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How to Engage Employees Throughout the Employee Lifecycle
Introduction
	Employee engagement is a vital notion in extensive hotel human resource management. It is the process of motivating and encouraging employees to participate actively in corporate activities and to remain dedicated to organizational goals. Employee engagement is essential in attaining a company's goals and objectives because it ensures that employees feel valued and have a feeling of purpose. It is also vital to highlight that employee engagement is an ongoing rather than a one-time event. Organizations must understand human resources' function in engaging employees to effectively engage them throughout the employee lifecycle. The employee lifecycle is a critical part of this process, as it includes the complete journey of an employee from recruitment to retirement. Therefore, the human resource department of large hotels must appreciate the importance of engaging employees throughout the employee's lifetime.
The Role of Human Resources in Engaging Employee
	The function of human resources in engaging employees is vital. Human resources specialists are responsible for aiding the recruitment and onboarding process and creating and sustaining relationships with employees during their tenure with the organization. They are also responsible for ensuring that staff is equipped with the required tools, resources, and support to be successful in their tasks (Stahl et al., 2020, pg 4). Human resources professionals are also entrusted with fostering a pleasant work atmosphere that stimulates collaboration, communication, and trust. Furthermore, they are accountable for detecting and addressing employee engagement and satisfaction issues. One of the critical purposes of human resources is to ensure that employees are engaged throughout their employment lifetime. This involves providing employees with the essential training and development opportunities to help them develop the skills they need to be successful in their professions ((Dirani et al., 2020, pg 385). Additionally, human resources should ensure that employees have access to job descriptions, performance management systems, and job-related documents to help them understand their duties and responsibilities.
How to Engage and Advantages of Engaging a Team
	Human resources should provide employees with the appropriate feedback and advice to help them fulfill their potential and be successful in their roles. Another crucial component of engaging employees throughout their employment lifetime is offering them incentives and rewards. This could include recognition programs, performance bonuses, and other incentives that reward employees for their hard work and dedication. Additionally, human resources should create a pleasant work atmosphere that fosters collaboration, communication, and trust (Chaudhary, 2020, pg 635). This could include frequent team meetings, team-building events, and other initiatives to establish trust and foster collaboration. Finally, human resources must identify and address any issues connected to employee engagement and satisfaction. This includes recognizing and addressing potential problems that may impede employee engagement and happiness, such as poor communication, lack of recognition, or lack of resources. Human resources should proactively address developing concerns and engage with employees to fix them. There are various advantages to engaging a team throughout the employee lifecycle (Saeed et al., 2019, pg 427). Engaging a team helps guarantee that everyone is working together towards a common objective and working to the same standards. It also develops collaboration and communication, which can help increase team performance and productivity. Additionally, engaging a team helps to guarantee that everyone is on the same page and working towards the same objectives.
The Employee Lifecycle
	Employees are the heartbeat of every firm, and keeping them engaged is critical to improving performance and attaining success. Employee engagement is essential to ensuring employee satisfaction and productivity throughout the lifecycle. The initial phase in the employee lifecycle is to attract potential employees (Chanana, 2021, pg 3). Companies must build an appealing image that is appealing to suitable candidates. This can be accomplished by developing a great employer brand, providing competitive salaries and benefits, and stressing the organization's values and culture. Companies should also make their presence known on job boards, social media, and other recruitment venues (Jha, Sareen & Potnuru, 2019, pg 10). Companies could also consider providing referral incentives and incentive schemes to encourage current employees to refer friends and family to available positions.
	The second step of the employee lifecycle is recruitment, which is a crucial element of the process of engaging employees. Human resource departments in large hotels must have robust recruitment methods to attract suitable people for the roles they are attempting to fill. This includes an in-depth grasp of the skills, qualifications, and experience required for specific occupations (Hung et al., 2019, pg 4). Furthermore, the recruitment process should be planned to ensure that the correct people are hired and feel welcome and supported. This can be accomplished by providing detailed job descriptions, conducting in-depth interviews, and providing enough training and assistance.
	Onboarding is the third step of the employee lifecycle and is just as significant as recruitment in terms of employee engagement. Human resource departments must ensure that new workers have the necessary resources to feel welcomed and supported in their new roles (He et al., 2021, pg 347). This includes offering an efficient onboarding process that includes orientation, training, and resource access. Furthermore, the onboarding process should be tailored to each employee to ensure they are given the assistance and tools they need to succeed in their new work.
	The fourth stage of the employee lifecycle, development, is critical to ensuring employee engagement. Human resource departments must guarantee that employees have opportunities to grow and develop within the organization (Vrontis et al., 2022, pg 1240). This implies they must provide employees with access to training and development opportunities and assistance with professional advancement. Furthermore, the human resources department should ensure that employees can take on additional duties and tasks inside the organization.
	Retention is the fifth stage of the employee lifecycle and is critical to retaining employees. Human resource departments must ensure that employees get the support and resources they need to stay engaged and effective in their professions (Fenech, Baguant & Ivanov, 2019, pg 22). This includes competitive pay, benefits, and prospects for advancement and development. Furthermore, the human resources department should cultivate an open and friendly work atmosphere in which employees feel valued and appreciated for their contributions.
	Separation is the final stage of the employee lifecycle and an essential component of the engagement process. Human resource departments must guarantee that departing employees are treated with dignity and assistance during their transition (Ramakumar & Priyadarshini, 2021, pg 109). This includes conducting exit interviews and delivering performance evaluations to employees. Furthermore, the human resources department should equip departing employees with the resources they need to transition smoothly into their new roles.
Examples of How you Could Engage your Team
	Employers must develop an environment that promotes employee engagement and motivation. Employees that are engaged are more likely to be productive and committed to their jobs, which can lead to higher customer satisfaction, more considerable revenues, and a more positive work atmosphere (Hashem et al., 2022, pg 10). Employers should work on building an atmosphere that fosters employee autonomy, recognition, and development to ensure employee engagement throughout the employment lifecycle. Giving staff autonomy is one approach to keep them engaged. This entails letting them make their own decisions and allowing them to work on their terms. This level of independence can make employees feel empowered and confident in taking on greater responsibilities (Ranathunga & Jayawardane, 2022, pg 7). It also enables children to take ownership of their work and be proud of their achievements. Employers can also recognize employees for their accomplishments. This can be accomplished through incentive and recognition programs or simply by thanking people for their actions. Recognized employees feel valued and appreciated, which can lead to improved motivation and engagement.
	The second strategy to engage employees is to offer them opportunities for professional development. This can involve providing training, mentorship, and other forms of professional development. Professional development can help employees stay current on industry developments and remain competitive in the job market (Hussainy, 2020, pg 42). It can also make employees feel more engaged with the company and allow them to broaden their skill set. Implementing an employee engagement model is a third method of engaging employees. An employee engagement model can provide a framework for organizations to measure and improve employee engagement levels. This methodology can involve surveys, focus groups, and interviews to understand employee happiness (Nasution & Absah, 2019, pg 336). Metrics like staff turnover, absenteeism, and engagement scores can also be used to identify areas for improvement. Employers can then use this data to develop initiatives to increase employee engagement.
Employee Engagement Model and How it could be Implemented
           The Gallup employee engagement model is a comprehensive system of strategies, practices, and beliefs that organizations use to foster an engaged culture among their employees. This model has become an increasingly important component of human resource management and has been adopted by several large corporations, including hotels. The Gallup model is divided into four parts: purpose, performance, development, and recognition (Duong, 2020, pg 3). Understanding and communicating a clear purpose is the first step in developing an effective employee engagement strategy. The goal should be consistent with the company's mission and vision and should be communicated in a way that is appealing to the employees. This should be accomplished through regular company-wide meetings, one-on-one meetings, and other initiatives emphasizing the significance of purpose. The Gallup employee engagement model's second component is performance. Setting measurable goals aligned with the company's purpose and providing employees with the tools and resources to achieve them are examples. Performance should be consistently monitored, and feedback provided to ensure that employees perform to the highest standards (Rachapalli, 2021, pg 17). The Gallup model's third component is development. This includes allowing employees to advance professionally. This could have mentoring and coaching, training opportunities, and performance-based rewards. Finally, according to the Gallup model, employees should be recognized for their contributions and accomplishments through bonuses, awards, or informal recognition. This helps to motivate employees and encourages them to keep doing their best.
           Employee engagement is critical for any organization because it can improve job satisfaction, productivity, and workforce commitment. The Gallup Employee Engagement Model effectively ensures employee engagement throughout the lifecycle (Sato, Kobayashi & Shirasaka, 2020., pg 145). The model can be implemented through fostering its key elements, which include strength-based development. This model component focuses on assisting employees in identifying and developing their strengths. This can be accomplished by providing employees with feedback and coaching and allowing them to use their strengths in the workplace. additionaly, providing employees with team-building activities and other development opportunities can help to foster a sense of engagement and commitment to the organization (Zhang et al., 2019, pg 13). Secondly, through job design and involvement that focuses on making employees feel empowered and valued the Gallup model can be implemented. It entails giving employees autonomy and the opportunity to participate in meaningful work and clearly defining their roles and responsibilities. Furthermore, allowing employees to participate in decision-making processes and provide feedback can foster a sense of engagement and empowerment. Finally, employee recognition and rewards can be used to implement the Gallup model. This model component provides employees with incentives and rewards for their efforts. This can be accomplished through monetary rewards, recognition ceremonies, and other acknowledgment forms. Also, giving employees team-building activities and other chances to improve themselves can make them feel more engaged and committed to the organization. If the Gallup Employee Engagement Model is used in a big hotel, it can ensure that employees are engaged the whole time they work there. The hotel can ensure that its employees are happy and committed to their jobs by allowing them to build on their strengths, do work that matters, and be recognized and rewarded for their efforts. 
	Employee engagement, for example, is crucial in the hotel business due to the anticipated client service standards. Hotels should focus on creating an environment that encourages employees to stay connected and involved in their work while rewarding them for their efforts (Singh, 2019, pg 427). This could include giving staff training and development opportunities, such as customer service workshops, and establishing mechanisms for assessing and rewarding success. Additionally, hotels should provide relevant feedback to the team, such as an appreciation for good customer service, and ensure that they have the appropriate tools and technology to support their work (Kwon & Park, 2019, pg 360). Finally, hotels should provide staff with the resources to keep healthy and productive, such as access to a gym or other recreational activities. Hotels may ensure their employees remain motivated and productive by developing a practical employee engagement approach.
	In conclusion, employee engagement is vital in extensive hotel human resource management. Human resources experts are responsible for ensuring that employees feel appreciated and have a feeling of purpose. They also foster a pleasant work atmosphere that promotes collaboration, communication, and trust. Employees are the heartbeat of every firm, and their involvement is critical to improving performance and attaining success. The five stages of the employee lifetime include recruiting, onboarding, development, retention, and separation. Human resource departments must ensure that new workers have the necessary resources to feel welcomed and supported. This includes offering an efficient onboarding process that includes orientation, training, and resource access. Employee engagement motivates and inspires individuals to be productive, devoted, and engaged at work. Employers should prioritize building an environment that promotes employee autonomy, recognition, and development. An employee engagement model can offer organizations a framework for monitoring and enhancing employee engagement levels. For example, the Zinger employee engagement model is a framework that helps firms understand and develop employee engagement. According to the concept, employee engagement results from three fundamental elements: employee experience, workplace culture, and employee connections. It also proposes that firms use data and insights to understand how each piece affects engagement. Offering flexible working alternatives, such as working from home or job sharing, can also enhance morale and engagement. Offering employees the option to attend workshops, seminars, or other learning activities can assist in keeping them engaged and motivated. Hotels should focus on creating an environment that encourages employees to stay connected and involved in their work. This could involve giving employees access to training and development opportunities, such as customer service workshops.
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