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This essay will explore the employee lifecycle and how employee engagement is delivered at different stages of that cycle. It will also shed light on the role of Human Resources to draw engagement from employees and the benefits of engaging a team. With practical examples from the industry, an engagement model will also be explored in the essay along with its implementation in a large hotel to draw engagement from its workforce throughout their tenure of interaction with the organization. 
Employee lifecycle refers to the chronological movement of an employee, all the way from seeking, joining, and working for the organization to exiting it (Bassani, 2022). The essay will detail the key stages which constitute the employee lifecycle and the progression from one phase to the other. How employees commit to the organization and invest their energies towards the mutual objectives of the organization throughout their respective employee lifecycles refers to employee engagement (Cvetkovic, 2020). The engagement, while gauged by the employee, is essentially driven by the organization; more specifically Human Resource Department is primarily responsible for devising and deploying strategies that generate maximum engagement from the employee (The HR Team, 2022).  
The role of Human Resources is substantial in ensuring that the organization’s goals are well aligned with the objectives conveyed to its employees (Evers, 2021). In order to enable employees to reach their maximum potential in delivering those objectives, the employee needs to stay engaged (Medhi, 2022). This is because engagement induces motivation, passion, and commitment toward aiding the organization to achieve its mission and maintain its values (St-Aubin, 2022). Human Resource Department plays a crucial part in employee engagement throughout the employee lifecycle (The HR Team, 2022). An employee’s lifecycle is impacted by various factors and stakeholders, and Human Resources generally remain in close contact and coordination with all personnel from all departments throughout the organization (HR Cloud, 2021). For example, in a hotel, a staff member reports to his/ her direct supervisor who is responsible not only for the objectives and tasks assigned to him but is also accountable for the actions of his subordinates (Casals, 2021). In this manner, various stakeholders influence each other’s decisions, work habits, general work culture, and ethics across the hotel (The HR Team, 2022). 
Human Resources can deploy multiple strategies to keep employees engaged by connecting with employees on a deeper level (HR Cloud, 2021). This can be done by understanding employees’ needs and expectations (The HR Team, 2022). A survey can help in the assessment and understanding of employees’ opinions and perspectives. Another important way to keep an employee engaged is by establishing freedom of communication through the organizational hierarchy (Bassani, 2022). Two-way open communication between any two stakeholders, be it manager to employee, higher authorities to middle management, or Human resources to employees; effective communication helps establish trust in one another while allowing perspectives to be shared and understood more freely (Wickham, 2020). Giving due credit, and acknowledging and appreciating the work of employees also give employees motivation to deliver better and to their full capabilities (Evers, 2021). This form of recognition induces positive engagement for encouraging employees to enhance their performance even further in the future and aim for rewards such as promotions and higher monetary benefits (Dutta, 2022). Advocating and boosting teamwork can be highly beneficial towards ensuring that employees benefit and derive energy from one another. An engaged team performs better and leads to increased productivity. (St-Aubin, 2022) This can also help employees learn from their peers and discover new ways of improving their work (Dutta, 2022).
An employee becomes more engaged when they know that they are being taken care of. This is why investing in the well-being of employees and supporting them can help build a positive and healthy relationship with employees, even more so on a personal level (Achievers, 2021). Looking out for the career growth of employees while identifying and enabling opportunities to help them excel and evolve can also keep the employees engaged and committed to their organization (NutCache, 2021). As the employees envision their long-term career goals and can see them well aligned with the initiative of the company, they will be motivated to stay and give their best (Wickham, 2020). 
When individual maps out their career path, a lot of factors influence his/ her decision to seek out, join or exit from an organization. Human Resources can have an important impact on how the organization is perceived by an existing/ potential employee (My Hub, 2019). The employee lifecycle within an organization constitutes multiple stages (Achievers, 2021).
The first one is attraction. This is where a potential employee forms an opinion about the organization (Achievers, 2021). How the company appeals on the outside to an individual as a future employer and what image it possesses in the market are essential factors at this stage. The company’s branding and opinion of current and past employees are of great importance at this stage since the potential employee has only a view of the workplace from the outside (Achievers, 2021). For example, hotels brand themselves in a way that highlights how they put their people first by instilling care and comfort in their values (Boogaard, 2020).  
The second stage is recruitment where employees are sought out for potential employment in the company  (Achievers, 2021). This is the first interactive experience an individual has with the company where both parties are getting to know one another. The impression set at this stage, understanding of demands and expectations from both stakeholders and open communication is essential to effective recruitment (HR Cloud, 2021). For example, a hotel may inquire about the potential staff of their future aspirations and how this particular hotel fits and connects to their career path  (Achievers, 2021).
The third stage is the onboarding stage. At this stage, a potential talent has now become a part of the company. This is the first time the employee engages and interacts with the various stakeholders and experiences a taste of the environment and culture from the inside (Casals, 2021). First impressions go a long way in establishing long-lasting commitments and a smooth onboarding process plays a vital role in launching a positive engagement from the employee from the first day (Casals, 2021). For example, hotels now have a proper orientation program that is virtual, therefore, before the employees join, they have a very good idea of what to expect (Casals, 2021).
Once the employee has joined the organization, and employee’s career with the organization kicks off. At this point, the fourth stage i.e. the development stage starts. This is the stage where the employee needs to remain motivated and satisfied with the challenges and dynamics of the workplace (NutCache, 2021). Productivity and effective performance are achieved when the employees feel their professional growth is not stagnant. They yearn to upskill, learn and develop to achieve their career goals (Cvetkovic, 2020). For example, hotels now offer career plans that give employees a chance to progress not only vertically, but also to move horizontally within the same company (Blythe, 2021). 
The retention stage starts once an employee has served the organization for some time and needs to be retained for the benefit of both the company and the employee. At this stage, a robust environment and system of rewarding the employees for their commitment and acknowledging the efforts put in by them are fundamental (Blythe, 2021). For example, appreciation, both qualitative and quantitative, motivates and engages an employee to foresee their career with the organization in the long term (Blythe, 2021).
An employee may leave the organization for multiple reasons. Perhaps a more lucrative offer or retirement, someday employees exit the organization for one reason or the other. At this separation stage, a lasting impression of the organization is made on the employee and gives an engagement opportunity for one final time (Bassani, 2022). For example, when an employee is engaged positively during the separation process through a smooth settlement process, the word-of-mouth during the retention stage is largely impacted by it. In an industry, potential employees usually seek insight best provided by current or former employees (Bassani, 2022). This is the reason that positive engagement during each stage of the employee lifecycle is extremely important (Cvetkovic, 2020).
In the hospitality industry, service is one of the vital key success factors in determining the experience of customers. That service is provided by a large workforce consisting of several employees at various levels (Blythe, 2021). An engaged and motivated employee will put maximum effort into ensuring that the best possible service is provided. It is also important that employees in the hotel, once hired and trained, are retained to benefit from their expertise and learning to deliver a seamless and efficient service to customers. There are several ways in which employees at the hotel can keep engaged (Blythe, 2021). 
The staff at the hotel, whilst consisting of many members, operates usually as a team. The reservation section ensures that the hotel is not overbooked, and the bookings are timely intimated to the remaining departments (Sarma, 2022). The housekeeping and maintenance departments act on that intimation to prepare the rooms and keep the hotel up to standards. The quality assurance department verifies and rechecks the standard overall services (Sarma, 2022). To put simply, multiple functions across the hotel work as several independent teams, yet as one large unit constituting and determining the quality delivered to clients. For this reason, team-building activities can be very fruitful for keeping employees engaged with the organization and one another, allowing better communication and coordination, and in general boosting team spirit as a whole (Campbell, 2022).
Junior staff members in the hotel constitute the future talent count of the organization and grooming them can essentially ensure the direction of our hotel (Campbell, 2022). A mentorship program, where junior members can benefit from the experience and expertise of senior staff can help boost their performance and encourage their development with hands-on learning experience. This can also result in lasting healthy work relationships between senior and newer employees. Another way of investing in the employee’s continued professional development is investing in external training programs in areas of their expertise. This can also include funding the courses that will help enhance their skills (Campbell, 2022).
Rewarding employees for their performance from time to time, and setting campaigns to boost it can incentivize them to achieve those goals (Sarma, 2022). For instance, selling extra services, reducing service response times, etc. can be rewarded in addition to the standard remuneration to highlight and appreciate increased productivity (Sarma, 2022).  
To add a personal touch and to establish an environment of care, occasions such as birthdays, child births, and other milestones in the lives of hotel employees should be marked and celebrated. This will serve as a reminder to the employee that the hotel is invested in their happiness (Boogaard, 2020). 
There are several employee engagement models to enable an understanding of what drives employee engagement to allow healthy productivity (Medhi, 2022). The AON Hewitt Model focuses on how engagement drivers lead to engagement outcomes which in turn connects to the business targets (Thompson, 2021). The three foundational engagement drivers are the basic needs of employees, company practices, and the work, along with three differentiating engagement drivers are the company’s brand, leadership, and performance gauging the engagement outcomes that lead to business targets (Pellikaan, 2021). The engagement outcomes are simply what an employee has to say about the company, whether they want to stay with the company, and if they want to strive for the company (Pellikaan, 2021). 
To achieve business targets, hotels ensure that employees feel positive about their experience in the organization and thus different strategies to keep them happy must be deployed (Thompson, 2021). The opportunities provided to the staff and recognition must be sufficient to make them want to stay with the hotel (Boogaard, 2020). If the employees are positively engaged by keeping them involved and focused on their development, they will strive to achieve their utter best. For example, hotels train employees, provide opportunities to shine in their area of interest mentor them and provide a safe reliable space and environment to ensure staff is engaged (Casals, 2021). 
In conclusion, in the hotel industry, which is a largely service-centric industry, it is vital that providers of the actual service to clients i.e. the employees remain engaged and motivated to give their best. At every stage of the employee lifecycle, efforts must be put in by Human Resources to positively engage the potential, existing, and existing employees. Human Resource Department can deploy several ways by ensuring that all stakeholders about the employee are aligned and that the employees themselves feel aligned with the goals, mission, and values of the organization as a whole. This shall not only achieve business targets for the organization, but also fulfil the career growth objectives of the employees. 
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