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The engagement of the employees plays an important role in the employee cycle in the hotel industry. Establishing a healthy and effective work environment requires engaging people at every stage of their careers. A normal employee life cycle includes multiple stages, including hiring, on boarding, growth, retention, and, in the end, departure. Draw applicants who share the culture and values of the organisation. An effective cultural fit can raise worker engagement. During the hiring process, the company needs to make sure to express the business's purpose, values, and standards in plain language. The hotel industry needs to provide opportunities for on-going learning and development. This can involve tuition help, workshops, mentorship programmes, and training. Encourage staff members to make goals for their own personal growth and match them with the aims of the business.
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Engaging people is a critical function of Human Resources since it fosters a work environment where inspired, efficient, and organization-focused individuals work together. Human resources plays an important role in developing employee engagement, there are certain processes that help to understand employee engagement in the hotel industry (Elrehail et al., 2019). The first process is enrolling in employee engagement in the hotel industry. The on boarding process is planned and overseen by HR, which makes sure new hires are informed, properly trained, and made to feel at home. From the outset, an effective on boarding procedure may establish the tone for staff engagement. The enrolment process helps to engage more numbers of employees in the hotel organization. 
The subsequent process is the management of performance in employee engagement in the hotel industry. Performance management procedures, including goal-setting, frequent feedback and performance reviews are made easier by HR (Davidescu et al., 2020). Goal alignment and constructive criticism are essential for the engagement of the employees in the hotel industry. The management of hiring of employees plays an important role in engaging the right employees in the hotel industry. The following process is benefits and well-being for employees, HR is in charge of overseeing employee benefit plans including retirement pensions, healthcare, and wellness programmes (Rashidin et al., 2020). Offering all-inclusive benefits can improve worker's general well-being, which raises engagement levels.
Comprehending the traits of Generation Z as well as Generation Y who are called Millennial at every stage of the employee life cycle in a large hotel is essential to human resources management and engagement tactics. The characteristics of Generation Ys and Generation Zs play an important role in the employee lifecycle and employee engagement in large hotels (Sabuhari et al., 2020). Generation Z is the youngest population in the world, these are the population who were born after 1995 and before 2010. The Generation Z population are more connected to technology. On the other hand, Generation Y is the population known as the millennial who were born after the years 1981 to 1994. The first generation is Generation Z; Gen Z looks for companies that can provide stability and value employment security (Vereycken et al., 2021). Since they are often technologically literate, it is critical that job advertisements and applications have a good web presence. It's possible that Gen Z is more likely to look for college and apprenticeship programmes that offer a clear route to their desired careers.
The next generation is Generation Y who are called millennial, millennial place a high priority on employment that supports their own ideals and presents chances for advancement (Hamadamin and Atan, 2019). They value flexible work schedules and a work-life balance. The work-life balance is an important aspect of employee engagement and employee cycle in the large hotel industry. The flexible work schedule and work-life balance attract the employee toward the company. When it comes to recruiting this generation, social media sites are useful tools. Generation Z and Generation Y are very connected to social media and the internet; hence it is very easy to connect with them for employee engagement. 
In the case of development, Generation Z who is also called millennial play an important role. Millennial place a high importance on lifelong learning and personal growth. They value having access to education, seminars, and networking events. The millennial are generally very energetic and highly active in the workplace. The hotel industry always prefers to engage these young employees for better performance and productivity in the organisation. Opportunities for leadership and career advancement are crucial to maintaining their interest (Alzoubi et al., 2022). Generation Z also plays an important role in employee engagement. Gen Z is probably going to appreciate defined career paths within the hotel organisation. Generation Z offers chances for cross-training because they are flexible and receptive to picking up new abilities. Technology-driven, brief, and interactive learning modules also work well for the case of Generation Z in the hotel industry.
In a large hotel, team engagement is critical to providing outstanding guest experiences, increasing productivity, and increasing staff engagement. Team management is an important aspect of the proper functioning of the large hotel industry (Kwon, K. and Park, 2019). There can be certain recommendations for activating the hotel staff in the large hotel. The first recommendation is the training of the staff in the large hotel. Proper training and education are very important to engage the employees in the hotel. The training also helps in better performance of the employees in the large hotel. The hotel company needs to invest a large amount of money for training purposes. The next recommendation is unambiguous Communication; communication also plays an important role in engaging the employees in the hotel industry. Encourage both top-down and bottom-up channels of communication to be open and honest (Çop et al., 2021). Everyone may stay informed and involved by holding regular team meetings and one-on-one conversations.
The next recommendation is appreciation and incentives, appreciation and incentives always help to engage employees in the hotel industry. The company needs to establish a programme for staff appreciation that rewards outstanding work. Incentives might take the form of money, job advancements, and non-cash gifts like recognition from the public or certificates (Boella and Urner, 2019). This appreciation and incentives also help to motivate the employees in the hotel industry which also help to increase productivity in the hotel industry. 
The next recommendation can be working-life harmony; the work-life balance also attracts and motivates the employees in the hotel industry. The employees can spend more time with their families due to work-life balance. The hotel industry needs to encourage a positive work-life balance (Li et al., 2023). Encourage staff members to take advantage of their vacation time and when practical, offer flexible work schedules. The next recommendation for the employees can be healthy well-being; The Company needs to invest in the healthy well-being of the employees. It is found that when a large hotel pays attention to the employees' well-being, the employees become more engaged to the hotel. The company needs to offer wellness initiatives and materials to enhance the physical and mental well-being of its staff in the hotel industry. Workshops on handling stress and fitness centres could fall under this category. 
The engagement of the team in the hotel industry has certain advantages. The first advantage of team engagement is a better and more efficient operation in the hotel industry. The efficient team in the company helps in revenue management and time pressure in the hotel industry. Better teamwork also helps in improving productivity and efficiency in the hotel industry (Rant et al., 2021). The next advantage of engaging teams in the hotel industry is to improve the visitor experience. The engaging team helps to improve the consumer experience. The better consumer experience helps to attract more consumers towards the hotel. Outstanding customer service is more likely to be delivered by engaged staff, which increases client loyalty and satisfaction. The next advantage of the engaging team is diminished turnover. The team members who are engaged are more unlikely to look for work elsewhere, which lowers turnover rates and related expenses of hiring and training the employees (Pass and Ridgway, 2022). The training of the employees plays an important role in enhancing overall productivity in the hotel industry. The next advantage of the engaging team is optimal workplace conditions, an inviting and upbeat work atmosphere is the product of an engaged culture, which makes the hotel a desirable place to work. The better culture and atmosphere help to improve productivity in the hotel industry (Stefanidis et al., 2022). An inviting and upbeat work atmosphere is the product of an engaged culture, which makes the hotel a desirable place to work. The following advantage is increased profitability, since happy and motivated staff members encourage repeat business and greater guest satisfaction; they frequently result in better revenue. The motivated staff always helped to improve the quality of work in the hotel industry. Enhanced group cooperation is another advantage of engaged employees in the hotel industry. Teams that are more engaged operate more harmoniously and cooperatively, which improves workplace culture and streamlines operations.
The stages and changes employee experiences during their employment at a hotel and other hospitality institution are referred to as the employee life cycle in the hotel industry (Schwartz et al., 2019). Hiring, keeping, and engaging competent and motivated staffs in the hotel sector require a comprehension of and efficient management of each step of an employee life cycle. 
Attraction in the employee life cycle within the hotel industry refers to the process of recruiting and attracting suitable candidates to fill job vacancies within the organization. Attracting the right talent is essential for a hotel's success as the quality of service is highly dependent on the skills, attitudes, and capabilities of its employees (Chams and Blandón, 2019). 	Making eye-catching job listings is the first step in the attraction process. These job postings in the hotel business must be understandable, educational, and attractive to prospective applicants. The Creation and preservation of a powerful employer brand. Attracting excellent people may be greatly impacted by the employer's repute.
In the hotel sector, hiring is a critical phase of the employee tenure cycle. It requires finding and choosing candidates to take up open positions in the hotel's many divisions. Maintaining a competent and driven staff at the hotel requires effective recruitment (O’riordan, 2022). Hotels must perform a job evaluation to identify the precise tasks, duties and qualifications needed for each position prior to initiating the hiring process. Appropriate job specs and descriptions are made using this data.
In the hotel sector, on boarding is a critical phase of the employee life cycle as it establishes an atmosphere for the whole working relationship. A successful on boarding process guarantees that new hires are made to feel knowledgeable, at home, and ready to make a contribution to the success of the hotel (Onkila and Sarna, 2022). HR needs to make sure that all required documentation is finished, uniforms and identification are prepared, and equipment is set up prior to a staff member's initial day on the job. This reduces the amount of paperwork on the initial days. 
In order to guarantee that workers in the hotel business have the abilities, information and chances necessary to flourish in their positions and progress in their careers, growth throughout the employee's entire lifespan is essential (Davidescu et al., 2020). It's critical to offer personnel chances for continued education and improvement in their skills once they've become used to their responsibilities. This might require developing soft skills like solving issues and communication, as well as specialised job-specific instruction and cross-training across many hotel divisions.
In the hotel business, retention is an essential part of the employee life cycle. Retaining competent and knowledgeable staff is vital for providing outstanding guest experiences and upholding an excellent track record (NGUYEN et al., 2020). Employee turnover may be expensive and disruptive to hotel operations. Establishing that candidates comprehend the company's values, beliefs and expectations is the first step in the procedure for retention. An organised on boarding programme can establish the tone for long-term success. It facilitates the on boarding process and helps new hires feel accepted, understood and adjusted to the hotel's environment.
[bookmark: _Toc148638765]Conclusion
It can be concluded that an organisation hoping to succeed in the cutthroat and constantly changing business world must engage its workforce at every stage of the employee life cycle. Success is largely dependent on having a dedicated and driven team, which affects consumer happiness, creativity, productivity, and overall organisational performance. 
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