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  How to retain and engage employees throughout the employee lifecycle


        Human resource plays a crucial role in the success and growth of any organisation. They decide the ultimate fate of any business; as every business activity is eventually performed by the employees (Krekel et al., 2019). Talking about the hospitality industry is a service-centric industry where most activities are carried out by the staff from customer handling to allotting rooms, resolving queries, and so on. In this scenario recruiting highly skilled professionals should be the utmost priority of the hotel. Onboarding a competent workforce is just one aspect of human resource management. Human resource managers must also try to maintain an optimistic work culture and retain employees. Only when a hotel has a stable workforce can focus on organisational objectives and the attainment of long-term goals. Human Resource employees’ annual objectives must comprise increasing the employment lifecycle and reducing employee churn. The struggle of attracting skilled candidates to be a part of the hotel is unmatched; mostly due to increased employment opportunities in the tourism sector since the last decade. Therefore, the best way to improve the hotel’s image and attract competent personnel is by improving the employee experience. To do so the hotel needs to understand the employee lifecycle and ways to engage with each employee at each step of this cycle. The following parts highlight how this can be done. 
To begin with, an employee lifecycle is a human resource model that elaborates on what an employee goes through in an organisation, along with the role of the human resource manager in expanding that advancement. In simple terms, it refers to the employee’s journey with the hotel. The employee lifecycle comprises of employee’s association with the hotel ranging from the time the employee discovers the hotel and finds it aligned with his/her professional objectives to the point where they ultimately take an exit from the hotel and turn into an alumnus. Employee lifecycle management encompasses the way the hotel introduces itself, how it communicates with the candidates, how it greets the people and welcomes them into the organisation, and how they handle the personal as well as professional development of the employees in the hotel. Following an organisation’s employee lifecycle and managing it is important because it sets a clear structure that an employee needs to follow during their span in the hotel, and it also provides the employer with an opportunity to evaluate employee data. In essence, employee lifecycle management is crucial in evaluating every employee’s journey within the hotel (Kwon and Park, 2019). 
Employee lifecycle is a tried and tested parameter for visualising the employees’ interaction with the business. The initial stage is termed the stage of attraction. Even before a vacancy is available in the hotel its market reputation starts attracting suitable candidates for the business. As noted the hotels which fail to hire a competent workforce fail despite providing excellent service quality and infrastructure. This increases the importance of attracting proficient candidates; this also ensures the hotel’s long-term success. It is then followed by recruitment. It is crucial to have an easy and clear recruitment process. Also, ensure that vacancy is posted via trustable sources like job portals and classified newspaper advertisements. Onboarding is the next step where a new hire is now made familiar with his/her job roles and responsibilities. The human resource manager has to conduct induction for the new joiner to make him/her familiar with the hotel’s work culture, tools, systems, processes, and disciplinary policies and procedures. From the beginning, the employee must feel like a part of the team (Cantner et al., 2021). 
Now that everything is done and the new joiner has spent significant time with the hotel; it is important to keep them relevant and up to date. This can be easily achieved through hosting various employee development programs. These programs must always be aligned with the employee’s professional aspirations; it is crucial to retain top talent in the hotel (Marinakou and Giousmpasoglou, 2019). At the time of the interview human resource manager must ask questions related to the career aspirations of the employee; this helps in ensuring that the employee's personal goals match with the organisation’s growth objectives. It must be followed with regular performance evaluation to help the employee as well as the hotel in understanding the progress of the employee and his/her overall contribution to the attainment of organisational objectives. Employee turnover carries a significant effect on the overall performance of the hotel. Several factors affect employee turnover including revenue, employee morale, productivity, etc. Another dimension of performance evaluation is performance management which must be aligned with the hotel’s training and development efforts. It helps in showcasing employees’ growth in the organisation. This practice helps in identifying employees who perform more efficiently when compared to their colleagues and providing them with promotional opportunities. Employees’ morale and happiness increase when they are acknowledged and recognised for their achievements. It also helps in identifying any training gaps if present. The employee lifecycle ends with the off-boarding of employees. It may be due to various reasons retirement, better opportunities, certain personal reasons, etc. The hotel must ensure that the leaving employee has a positive experience with the organisation and must complete all the legal formalities including an exit interview. The most crucial activity is to analyse the responses of departing staff during the interview and look for certain aspects that might ruin the employee’s experience with the hotel (Cattermole, 2019).
Here are examples of how the team or organisational performance as a whole could benefit or improve from a healthy employee lifecycle. The entire hospitality sector is centred on 'customers' providing them with the best services available and giving them a pleasant experience that they can cherish for a long time. Unlike other industries where it's the management or a few representatives speaking with the clients and consumers, in the hotel industry it's the whole staff interacting with the customer. Right from the watchman at the gate to the waiter serving water. This makes focusing on the employee lifecycle even more important. As there's a popular saying what's inside reflects outside. The same concept applies here the healthier the work environment for the employees, the better their loyalty towards the hotel and the best they will behave with the customer. A healthy employee lifecycle will avoid employee turnover reducing the bare minimum cost which goes into getting new employees and helping the business and team to use the budget to make another upgrade in the services provided by the hotel. It will also help to improve the organisation's reputation as every employee leaving will be saying, "It was a pleasant experience working with this organisation". This will attract more talented employees to prioritise the organisation over others if they want to grab new opportunities in their work-life, helping the hotel in the long term. It also helps the hotel in identifying top talents in the organisation and promoting them will help with increasing employee engagement while also taking care that the right person is assigned the right job. It also helps in fostering creativity and innovation as employees are compelled to think outside the box. There are several practices that the organisation can undertake to improve the overall performance of the hotel. Several hotels follow best practices to ensure customer engagement (Azeem et al., 2021). 
Before jumping into the topic one must know what best practice means. Well, best practice refers to setting standards or benchmarks to do a particular work or task. These standards could be set upon by the team or its leader, authority holders of the organisation, or government bodies or could be provided by a rather successful organisation from the same industry as their tip of success. Best practice not just increase efficiency but also provides the employees with a clear goal or set target to achieve (Davys and Beddoe, 2020). In the hospitality sector, customers are the main priority. Keeping in mind the same here are some examples of best practices in the hotel industry or hospitality business in general. First is training the staff: Staff, be it receptionist, waiter, manager, etc. will be the one's interacting with the customer. Make sure to train them on how to address, welcome and speak to the customers, as they will be the ones leaving the first impression. This training should be done from time to time to keep them updated and teach new rules or procedures (Montes et al.,2019). Another thing that could be done is to meet customer demands. The organisation needs to pay close attention to the needs and demands of the customer as customer service is the end goal of the hospitality industry. One must always ensure to address the complaints in a dignified manner. Even after efforts, there will be loopholes to fill. The employer should teach the staff to listen to the complaints of the customers wholeheartedly and give reasonable solutions or make new changes if necessary. Flexibility is the key to achieving success in the hospitality industry. Different customers have different demands, needs, or wants. The adaptive nature of the organisation will help serve clients better. Be it a different mode of accommodation or a new meal. The hotel needs to focus on market trends and update quickly. Last but not least is appreciating the customer. Staff must always ensure that they should be grateful to the customers. Maybe offering them a discount if they return or just presenting them with a small token will help the organisation build a loyal customer base. Several industry leaders enjoy the perks of establishing best practices in operations and working on the betterment of the workforce. To begin with, Days Inn Altoona with its human resource practices the hotel enjoys high employee retention followed by a 70% repeat business. Next on the list is New York Marriott Financial Centre, the hotel delegated responsibility and accountability of outcomes to various department teams which are later evaluated through monthly meetings. This has resulted in the organisation bagging several awards and boosted employee morale. Another example of it might include Preferred Hotels & Resorts Worldwide, Inc. They amalgamated a comprehensive and detailed quality-assurance program i.e., assuring that quality standards are being met in various dimensions of operations including personnel training, work performance, etc. and if certain standards are not attained the program accesses its complete cause and works on it. This has resulted in fostering innovation and continuous growth. It has also benefited from the usage of service standard reports for training and development (“Cornell University School of Hotel Administration the scholarly commons”, 2023). 
To conclude, it can be stated that human resource is a vital part of any sector, industry, or organisation and so comes the task to manage, maintain and develop it. This will not just help the employees grow but will also improve efficiency and help the organisation grow, maintain a reputation, and will help survive the competition. A responsible, well-planned, and well-executed employee lifecycle may play a major part in it. As talked about earlier catering to the needs and requirements of employees will be far more important as the hospitality sector is concerned as each employee is interactive to the customers. To simplify it even further you need to think about your best stay experience in a hotel and think about the fact that what made the experience worth remembering. Was it the breakfast buffet or the clean rooms? Well, who was behind that they were human resources both the chef and the housekeeper were a part of human resources. Apart from it, there are examples of best practices in the hotel industry helping further in the topic. This brings it to the conclusion that a hotel is centred on 'customers', customers require services, and services are provided by human resources. So, to cut it short, organisations need a perfectly managed, trained, and well-treated human resource for a successful venture and it cannot happen otherwise.
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