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In today’s global world it is becoming challenging for organizations to keep their employees intact. Many studies have been taken place to see the effect of employee engagement throughout the employee life cycle in retention of talented workforce and to improve customer services. An employee life cycle in any company is the journey that has been taken. This cycle begins with the interview, hiring, development, retention and employees’ separation. For this, the role of the human resource department is crucial from pre-recruitment till employee separation. They are focused on providing benefits to both organizations and employees. HR goal is to link workforce expertise for the long-term business goals (Gifford, 2022). However, the rise in drop out of potential employees is always a matter of concern.. Therefore, there is a proper policy and plan is required that helps organizational leaderships and HR to recruit, engage, develop, and satisfy employees and expand. Accomplishing  an employee engagement plan that helps industry to perform their jobs more effectively is one of the best strategies for employee’s job satisfaction and demonstrating the plan of organization for long term investment (Wissenbach, 2019).
While developing any plan for employees HR ensures the need and requirement of institutions and the analysis of the market. This basic survey helps them to build effective strategies to attract new blood and retain the potential ones for better outcomes. As per Gifford (2022) every institution human resource management (HRM) needs to develop their own strategies by analyzing the need of their hotel and business. Market surveys, their business budget and outcomes, and understanding of regional context help to develop strategies. An engaged employee is aware of the business context and works with colleagues to improve performance within the job for the benefit of the hotel management. The hotel must work to develop and nurture engagement, which requires a two-way relationship between employer and employee (AbuKhalifeh and Suad, 2013). For example, if anything which is been taken forbidden needs to be considered, any cultural decorations people like need to be displayed to attract more customers. This deep understanding of contextual reality will help to grow the hotel industry quickly. Moreover, the development of annual and five years plan for the business growth in terms of continuous professional development, resources, performance management, reward system and retention are part of human resource strategic planning. Further, the role of HR is not finished with the employee development; they need to work with the leadership and other managers so everyone in the institution develops behavior to perform above the level (CIPD, 2021). With respect to this, the role of HRM cannot be separated with employers' vision for the business and measured against these specially to satisfy all the stakeholders (government, employers, employee and customers) (Marchington and Wilkinson, 2005). 
As employers and employees’ relationship is important so it is essential to check which human resource management practices are effective and innovative (Darmaki, 2022). According to the Gallup survey, institutions which are more structured and planned in engaging employees have higher productivity and sustainability rates in contrast to others (Mann & Harte, 2016). In studies it is said that employee engagement is linked with number of motivated employees and the goal of the organization (Albrecht et al, 2018). This means the industry delivers outstanding customer services if employees are positively involved and taken care of by the leaderships and management. This was also found by Park & Gursoy (2012) that work engagement was directly proportional to job satisfaction. Employee satisfaction, performance management, and retention are the areas which indicate that HR and organization have a successful engagement plan. In fact, it is shared by Maylett and Wride (2017) in their book of The Employee Experience that the most productive institutions are those where leaders took care and build trust with employees. All these direct that employee's engagement is not a single solution it requires the involvement of all stakeholders particularly HR in breeding an environment where talent grows, analyses of practices happen and producing outstanding outcomes. 
An employee life cycle begins before the hiring process. The need analysis of the market and industry to attract potential and committed workers is essential. For this, employers advertise about the career pathway, salary packages, work ethics and personal and professional growth of the employees. It is seen that nowadays ambitious workforce are not only concerned about benefits but also consider work culture such as workload, openness, support and professional growth for selecting any job. Employer branding, job satisfaction and opportunities for development are the key factors to attract potential candidates (Slavkovic and Pavlovic, 2018). 
Along with attraction, selecting the talented and professional individuals for any hotel is another big challenge. Interviewing and recruiting are the other steps to find the committed candidate because there are a lot of opportunities for the talented candidates. The role of managers and other leaderships are also important here to see and fill the gap in the skills that are required in their hotel. For this, HR goal for recruiting someone for the long term is to see the demand of the market and competitors (Gifford, 2022).  After recruiting comes the on-boarding which benefits with the implementation of induction plan for novice candidates. This includes orientation, coaching and mentoring, and support from the senior and potential workers. This makes the smooth transition of employees in an already developed structure. 
After hiring comes development which continues throughout the employment cycle. All the reputed organizations, industries and businesses along the globe spend a huge amount on personal and professional growth. This expense returns to the industry because the individual growth of each employee provides a boost to the business. In the hotel industry, from front desk officer till managers all need specific skills and understanding to carry out their jobs effectively requires training. The better service for the customer comes with trained and skilled employees. 
Friedman (2013) describes continuous professional development (CPD) in his book as systematic and formal learning which stimulates learning and practice in formal settings that develop lifelong learning. He stated learning by doing and reflecting is actually the development which remains long lasting and effective. He further describes CPD as a cyclic process that has planning, action, evaluation and reflection and again planning as cycles goes on. Continuous professional development does not only engage novice employees but also polish the experienced. As they evaluate and reflect their leaning and practices. In the hotel industry the service providers directly communicate or interact with subordinates and clients which need updated and continuous training (Yew et al., 2014). The author Michael et al. (2013) noted that training and professional growth are the essential elements to increase employee's engagement. His research also stated that employees training brings different experiences and can impact permanent changes in employee behaviors to increase productivity. The learning of new skills and knowledge will be implemented into their work to enhance employee engagement (Michael et al., 2013). Lack of training can cause drastic impacts in business and may lead to a rise in employees' dissatisfaction, inefficiency in work and separation.
Due to lots of efforts and time in career development it is hard for hotel industries to let trained people go. For retention, a comprehensive performance management system is needed. A study by Park and Gursoy (2012) on hotel workers in the US stated that employee’s meaningful and good work should be recognized by the manager as to retain the humans. Ram & Prabhakar (2011) reported in their study that intrinsic and extrinsic rewards system motivates employees, retains them in industry, and encourages mentoring the novice staff and increasing the productivity. They further stated that once the committed employees settle down in the organization extrinsic reward was not concerned only intrinsic reward keep them engaged. Therefore, performance management and reward system raise the workforce engagement and contributes to business growth. 
Above all discussion indicates that to grow a business it is essential to engage the team effectively. I would like to engage the team through three key aspects. First, to design and execute a continuous professional development plan, engaging those in training and growth will help to deal with the situations with professionalism which will direct towards quality customer service. Effective career development will not only help them to learn new skills but also motivate them to remain engaged and stay long (Friedman, 2013). Such as sending people to workshops, other hotels to learn from people on the ground, reading articles, discussing and reflecting on some of the practices and evaluation of their performance are some of the examples of training.  My second mode of engagement will be reward and recognition. There needs to be a career pathway for employees so they know what is expected and what they can get. Performance-based rewards will help them to say positive things about business, exhibit the best performance and to stay in the organization. Such as star performer name on the soft boards, bonuses in salary, privilege of availing shift as per their choice, a holiday with family etc. customer feedback in feedback forms and online portal and reviews on social media and measuring the outcomes of business will help to develop performance management and reward system. The third step for employee engagement will be to develop a safe and respectful environment so employees can feel themselves a part of the organization. Because the hotel industry where people have to deal with other humans requires more emotional strength. It will be stronger if the employees receive the same from leadership and management. Openness, sharing their challenges, bringing solutions, becoming part of decision and policy making will motivate them to take ownership of organization success and failure. For example, making policies together, taking feedback on rules and regulations, making mentor of fellows as per the expertise, taking role of leader for a day etc. Once the employee will take the ownership, they will be more cautious for best customer services, business growth and working with efficiency. 
Around the globe people are using different models to build a vibrant work environment, produce great talent and improve productivity. This can be done by providing the best customer service, which will be possible if employees are actively engaged (MacLennan, 2021). There are different employee engagement models such as Kahn (1990), Maslach et al. (2001), Robinson et al. (2004), Saks (2006) and Hewitt (2011) develop to discuss the effective employee engagement strategies (Padhi and Pandha, 2015). These models provide a framework to improve employee engagement (Thompson, 2021). Out of these the Aon Hewitt’s employee model talks about both the individuals and organization. This model has six employment engagement drivers which are quality of life, work, company practices, people, opportunities and reward and outcomes say, stay and strive (Manandhar, 2015).  This model works on outcome to let employee retain, say positive things and strive for the best. This model is reliable and sustainable as it demands the leader to take role and intervene and then the entire employee to remain engaged in positive strategies and keeps going to achieve excellence. For example, if an employee got a certain target for this year then he/she will go ahead with a target which will help both the individual and organization to grow. 
Employee engagement through the employee lifecycle is highly significant to the hotel industry. It is shown in different studies that employee engagement is improving the hotel industry and growing business. But it is also come to the point that engagement needs to be effective, consistent, goal oriented, innovative and challenging. For example, if a front desk officer is promoted to line manager there should be a different type or level of engagement for him to learn the new skills that are needed as per job requirement. Likewise, the psychological and behavioral aspects of employees are important to be considered. Employees need to be treated as an asset and the industry values the time and knowledge that they are paying to an institution. This will create a positive and comfortable environment for all workers. Therefore, the roles of HR and manager are crucial and critical. HR uses the strategies as per the need of the era. Advanced and creative strategies have to be used to engage employees throughout the employee life cycle to provide benefit to the industry. Employee engagement should be built in the culture and beliefs to learn new skills, perform high, respect each other and drive people towards the mission of organization. For this, Aon Hewitt’s employee engagement model seems consistent and holistic. The hotel industry needs a holistic type of model so they can work best with different stakeholders and improve as per the mission of the organization. 
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