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How to engage employees throughout the employee lifecycle 

This essay will look at how businesses, particularly hotel businesses, engage their employees throughout their careers. Employee engagement is a notion that reflects a worker's level of devotion, passion, and pleasure with their employment (1). It will examine the roles and responsibilities of human resources in employee engagement. It will also explore the employee cycle, which explains the processes of recruiting an employee through to the point at which they depart, as well as elements that lead to employee engagement and how these aspects may be used to benefit in a major hotel organisation.
In the hospitality industry reputation makes or breaks a business. With customer service being the most significant of the industry and the employees are on the front line. Which makes the role of Human Resources critical to the hospitality industry businesses. The human resource managers supervise the recruiting, Interviewing and hiring of staff and serve as the link between management and employees.
It is the responsibility of the HR to acquire a skilled and dedicated talented team and also to retain it in a demanding job field. By recruiting and training new staff being costly and time consuming.
Employee engagement increases when employees are content. Long-term employment with the same firm is more likely for engaged employees. Low turnover and long-term personnel are less expensive than frequent turnover. It might cost anywhere between 50% and 200% of the employee's income to replace them with a new hiring. Although employee turnover is unavoidable, you can manage how quickly it happens and how much it costs you. It can cost around 18% of their salary of a disengaged employee (2). Disengaged employees are identified by their lack of energy and less passionate about their job. They are not interested in progression or new challenges in their job. To boost productivity and profitability it is becoming increasingly important for many businesses to considering good employee engagement ideas. Communication is the key to successful team. work by promoting active listening and respectful communication amongst team members, keeping employees engaged, making them feel a part of the team (3). Which is important for improving company operations, productivity and effectiveness at the same time. Recognise and appreciate your employees hard work and dedication. Offer opportunities to grow within the company. The more engaged the employees are they are more likely to be happy in their job and feel valued.
The HR department must identify the factors that drive employee motivation and performance if it is to increase employee engagement. In 2016, a poll found that millennials value flexible work and travel over all other benefits, with approximately a third of workers quitting their jobs due to a lack of flexibility. Along with pay, they place a high value on a healthy work-life balance (4). Therefore, you should promote these benefits if your company hires millennials in large numbers. You may learn more about what inspires your teams specifically by holding frequent meeting with them and their management. What benefits and incentives appeal to them. Regularly communicating and finding out each employee's unique motives may be aided by taking the time to comprehend their demands which can lead to significant increase in their productivity and happiness, which can positively make a difference to a business working towards business goals. A study conducted in the Philippines discovered that when the HR staff pushed incentives and positivism, employee engagement at a large hotel chain improved(5). This demonstrates how feasible measures such as having some positivity and a rewards scheme can make a difference to the business.
It should be ingrained in a company's culture to design and promote an employee experience that fosters long life, success, and high employee engagement. The employee lifecycle model defines engagement as a deliberate experience interlink into the course of every individual within your firm, as opposed to seeing employee engagement activities as one-time endeavours when morale is poor(6). 
There are six phases of employee life cycle. The most significant stages that an employee experiences as they interact with their firm are recognised and expressed using the employee life cycle model. Attraction, recruitment, onboarding, development, retention, and separation are the six distinct stages at work. Employee progresses through each stages in order.
Attraction is the first step to attract the employee to work for your company. Advertising for the right candidate to meet your company needs. Advertising the company brand and incentive, Flexibility and job security (7).
Recruitment is finding the appropriate talent for the right position is the second stage. This is where shortlisting, interviewing, and screening are involved. As there are fierce shortage of qualified candidates in many businesses everyone is searching for the right one. This is where HR uses recruitment sourcing strategy to find top talent and the best candidate for the job role through referral recruitment program, employee referral or social network referral (8).
The third phase is onboarding, a crucial stage. This ensures that the employee is properly suited to the organisation and their role. Employers could do things to ensure workers have a seamless transition, such as explaining them how the corporate culture functions, as well as outlining the expectations of their job position, decision making, and organisational structure of the place (9). Employees who have not been adequately onboarded are not ready for success. The most successful new recruits arise from professionally planned onboarding programmes that include best practises such as office visits, allocated orientation time, thorough explanations of all work processes and procedures, and timely and insightful feedback during the first few weeks of employment (10). Tours help employees become acquainted with their work area as well as the locations of staff rooms, different work stations and managers' offices. Other nuggets that are highly beneficial to new recruits on their first day include introductions to staff members, parking information, break room spaces, and toilet directions. Allotted orientation time is critical in the adjustment and integration of new recruits to any business; companies should avoid just putting the new employee into work right away. These are all things that should definitely be considered when recruiting to a large hotel. There will be a large number of employees working, and starting as a new employee might be intimidating. Making someone conformable by making friendly with existing staff, ensuring they know their way around, and telling them of other intricacies of the hotel will go a long way toward ensuring a seamless transfer (11). A dedicated orientation day that encompasses the points mentions seems to be an effective way of onboarding an employee.
In today's society, everyone wants to progress and develop. As per anecdotal evidence and research, individuals tend to arrange their lives and occupations in order to advance them (12). Their choice of future organisation and employment stability are heavily influenced by the prospects for continuing development and progress that they are provided. During the employee's stay in the organisation, the development process includes effective performance management strategies and regular training. Employee development also include enhancing fundamental capabilities and matching them with organisational goals. Travelodge provides an internal development programme (ASPIRE) for their workers in order to assist them build skills and advance in their professions (13). One of the growth programmes enables advancement from team member to hotel manager. Similar programmes are available from other big hotel chains and should be considered in order to increase engagement. They allow employees to feel more satisfied in their lives and at work, increasing the probability that they will be more engaged, work harder, and remain with the organisation. As a result, good development helps both the company and the person.
Employee retention is the fifth stage of the employee lifecycle. This is when efforts are made on retaining your best employees and ensuring that they are happy in the team and role (15). A positive business culture is thought to be the way to keep good employees. A negative environment will lead to staff being unhappy and wanting to leave, this will result in increased cost for the business. Therefore the retention stage is also very important. The retention stage essentially encompasses the stages listed above (16). Optimising the recruiting stage and choosing the correct, motivated personnel, as well as ensuring they are suited for the task through adequate background checks and relevant experience, will aid with this. Making the onboarding step educational and enjoyable, as well as ensuring employee happiness by giving growth opportunities, can aid in retention. Research suggests utilising motivation techniques helps with retention(17). It is stated that money and waging system is one the most effective ways. Maslow's hierarchy of needs model describes how people are driven in life in stepwise fashion (18). Meeting people's fundamental requirements, such as food, shelter, and clothes, initially drives them; but, when these basic wants are satisfied, individuals become driven by other psychological needs, the ultimate need is the urge for self-actualization. Honing in on these needs to meet them may help in motivating and engaging employees. It is argued if an employee receives adequate psychological care from an organisation, he or she will never leave that setting since everyone wants to work in a pleasant workplace to make their jobs simpler(19). It is therefore critical to establish an appropriate psychological environment and a healthy working environment.
Separation is the last stage of the employee cycle. This is where employees opt to leave. There are several elements at play at this point of the employee life cycle. Former workers, for example, may relocate or seek professional prospects that they cannot find at your firm; they may retire, start their own businesses, or be lured away by a competitor (20).
This step shouldn’t be overlooked and should be seen as a developmental opportunity for the business. Employees that are leaving often leave candid feedback. If the business has a large staff turnover, this stage may be crucial to help reduce this. Listening to what former employees say and trying to improve those aspect could greatly help the business. It may also raise important questions regarding how you draught employee contracts or gardening leave policies.
Leaving employees may also be considered as potential brand ambassadors. Especially If it’s a known and big hotel, it may be suitable to send them holiday cards or emails, continue to invite them to company gatherings, or reach out to them when you're looking for new positions to see if they know anybody. With the advent of social media, it is important to consider company image as a bad rep can spread fast.
It is also important to consider how the separation phase is important for current employees and not just those leaving. Helping employees who remain feel supported after some has left is important. 
Employee engagement is influenced by a variety of variables. A hotel firm might utilise the employee cycle to look at characteristics that help engage staff at each stage. Finding methods to improve on each phase is a good place to start. However, an overall theme that appears to be present when engaging an employee appears to be effort and optimism. The basic concepts appear to be creating an environment in which employees feel cared for, heard, and respected.
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