HOW TO ENGAGE EMPLOYEES THROUGHOUT THE EMPLOYEE'S LIFECYCLE
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INTRODUCTION
It is important to hire those workers who can manage an organisation's workload of the organisation. It is the job of HR to select people with the necessary abilities and the potential to work for the company. The responsibility of HR involves talent management, providing benefits to employees, assisting in their training and development of skills, and ensuring a safe workplace. HR is responsible for overseeing all employee needs. The HR department makes sure that the workers have the necessary training, tools, and working conditions so they may use their skills to the best of their abilities and assist the company in achieving its objectives (Kwon and Kim, 2020).
In this report, we'll examine how human resources (HR) affect both the involvement of potential employees and the employee lifecycle. The employee lifecycle, which encompasses attraction, recruitment, onboarding, development, retention, and separation, is the subject of this study. This essay will briefly analyse how an employee interacts with the workplace to benefit the business. With the use of examples, we will examine how the employee engagement model is implemented in this. It will include every element imaginable that is required to inform the employee about the business.
MAIN BODY
HR (Human Resources) plays a very significant role in the engagement of employees at every level. Those employees are considered engaged employees who are hired for the right jobs, the organisation is using the right skills of the candidate and the candidates are working in a good environment (Saks, 2022). As the HR manager of the hotel, have to recruit or hire those employees who know how to attend to the customers with patience, confiance and deal with them. In the hotel industry, it is difficult to find potential employees. As HR managers, we have to ensure the implementation of some functions like attracting candidates and providing such positions where they can work with their all abilities, utilize their skills and talent to achieve goals, and fulfil all the requirements of the employees. HR has to face many challenges in the hotel industry for hiring candidates because these employees have to work long hours including night shifts, weekends, and holidays. To meet the demand and requirements of the customers and employees, the HR manager has to maintain a strong focus on their responsibilities.
The lifecycle of employees in an organisation focuses on how employees interact and engage with the organisation in which they are working (Cattermole, 2019). In this employee lifecycle, several things are included like attraction, recruitment, onboarding, development, retention, and separation. This lifecycle model encompasses evaluating every stage of the experience contained by an employee that provides a different engagement strategy to the organisation. By considering the overall work of the employee and customer experience, the hotel management will face two biggest benefits in their business such as improvement in the skills of employees and building a strong reputation in the market (Kwon and Park, 2019).  
Attraction is the first stage of the employee lifecycle. To attract potential candidates, there will be awareness about the name of the hotel among the candidates (Goh and Okumus, 2020). Candidates should be aware of the hotel and attracted by the working environment. To build the reputation of the hotel and succeed in the employee attraction stage, the following steps can be adopted. A hotel must raise awareness about management. For raising awareness, a hotel should sponsor popular industry magazines, blogs, and many more. The hotel can spread awareness through digital media platforms by having its websites that contain all the basic information about the hotel which helps the employees as well as customers. By providing benefits and compensation to the employees a hotel business can attract more candidates (Ahmad et al., 2020).
Recruitment is considered a second stage of the employee lifecycle. HR should find a potential employee with great talent and skills. Recruitment occurs when some existing employee leaves their position or there is a new position is created. The utmost effective strategies to recruit a skilled candidate, encourage collaborative hiring to depend on such strategy, and provide important information that will improve the effective hiring outcomes (Hamza et al., 2021). To make the recruitment stage effective ask the existing employees to refer the name of the hotel to their close ones for taking part in the employment. Provide some benefits to the existing employees for referring the name of the hotel. Be clear and specific in the requirements of talent and skills needed from the candidates (Acikgoz, 2019).   
The next stage of the employee lifecycle is the stage of onboarding stage. After hiring and recruiting the new candidates, this stage focuses on the new hires’ adjustment to the environment of the workplace. In the stage of onboarding, new employees focus on the aspect of their identity, skills, talent, knowledge, and behaviour which helps them to serve the customers (Kirchner and Stull, 2022). Long-term engagement and contribution, it is necessary to make new employees comfortable in the environment of the workplace. Provide a full description and requirements of the job which is required from the employees. Employees should have full knowledge about the visions and goals of the hotel and the HR should clearly outline all the expectations from the candidates to achieve such goals and targets of the hotel management (Verheyden, 2022).
Employee development is the next stage of the employee lifecycle model. In this stage, professional development and skill development occur amongst the employees which provides future development to the hotel. The management should provide all the opportunities which help to boost their confidence and develop their skills (Tien et al., 2020). Proper training should be given that helps to provide a better understanding of the work. To ensure the development of the employees’ skills, provide them with some responsibility in which they work with their efficiency. Employee development and training help to install a better version of the employee who can provide a new direction to the organisation. It should be made sure the management to offer rewards for the extra efforts of the employees to encourage their skills and boost their confidence level which will be beneficial in future (Burnett et al., 2019)
The next stage of the employee lifecycle model is employee retention. It is concerned with keeping the top employees of the organisation happy and fulfilling their requirements to ensure that they are working to their full ability (Shields.,2007). For hiring, well-skilled employees HR has to find and attract new talent to the organisation. To keep better and top employees, the process and approach for such activity should be effective and efficient. It should be ensured by the management to take feedback from the employees to boost their morale and confidence. To improve the rate of employee retention, the HR manager needs to communicate with the employee about the visions and goals of an organisation (Singh et al., 2022).
Employee separation is the last and final stage of the employee lifecycle model (Widodo, 2021). Employee separation from the organisation can be done because of some reasons like at the time of their retirement, other better offers of employment, or maybe some personal reasons. The HR manager or professional is responsible to ensure that the employee is leaving and should not face any difficulty in the resignation process. While the employee is resigning it is a great opportunity for the organisation to ask them for their honest review which helps in the success of the organisation (Tessema et al., 2022). 
HR has to stay connected with the employees and fulfil their requirements. As an HR manager of the hotel, I will provide a safe and secure environment to the employees to make them feel connected with the organisation. The relationship with the employees should be very strong to understand their needs and requirements. There will a good communication among all the team members and employees (Liang et al., 2019). The environment of the workplace should be stress-free in which all the employees keep their focus and can work hard to their full ability. There are some examples, by which HR can make a healthy relationship with the employees such as always appreciating the employees for their good work, involving the ideas and feedback of employees for the growth of an organisation, listening to the problems of employees, and trying to solve them, provide such type of environment in which the interaction with employees increases and many more. These things will help the HR professional to engage and make a connection with the employees. The HR professional will find it easy to maintain interaction with the team members and provide them with a comfortable environment in the workplace (Yadav et al., 2022). 
Employee engagement provides an emotional connection between employees and an organisation by which an employee works with all the dedication and abilities. The HR professional has to adopt an effective strategy to improve the engagement of employees. For initiating an effective strategy, trust the employees and provide them with responsibilities that make them responsible for their work. Building a better relationship HR should communicate with employees which helps them to resolve the problems of employees and to connect the employees with the organisation (Saks, 2022). Provide training to the employees to develop their skills and knowledge. Development in their skills and knowledge will create efficiency in their work and make them responsible. An organisation should provide a transparent working environment to the employee that builds a trustworthy relationship between the employees and the management. The organisation should be flexible and open to the feedback of the employees by considering them for success. Management should provide regular feedback to its employees and appreciate them for their good work. There will be some extra privileges and perks advantages to the employees for boosting their confidence and morale at work (Weideman and Hofmeyr, 2020).         
Some examples help to understand the employee engagement model in the field of the hotel industry. The employees of this industry should have the talent to handle customers with patience. They were capable to make their employees welcome the customers very warmly and gently. The behaviour of the employee has a great impact on the reputation of the hotel. The HR professional of the hotel should provide training and knowledge to the employees about their work (Srivastava and Singh, 2020). They have to give all the details and clarity to the employees about their job. These details will help the employees to be aware of how to deal with the customers with potential. All the requirements and doubts of the employees will be solved by the Human resource managers. This industry’s employees must maintain their patience in dealing with the customer's needs and requirements. All these things will be trained by the HR professional or manager which helps an employee to understand their responsibility towards the management. The developed skills and behaviour of the employees play a major role in providing a strong reputation for the hotel. The success of the hotel industry is majorly based on the strategies of employee engagement (Zhang et al., 2022). 


CONCLUSION        	
The model of employee engagement is very essential for every organisation and industry. It creates a strong bond and relationship between the employees and the organisation. In this essay, we have studied the different stages of the employee engagement model. This essay aims to provide a brief study of the stage of attracting candidates, recruiting potential candidates, development and training, onboarding, retention of employees, and separation of employees from the organisation. The role of the HR manager in the employee engagement lifecycle has been discussed to provide clarity in this report. There are also some examples are also given to engaging management with the employees (Kwon and Kim, 2020). 
In this essay, we have discussed the implementation of employee engagement in the hotel industry and the role of HR managers to adopt an effective strategy and consider the development of employees' skills as a task. This is a study about the role of HR managers in developing the skills and knowledge of the employees which has a great impact on the behaviour of employees. Such behaviour of employees plays a vital role in building the image or reputation of any organisation.    
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