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The employee life cycle is a management concept that use a timeline to illustrate a person's relationship with his or her employer. It is a methodology that examines every aspect of an employee's job for a corporation. Employee engagement is an essential aspect of an employee's lifetime and may help a firm maximise its existing talent. Nonetheless, some major organisations fail to see the actual importance of employee engagement. Employee engagement is the mental and emotional connection that employees have with their employment, their teams, and their employers (Bengougam, 2019). Personio (2022) believes that workers who are very loyal to their employer work harder, remain with the firm for a longer period of time, and even attempt to motivate other employees to work just as hard. According to polls, more than ninety percent of company executives believe that engaged employees actively work better, which increases both team performance and organization-wide outcomes (Anthony‐McMann et al., 2017). This essay examines how to incorporate employees at different phases of their careers. The article uses Hilton Hotels as an example of how to successfully establish an employee lifetime plan.
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Customer service is crucial in the hotel industry; thus the staff is the only ones who can really represent the organisation. A single error might be the difference between a satisfied client and an irate one. Employees are more likely to be proud to work for a firm if they feel valued by the team and that their ideas are respected. Engagement of employees is essential for every organisation, but it is particularly crucial for companies who deal with international hotel management. Human resources departments should place a high priority on it. Globally, employee engagement is a concern, since data indicates that just 15% of employees are actively involved in their professions (Half, 2022). These stunning findings demonstrate the significance of human resources and leadership in motivating individuals to care about their employment. They also explain why the need for positions in advisory services, research, and employee participation has increased. We question what function human resources play in this situation (Liu et al., 2022).
If human resources want workers to be more engaged in their job, they must play a crucial role on all fronts. Even though there are several employee engagement programmes and responsibilities, employee engagement should be a concern for all HR professionals. Before workers are fully engaged, it is necessary to examine the fundamentals of human resource management. Employee engagement is a far more complex topic than it may first seem since it touches almost every aspect of human resources. For employee involvement to be effective, however, the human resources department must have a thorough grasp of the employment contract. According to human resources, workers must have access to the proper training and work in an atmosphere that facilitates their job performance (Chan et al., 2021).
A clear explanation of what is expected of them is also a crucial selling point in the drive to increase employee participation. People may find it difficult to be enthusiastic about a project if they do not know what they are doing or how to execute it. If staff lack this knowledge, it may be difficult for them to contribute to the project. Prior to assigning a job to a corporate employee, it is essential to break it down into as many details as possible and to thoroughly review the instructions and expectations. It is essential to explain how the project fits into the wider corporate objectives and allow individuals to ask questions to learn more (Book et al., 2019).
Rabiul et al. (2021) describes the advantages of having engaged staff on his list in further detail. Absenteeism at work is a widespread issue, despite the fact that every organisation has its unique identity. One of the primary advantages is that workers take less days off work. This is seen as a fault with the organization's management, not with the individual. If the issue is not resolved, it might rapidly worsen and cost the organisation a great deal of money. Sekhar (2021) believes that the greatest strategy to minimise absenteeism is to determine the level of worker motivation, happiness, and engagement. Research indicates that increasing employee engagement at work might reduce absenteeism by as much as 40 percent. The company's performance may improve if the personnel like their jobs more (Han et al., 2019).
Being safer is one of the advantages of having engaged workers. The safety and quality of their job are far more important to employees who consistently report to work and have an active part in the workplace than those who do neither of these things. This advantage may be accessible for a straightforward reason. People are able to concentrate better and are less prone to make errors that might lead to catastrophes at work when they are not distracted or irritated. Engaging workers increases their proactivity, which may minimise safety occurrences by as much as 70%. This is the situation when they work for a far more powerful and dependable organisation. The Hilton Hotels group, which owns some of the world's most renowned hotels, is a perfect illustration of how corporations in the hospitality sector keep their staff motivated (Bhardwaj and Kalia, 2021).
Formerly known as Hilton Properties Corporation, Hilton Worldwide Holdings is in charge of a huge number of hotels. It has a big presence in the United Kingdom. According to Hilton, there are at least 162 Hilton Hotels in the United Kingdom, and the company's mission is to provide individuals with opportunities to help others (Kurtzman, 2017). The company's investments demonstrate its commitment to the long-term prosperity of its personnel. The organisation helps its team members around the United Kingdom advance their careers. The hotel also states that it educates its employees on social concerns related to achieving its objectives by 2030. Hilton announced to its employees in 2017 that it will launch a programme called Flourish at Hilton to "help individuals flourish in body, mind, and spirit" (Hinzmann et al., 2019).
David Zinger, a psychologist and educator, devised the Zinger model, which is based on the notion that individuals may utilise their connections to achieve greater achievements. It places a great deal of focus on strategy and organisation and acknowledges that the finite energy of employees is a significant element in determining whether or not they can achieve the objective of true joy. Because everyone deserves a successful career, Hilton provides its team members with tools and resources to help them develop emotionally and professionally, according to the business. Through Hilton University, for instance, Hilton employees get free access to online education and an additional six-part course. Therefore, the hotel chain is the ideal example of how to treat employees so that they feel appreciated (Sekhar, 2021).
To comprehend employee engagement, Hilton Hotels must grasp how people evolve over their careers. The term for this is the employee life cycle (ELC). The cycle may be used by human resource managers to help their workers realise their maximum potential. In contrast, firms that comprehend the cycle are more likely to be able to identify the danger of staff turnover, which enables them to manage that risk (Personio, 2022). The employee life cycle model illustrates the many phases employees go through while employed by an organisation. At every level of an employee's career, Hilton desires that they do their finest work (Rabiul et al., 2021).
When a company's brand is introduced to new workers, the first stage is attraction. Given Hilton's global recognition, it is natural to desire to work for them. When a position at Hilton becomes available, the top applicants should apply. The hotel's business model ensures that each expansion will generate more revenue. In the subsequent phase of the cycle, the organisation hires a candidate as a full-time employee via recruiting (Ewing et al., 2019). The manner in which an applicant is handled throughout the recruiting process has a lasting impact on their opinion of the organisation. Human Resources at Hilton recruits and selects personnel for the company's hotels. This is a multi-step procedure that involves analysing a candidate holistically, conducting an interview, and administering a psychometric exam. As part of its employment procedure, the hotel requires applicants to participate in group exercises, role plays, and tray exercises. These activities are part of a stringent procedure, and all hotel employees must share the same principles and beliefs (Mayne, 2017).
The onboarding process is the third phase of the cycle. You will now assist employees in comprehending and adopting the company's culture. During this period, making them feel welcome and comfortable is beneficial because it inspires confidence in their ability to contribute to the firm they are joining (Sun and Bunchapattanasakda, 2019). The manner in which Hilton does business necessitates that the hotel be divided into several divisions, each of which is responsible for a distinct set of responsibilities. Employees get hands-on instruction in the department's required regulations and procedures. These are just a handful of the ways the hotel ensures its customers have the most enjoyable stay possible (George et al., 2020).
The fourth stage in ensuring that top talent remains with the organisation is to prevent their departure. When an employee has been with a firm for an extended period of time, their superiors may begin to take them for granted. Due of this potential, this phase of the employee life cycle is crucial. To ensure that employees understand what they must do to achieve their objectives, difficult issues like as incentives and recognition must be addressed immediately. Due to the global nature of the Hilton hotel company, each hotel strives to outperform its rivals. There is an internal awards and recognition programme at Hilton that recognises workers for outstanding performance. This is an excellent method for retaining the top staff and workers (Nguyen et al., 2021).
The last phase is career development, which, via a variety of programmes, assists individuals in becoming better at their employment. A company must consider all the ways in which strategic development might assist it maximise employee performance. This process stage, known as "separation," signifies the conclusion of the cycle. When a worker eventually chooses to resign, a variety of distinct events will begin to transpire. Reflection is highly essential, and employees should have a fantastic offboarding procedure that helps them identify areas in which they may improve (Osborne and Hammoud, 2017). As with any other company, the organisation has procedures for when an employee leaves or is terminated without reason. Even though this information is not readily available to the public, remarks from former workers have not shown that they were required to take difficult measures to quit their positions (Pandey et al., 2020). 
One of my aims as a hotelier is to ensure that my employees are proud of their contributions to the company. One of the most effective methods is to instruct them on how to recruit others to work alongside them. Once I identified the issues, I would use the following strategies to promote the company's growth and success. I would begin by becoming acquainted with the personnel, which is not as difficult as it may appear. Even if workers just socialise with them, they may engage in work-related activities. I would inquire about the individuals' pasts and experiences to learn more about them and build a greater relationship with them. To ensure that individuals understood what they were doing, I would then provide them with tools for success. This is an excellent method to get people more interested. This would be the next action I would take. I would also inform employees of the company's goals, provide them opportunities for advancement, provide them with my entire support, acknowledge their hard work, express my appreciation, foster a strong feeling of collaboration, and pay them.

[bookmark: _Toc125485903]Conclusion
In conclusion, a model of employee engagement may be used as a guide to determine what motivates employees and how much work they do. The Zinger model is an excellent option since it focuses on what managers can do to increase employee engagement. Hinzmann et al. (2019) claims that this concept is used in employee engagement at Hilton Hotels to create a sustainable culture. The pyramidal structure of this system demonstrates the significance of worker participation. When implementing this technique, the fundamental standards a worker must achieve in order to produce quality work should be emphasised. This is the first row, which discusses how effectively the firm works together. It is built on the premise that linking employees with the most essential things would help them stand out and develop connections with one another. In the third row, one will focus on enhancing performance and transforming individual achievements into collective contributions. The organization's primary objectives would be to enhance performance and monitor its development. The top row of the pyramid indicates the achievement of results. Any programme designed to increase employee engagement should strive to increase the company's long-term productivity and profitability. To ensure the achievement of the required outcomes, a firm that want to increase employee engagement must first determine its strategic engagement objectives.
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