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How to Engage Employees throughout the Employee Lifecycle
Introduction
         Employee lifecycle is a term that refers to an extensive range of human resource phases, from the attraction of potential employees up to the separation from the organization.  Each phase of human resource plays a crucial role in the engagement of employees and in promoting their satisfaction at work. The term also describes the employee experience and their journey while working with an organization. It is, therefore, a complex phase-by-phase evaluation of various moments and strategies that an employee utilizes for the time the company hires them (Cattermole 2019, p. 258).  This essay is a discussion on what the human resource department in a large hotel must employ to engage employees throughout the employee lifecycle within the company.
         The employee lifecycle comprises several stages, from when the employee is attracted into the organization to the time of exiting the organization.  The following is a descriptive analysis of the phases of the employee life cycle.
Attraction: Attraction is the beginning of the employee lifecycle where a potential candidate is attracted or enticed into working with the organization. However, the decisions of potential candidates are really influenced by the experience of former employees of the company (Singh 2019, p. 428). The experience of former workers can create awareness among potential employees about the organization's reputation, especially through reviews and ratings on websites and through word of mouth. Therefore, the hotel must strive to develop, advertise and embody a range of values that portrays a reputable organizational culture.  The organization's core values can attract employees with specific personalities, especially those whose personal values match those of the organization. 
Recruitment:  The hotel must create and integrate its values and attraction into its recruitment criteria as part of its talent acquisition strategy.  The process begins with building a structured and consistent recruitment approach. It also clearly describes vacancies and competencies, demonstrating what every role entails and the evaluation criteria for effective performance.
Onboarding: The human resource manager at the hotel must develop a sophisticated induction approach that is absolutely customized to the requirements of every employee, thus allowing the employees to acquire the necessary momentum for occupational development.
 Development: It is a stage of the employee lifecycle that entails providing opportunities for job development to advance their skills. Human resource managers should be aware of their employees' development and training needs and give them the required resources (Carter et al. 2018, p. 2494). Employees should therefore be given an opportunity to engage in seminars, workshops, and other occupational development initiatives. 
Retention: Sometimes, it takes work to retain the employees after recruitment. Organizations that need to retain their best talents should provide the required resources and development initiatives (Malik et al 2023, p. 98). Employee retention is significant in human resource management since recruiting new employees is costly and time-consuming. 
Separation: Separation occurs when an employee exits the company, and this should be done properly. It implies that human resource managers should design the proper steps to follow when exiting the company. Appropriate separation aims to protect the organization's interest and sustain a positive relationship with employees. 
          Human resource managers are crucial in engaging the employees to facilitate satisfaction of their needs, resulting in higher retention and satisfaction. HR practices in the workplace are connected to performance and engagement, especially in techniques utilized to engage employees in a particular task. Engaged employees have an effective and energetic drive toward achieving the goals of the organization (Plaskoff 2017, p. 138).  They also work with confidence and perceive themselves as having the ability to work competently and tackle difficulties that accompany their tasks. The human resource supports a unitary system that strives to elicit workers' engagement and commitment alongside the objectives and goals of the company. Human resource managers directly influence the nature of work relationships and all the actions, decisions, and concerns connected to these relationships (Hejjas, Miller and Scarles, 2019).  Human resources nurture employees' ability and job involvement by encouraging the utilization of the relevant communication channels among all parties in the organization. Human resources can also support employee engagement by adopting the open door policy that supports downward and upward communication.  For example, employees' engagement level tends to increase when they have a say in making decisions and is free to be heard by the management (Tepayakul and Rinthaisong 2018, p. 73). Job. Good communication and relationship among the employee help them to understand their obligations and thus contribute to a higher level of engagement. It is evident that employee engagement starts with a clear understanding of activities and operations within the organization. Human resources, therefore, play a role in keeping the employees informed concerning organizational changes affecting them. Furthermore, training and development is an aspect of the human resources practice model that helps the employees to advance or acquire ne skills in their respective roles.  It focuses on enhancing or changing knowledge, attitudes, and skills, preparing them for future assignments, and increasing their performance through learning. 
         There are various ways that managers can use to engage employees. One is setting clear expectations, which determines the direction of the team. It implies communicating clearly to the team members that ensure that everyone understands their responsibilities, targets, and deadlines they are required to achieve.  Employers become engaged when they understand their expectations in terms of individual behavior and work performance (Parent and Lovelace 2018, p. 209).  Checking for scenarios that can cause overlap or confusion of roles within departments is an important way of engaging the employees. Additionally, a review of workloads should be done to ensure that official duties are fairly distributed and redistributed when needed. Second, engaging employees is achieved by building a relationship of trust through free and honest communication between the employees and their bosses.  However, organizational managers should understand that it takes significant effort and time to develop trustful work relationships and that they should always serve as examples and set standards for professional and ethical practices within the organization.  Trust is also built by treating everyone with respect despite the presence of potential causes of conflicts. Organizational managers should lead with fairness without any show of biasness towards the employees (Jha et al. 2019, p.10) Therefore, managers who exercise patience and self-control can admit to committing mistakes and apologize can increase the engagement level of their employees. Third, a team can be engaged by encouraging open debate and discussions that allow the team to air their issues and concerns. Regular team meetings are crucial to keeping individuals more informed, and interactive verbal communication can encourage employees to participate actively. Promoting open debates and discussions on job issues and concerns that affect employees leads to positive solutions (Sivapragasam and Raya 2018, 152).  Organizational managers must demonstrate their openness to the employees' opinions and suggestions for improvement ideas and initiatives. When employees perceive that they are allowed to speak honestly and openly to their seniors without fearing criticism or recrimination, they become more engaged.
          One of the benefits of employee engagement to an organization is that it enhances employee performance in the long run, thus improving overall productivity. A high level of engagement encourages employees to build teamwork crucial for organizational success and achieving competitive advantage in the industry (Han, Wang and Yan, 2019, p. 605). An increase in the organization's overall performance translates into increased profits, thus expanding the financial base. Second, engaged employees increase loyalty among the employees, which in turn reduces the rate of turnover. It implies that employees will continue to stay in a place that values their contribution and hence will incur minimal costs and time in recruiting ne workers (Motyka 2018, p. 231). Increased employee loyalty also implies that the company will have minimal absenteeism cases since the employees feel enthusiastic about their work. Third, the level of employee engagement reflects the kind and style of leadership that the organization supports, hence the employees' motivation level (Lapoint and Liprie-Spence 2017).  For instance, one can recognize the leadership style a departmental manager utilizes by assessing the employees’ performance in terms of their level of engagement.  Managers leading an engaged workforce are confident of their work and feels it is optional to conduct regular performance inspection. Fourth, employee engagement facilitates the development of smooth and effective changes to support key operations in the company (Cho et al. 2017.p. 59).  Since taking part in making critical decisions, they understand the activities and changes taking place within the organization. Companies that support employee engagement walk the employees through [phases until they accept the transition. Successful organizational change necessitates employee engagement since they will be expected to work within the ne conditions (Shahid 2019, p. 45).  Finally, engaged employees are considered to offer clients the best goods and services while serving customers at the front office.  They ensure that customers get what they need, thus improving their loyalty to the organization.
           One example of how to engage my team is by providing workers with job security to promote the desired performance among the team members. Keeping employees informed is effective for employee engagement as it indicates a high level of commitment, energy, and focus on the accomplishment of the desired goals (Osborne and Hammoud 2017, p 4).  Second is by providing structural and social resources for the team to accomplish their work.  Availing physical and intellectual resources as well as information to facilitate the accomplishment of tasks.
         One model of employee engagement is the Kahn Model, developed by William Kahn. The theory is founded on three basic principle tenets that describe the achievement of employee engagement.  Kahn developed three psychological factors that support individual engagement and disengagement at the workplace.  One of these factors is meaningfulness, which emphasizes whether the employees' work is meaningful. In essence, these principle focuses on the employees' perception of their work and how valued they are to the organization (Veleva,  Bodkin,                             and Todorova, S., 2017, p. 521).  The second is employee safety which focuses on employees' perception of their safety in expressing their opinions at their workplace without fear of criticism. Giving the employees the freedom to express their views and contribute to the organization's decision-making process is crucial for enhancing their safety at work. The third principle tenet of Kahn's theory is availability, which implies creating an environment for them to physically and mentally harness their full potential. The process of implementing the Kahn model of employee engagement will involve three steps (Antony, 2018, p. 36). The company will begin by recognizing the employees as true partners and hence play a critical role in contributing to the achievement of organizational goals.  The recognition of employees as true partners makes them feel valued, making it efficient to implement changes at the organizational level. The second step involves involving the employees in regular meetings concerning how they should design their responsibilities.  Regular meetings help the employees understand how the expected changes will aid in achieving organizational goals. Finally, the organization will create a safe working environment to enable them to speak freely about their experiences and satisfaction at work.
         Successful companies in the hotel industry, such as McDonald's and Starbucks, have utilized employee engagement techniques to maintain excellent performance through employee motivation {Kang and Sung 2017, p. 87). The most effective strategy these companies utilize is offering their employees competitive salaries and other benefits that reduce turnover and increase their loyalty to the organization. Second, the company strives to create a safe and conducive working environment that allows the employees to work with minimal disturbances.
Conclusion
          Employees are the heartbeat of every organization, and highly engaged employees tend to be more productive, creating a powerful customer experience. However, human resource is an inevitable dimension of a company since employees are hired and go over time. Organizational expansion might necessitate new recruits, or employees might decide to quit their jobs. Hence, organizations should evaluate employees in all phases of their tenure to examine the degree of engagement
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