducts orientation sessions and onboarding programs based on the comprehensive approach provided by them. (Asghar et al, 2021)  Moreover, some large hotels focus on training programs to familiarize the employees with hotel procedures and brand values.
The development stage of the employee life cycle is based on promoting the employee's skills by implementing different training and development programs within the hotel. Other training and development programs include learning technical skills, customer service training, and learning new competencies for career progression. There are different roles within the hotel and various departments as well. Through Cross-training programs, employees can broaden their skills of holistic understanding. With these training programs, employee satisfaction is increased, and turnover and hiring rates are decreased. The knowledge is improved with training opportunities that, in turn, enhance the delivery of the hospitality industry and other business-related activities. Since providing excellent service to guests is the industry's top priority, this is of utmost significance in the hospitality sector.  (Raza et al, 2021) This implies that businesses providing hospitality services aim to provide a positive experience for every customer. A drop in customer satisfaction and revenue might result from a lack of training. For example, the Goring Hotel UK is famous for developing employee skills through its "Goring Academy." In this academy, the employees are trained regarding guest keeping and improving customer relationships.
Retention is all about engaging the top talent at the workplace. To retain the top talent, the hotels should provide employee compensation benefits such as different wellness programs, employee recognition initiatives, and other perks and privileges. According to the employee's review, The Ned London Hotel provides them with good culture, staff training, personal appreciation, and fair pay. (Ali et al, 2019) All these strategies are responsible for top talent retention within the hotel. Retention is also accompanied by an improved sense of belonging and increased employee loyalty.
The separation stage is also known as the off-boarding stage. At this stage, the employee quits the company, and it could be for various personal reasons, retirement, or any other recruitment. Maintaining a positive relationship with the employees when they leave the organization is necessary. For example, Ritz London Hotel conducts separation interviews when employees leave the organization. The off-boarding process is responsible for leaving a last impression on the organization. It is responsible for affecting the employee's reputation.  (Pangton et al, 2019) The hotel's reputation depends on the efficient off-boarding process of employees because negative word of mouth can damage the company's reputation. A loss of valuable knowledge and potential legal issues are accompanied by poor separation experience of the employees.
The hospitality business employs many workers, some of whom may need formal training. In contrast to front desk employees, concierge providers, managers, valets, housekeepers, and wait staff have unique needs.  It is necessary that all the staff should be provided with the training opportunity as all of them are involved in team building.  The hospitality culture is represented from the management team on down. Learning opportunities in the hospitality sector are varied. The ability to communicate and connect with hotel customers is fundamental. Because of the customers' unified view of the personnel, this also includes diversity and collaboration training. (Chanana et al, 2021). The hotels in the guests belong to wide range of social and cultural backgrounds so it is required that the hotel staff should be able to communicate with all kinds of customers. 
. Still, every visitor must have the same experience. Training facilitates the acquisition of new information and abilities. The best exercise also reduces what is known as the transmission of learning or learning transfer, which is the application of what was learned in the classroom to the workplace. How successfully your training facilitates new knowledge acquisition and application is a measure of its efficacy.
                                          











Conclusion
[bookmark: _GoBack]Human resource management (HRM) in the hospitality business, particularly at large hotel chains, has advanced in recent years due to the introduction of cutting-edge HRM tools. Human resource management is becoming more vital in the hospitality sector.. Human resources (HR) aims to recruit motivate and put personnel in the best-fitting roles, yet it takes many others to perform these duties.  The success of any firm is associated with its strength of customer’s satisfaction and the customers can enjoy high quality of experiences through satisfied customers. The HR department should focus on managing and retaining talent by adopting various techniques suitable for employees. To combat the issue of a constantly changing workforce, the hotel business must continuously adapt its retention strategies. An employee lifecycle Program provides workers with a standard sequence of activities to complete during their tenure with the organization, and it allows managers to examine data that may be used to enhance the working environment. The role of HR in managing and developing talent is crucial as it can provide employees with the opportunity for development and effective performance. For example, HR managers can provide employees with growth opportunities by creating career paths, facilitating job rotations, and providing skillful training and development. 
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