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This paper will investigate how hotels engage their workers and the importance of engagement of employees throughout their careers. There are many intricacies involved in engaging an employee and requires a holistic approach. Employee engagement is a concept that represents the level of fulfilment, enthusiasm and enjoyment of their job(Tullar et al., 2016). Employee engagement is therefore a  concept that is difficult to measure as is a subjective looking at many different factors of an employees working life. This essay will investigate the elements that influence employee engagement. It will also examine the employee cycle, which details the processes from recruiting to termination and how employee engagement can be increased during the cycle.(Mark, 2012) The essay will also make recommendations for how the human resources team in a large hotel chain can engage employees throughout their employee cycle.
A definition of employee engagement is as follows: "the simultaneous employment and expression of a person's 'preferred self' in the task behaviours that foster engagement to work and to others, personal presence (physical, cognitive, and emotional), and active, complete role performance."(Rabiul et al., 2021) This demonstrates how employee engagement is multifaceted and involves catering for a person’s psychological needs as well as simple monetary needs. An engaged employee is motivated and has the mental and emotional condition of enthusiasm, concentration, and success in one's task. Individuals with vigour have the psychological fortitude and physical strength to carry out their duties in the face of adversity. Engaged employees are also dedicated; dedication is an emotional investment in one's job that manifests itself via feelings of satisfaction, fulfilment, accomplishment, and challenge(Ahmad et al., 2022). The positive benefits of an engaged and satisfied employee leads to a decreased staff turnover and reduced costs to the business. 
Human resource (HR) teams are heavily involved in the employment cycle of an employee from start to finish, including conducting interviews and screening potential candidates as well as ensuring employee wellbeing throughout their employment. Their role is crucial in terms of creating and maintain a good working team(Rabiul et al., 2021). 
The human resource team (HR) must work hard to succeed in order to attract and keep a great team of workers. HR departments play a key role when it comes to employee engagement, its been shown that strategies employed by the department can impact levels of employee engagement. HR practises have been demonstrated to affect employee engagement via moderators such self-efficacy, organisational commitment, job satisfaction, and psychological capital(Presbitero, 2016). 
In literature about human resources and management, the terms "soft" and "hard" are used to describe two common HR procedures. The purpose of "hard" HR practises is to control workers through formalised policies and procedures. But soft HR practises, which are also called "commitment-oriented practises," are meant to get employees more excited about their jobs and loyal to their employers. Soft HR practises like letting employees help make decisions, building a culture of trust between workers and management, and showing genuine care for staff members all lead to high-quality, adaptable work(Powell et al., 2014). Given how the hospitality business works, it's possible that the most effective way to motivate workers would be a mix of soft and hard HR procedures. Also, the synergistic effects of HR policies on the mental health of workers will make them more committed to their jobs(Vermeeren et al., 2014). Therefore, it is the responsibility of HR team to find the right balance of soft and hard practises which will keep the employee working hard and according to job description but also engaged and fulfilled with their job. 
It ought to be established in the culture of a firm that the creation and promotion of an employee experience that encourages long life, prosperity, and high employee engagement is a priority. Instead of viewing employee engagement activities as one-time endeavours when morale is low. The employee lifecycle model defines engagement as a deliberate experience interlink into the course of every individual within your firm(“The Employee Life Cycle,” 2021). 
There have been other employee lifecycles suggested; the one to be reviewed outlines six stages of an employee cycle. Attraction, recruiting, onboarding, development, retention, and separation are the phases. These are the distinct milestones that an employee goes through from the time they become aware of a job opportunity until the time they decide to leave the organisation. It is critical to investigate these phases to see how workers are engaged at each step and how engagement strategies might be implemented to increase employee satisfaction and reduced turnover of staff.
Attraction is the initial step of the cycle. This is about enticing an individual to work for your company. At this point, effective advertising methods are required. Advertising postings must sell the organisation(Wrike, n.d.). This may be accomplished by emphasising amenities such as corporate discounts and paid vacations. One of the most apparent things a business can do to attract the best in to its field is to provide competitive pay. Highest pay rates aren’t necessary, but you also shouldn't provide the lowest. Seek for possibilities to give softer perks in addition to your current ones, such as team lunches, birthdays off, and so on. Employees at the Premire Inn have rated the company well, giving it 4.5 out of 5 stars on Glassdoor, and the company has been recognised for offering a 50% discount on rooms and savings on meals(Premier Inn, 2010). Additionally, many big hotels include employee testimonials on their job adverts to emphasise the benefits of working with them. It is also crucial to encourage existing employees to brag about working at the hotel and submit reviews online, since many job seekers read reviews before applying for and accepting employment. This comes down to having a good culture at the place(Chen et al., 2022). Despite the best efforts of external marketers, an organisations most important and persuasive promotion will always be its own staff. The likelihood that current workers will spread the word about what a terrific place your firm is to work increases if you cultivate a positive corporate culture(Díaz-Carrión et al., 2020). When in the attraction stage of the cycle, it is also critical to describe certain attributes you are seeking for; this will be critical in attracting the correct people. Being unclear and failing to clarify details such as the duration of prior experience necessary or the necessity for flexible workers may result in a failure to recruit appropriate staff, increasing company expenses. Essentially one of the most important parts of the attraction phase is ensuring your hotel has a good brand, this can be done in a few ways. One way is to ensure that the place has a good culture(O’Connor, 2010).
The second step is recruitment, this involves hiring the proper people. Shortlisting, interviewing, and screening occur here (Yamanis, et al, 2013). Many firms are struggling to find suitable personnel at this stage. It is important for HR to employs referral recruiting programmes, employee referrals, and social network referrals to locate top talent and the ideal job applicant. Advertising on numerous platforms to attract more prospects. Fewer channels reduce chances of finding exceptional prospects. Going broad is good, but its important to not overlook your internal talent pool who may be seeking a promotion.  Recruitment also plays in with attraction, ensuring effective advertisement is vital. Great job ads go beyond listing talents and traits. This involves promoting the brant to Include employee discounts, and other perks(Abdou et al., 2022).
Onboarding is the next stage and is key. This ensures the person fits the company and function. Employers may help employees adapt by discussing the company culture, employment expectations, decision-making, and organisational structure(Wong and Ko, 2009). Poorly onboarded employees are unprepared for success. Professionally prepared onboarding programmes including office visits, orientation time, detailed explanations of all work processes and procedures, and timely and insightful feedback during the first few weeks of employment are the most effective. Tours show workers where staff rooms, work stations, and managers' offices are. On their first day, new hires benefit from staff introductions, parking, break room, and restroom instructions. Companies should give new hires time to acclimate and integrate before starting work. These should be considered while hiring for a major hotel. New hires may feel intimidated by the sheer number of staff. Establishing someone conformable by making friends with current personnel, showing them around, and explaining other hotel details can help ensure a smooth transitions. Onboarding an employee with a dedicated orientation day that covers these criteria sounds beneficial.
Development is another stage. Many people want to progress in order to be better fulfilled in life. It is important to consider well being psychology to foster an environment where employees are engaged. The employee's growth comprises performance management and frequent training(Hu et al., 2021). Employee development includes improving basic skills and aligning them with company objectives. Travelodge's ASPIRE programme helps employees learn and progress . One programme from ASPIRE allows team members to develop and progress hotel managers(Travel lodge, 2000). Other large hotel brands offer similar programmes to boost involvement. They boost job satisfaction, which boosts engagement, productivity, and retention. Good development benefits the organisation and the individual. Other ways to promote development to foster an environment where there are mentors, which could be the more senior colleagues. It has been suggested that if theyre encouraged to share their expertise it helps spread business culture and gives new hires assistance, a trustworthy adviser, and a place to ask any questions.  If finances permits, sponsor promising students' studies. Investing in worker training and education indicates a firm cares. This has been done by hotels such as Marriot, which allow student placements to take place(“Durham Marriott Hotel Royal County,”.). This provides an opportunity for students to learn and experience the environment and learn in a non-pressurised way.
Retention is the fifth employee lifecycle stage. This is when you work to keep your finest workers satisfied and in the team . Keeping excellent workers requires a great corporate culture. Negative workplaces make employees dissatisfied and eager to quit, increasing corporate costs. Thus, retention matters too. Optimising the recruitment stage, picking the right, motivated employees, and ensuring they are qualified via background checks and appropriate experience can help(ten Hoeve et al., 2020). Retention may be improved by making onboarding fun and providing development chances. Research shows motivating strategies improve retention. This is done by many hotel chains by being thankful to the employee and showing recognition of hard work. Implementing employee of the month schemes is an old and recognised method of increasing motivation (Xuecheng et al, 2022).
The conclusion of the cycle is the departure of an employee. Employees quit here. Several different aspects come into play at this phase of the employee life cycle. Former workers may choose to retire, start their own businesses, or find employment with one of the company's competitors. This stage is a crucial part in the development of the firm (Pearson, 2010) . Feedback provided by departing workers is reliable. If the organisation has a high turnover rate of employees, this step might help reduce that rate. Previous employees should be listened to, and the areas in which they feel the company may improve should be prioritised for improvement. It may also have an impact on employment contracts and the regulations governing gardening leave. Former workers may become champions for the company's brand. Especially Sending Christmas cards or emails and asking people to work parties may still be helpful; alternatively, you may ask if they know anyone who is looking for new employment. A negative company reputation has the potential to swiftly spread thanks to social media. Existing employees as well as those who are leaving the company are impacted by the separation period(Kim and Jung, 2022). As soon as a member of staff leaves, you should provide assistance to the remaining members of staff and ensure that they are provided with adequate support. Additionally, you should ensure that the remaining staff members do not need to exert themselves unduly in order to fill the void left by the departing member.
Many variables affect employee engagement. A hotel may use the employee cycle to identify traits that engage employees at each stage. Start by improving each step. Engaging employees seems to need effort and dedications however fostering a positive environment with good culture seems to be key.
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