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Personal resourcing development can be defined as the process of developing skills, attitudes, talents, traits and the totality of knowledge. It has become one of the crucial factors within different business organisations as it allows individuals to work effectively and succeed in their professional careers (Covin et al., 2020). This essay is about personal resourcing development and will highlight the points related to employee engagement and employee life cycle. The chosen topic of the essay is “engaging employees throughout the employee lifecycle”. This essay will show how employees can be engaged in different stages of the employee life cycle. Furthermore, it will also show how engaging the employees in different stages of the employee life cycle can be beneficial for teams and organisations. 
Employee engagement can be defined as the concept of human resources which contributes to enhancing the dedication and enthusiasm of the employees towards their jobs. Employee engagement has now become important for human resources as it can contribute to the success of the company by effectively managing and developing talent within the hospitality organisation (Kravariti et al., 2022). It is important for human resource management to manage and develop talent for employee engagement as it determines the success of the company. Furthermore, it can also increase the productivity of the employees and make the employees cross the limit for the success of the company by effectively managing and developing the talent (Pongton and Suntrayuth, 2019). Thus, it has now become important for different hospitality organisations to enhance the engagement of the employees as it can improve the overall productivity of the hospitality operation and achieve the goals and objectives of the organisation effectively (Sun and Bunchapattanasakda, 2019). There are several strategies which can help the employees to foster the engagement of the employees such as effective communication, providing career advancement and offering rewards. 
Effective communication is one of the important strategies which can enhance the engagement of the employees as it can provide clear direction to the employees. Furthermore, hospitality organisations also need to provide promotion opportunities, provide feedback and make employees valued and respected within the working environment (Greenier et al., 2021).  Hence, the business organisation needs to engage the employees throughout the employee lifecycle to boost the morale of the employees which can contribute to the success of the organisation.  
The employee life cycle can be defined as the model used by different business organisations which can help to identify and express different stages which employees experience while engaging in the company. Hence, the company knowing how to manage the employee life cycle and engage the employees in each stage of the cycle can help them to attract the right skills and talent. Additionally, it also optimises the experience of the employees and ultimately improves the performance and productivity of the organisation. Hence, there are six main stages of the employee life cycle which include “attraction, recruitment, onboarding, retention, development and separation” (Cattermole, 2019). Different hospitality organisations need to engage the employees during these life cycles as it covers the entire relationship between the organisation and employees. The hospitality organisation can also visualise the relationship between employee and employer and set up the employees to keep them happy, productive and engaged within the workplace. Additionally, engaging the employees in each stage of the employee life cycle can also help the organisation to make an informed decision which can also provide benefit to both organisation and employees (Kwon and Park, 2019).
Attraction is the first stage of the employee life cycle where different hospitality companies need to focus on engaging the employees from the very first step. The company has to engage the employees from this stage because it is the phase where they attract the right talented and skilled candidate who can contribute to the overall success of the company. At this stage, hospitality companies can affect how the candidate feels about the organisation by the way the organisation engages the employees. Thus, there are several strategies which can help different hospitality companies to build engagement in the attraction phase and one of the strategies includes using consumer and employer branding (Sato et al., 2020). This can create engagement within the first stage of the employee life cycle as it can help the company to recognise their potential candidate and address their real desire. The hospitality industry also needs to create a culture which can help them to attract the best talent and demonstrate employer branding communication by being mindful of communication. The hospitality industry can also showcase the stories and experiences of the employees and the career opportunities provided to them. Hence, it can engage the potential candidate in the attraction stage which can improve the morale and behaviour of the potential candidates.  
Recruitment is the second stage of the employee life cycle which allows different business organisations like Virgin Travels and Hays Travels to find the right talent and skills within the organisation. Hospitality companies need to engage the candidate in the second stage of the employee life cycle because "candidates expect the same treatment as consumers''. Hence, the company needs to create a positive experience for the candidate by personalising the communication to make the candidate feel better. Furthermore, companies such as Hays Travel need to know their candidate before addressing the roles directly and identifying the gaps in their candidates. The companies doing so can help them to understand skills and knowledge of the candidates and provide the task accordingly and engage them effectively. As a result, the candidate can understand their role in a significant manner and engage themselves while performing their roles within the workplace. Additionally, the company also needs to provide regular touchpoints to its candidates to help them stay engaged and keep them updated on the entire recruitment process (Riyanto et al., 2021). This allows the company to showcase that they care about their candidate and leaves a positive impression which can translate to better engagement outcomes. The company doing so can help them to attract more candidates as more than 87% of the candidates are likely to join the company by the engagement and impression shown by the company in the recruitment process. 
Onboarding is the third stage of the employee life cycle where the company has to create employee engagement as it can also contribute to the success of the organisation. It is one of the important stages of the employee life cycle where the organisation needs to create engagement as it is about helping the new employees to blend into the corporate culture (Quek et al., 2021). The company can engage the employees in the on-boarding stage of the employee life cycle by providing real-time communication. The company providing real-time communication can help the employees to stay updated while also sharing ideas and reporting problems (Maddrell et al., 2019). This will help the employees to understand the goal and vision of the organisation while also enhancing the sense of belongingness of the employees. This results in enhancing the engagement of the employees which contributes to enhancing the overall performance of the employees (Cesário and Chambel, 2019). The company also needs to provide timely push notifications to newly recruited employees and provide needed tools which are needed to complete the assigned task in an effective manner. The company also needs to monitor the recruit continuously and provide real-time feedback which can enhance their engagement within the workplace and lead to employees performing at a higher level (Panteli et al., 2019).  
Employee retention is the fourth stage and the longest part of the employee life cycle as the company needs to continuously engage the employees to build a productive and stable workforce. Hence, it is also important for the company to focus on this stage of the employee life cycle as it can help the company to save the time and money spent on the recruitment process. Therefore, there are also several strategies to engage the employees during this stage and one of the strategies include providing upskilling opportunities and independent learning (Turner and Turner, 2020). The hospitality companies doing so can effectively engage the employees as the employees can work at their own pace and complete the task effectively. The company also needs to provide opportunities to transition into meaningful and new roles. This can enhance the motivation of the employees which results in enhancing the engagement as the employees perform in a better manner (Kang and Sung, 2019). The company also needs to foster a culture of learning to engage the employees during the retention stage as it also contributes to enhancing the engagement of the employees. The company developing a culture of learning allows the employees to learn continuously in everyday activities and develop themself in their professional careers.   
The fifth stage of the employee life cycle includes development where the employees do not just work within the organisation but also grow by learning during their professional careers. Therefore, it is important for different organisations like Visit Britain and Hays Travels to engage the employees as employees feel engaged and happy while learning new and useful things within the workplace (Mulang, 2022). During this stage of the employee life cycle, the organisation needs to provide work-life balance while also providing career development opportunities to its employees (Geisler et al., 2019). This will allow the employees to learn and develop new skills and knowledge and get engaged within the workplace. Additionally, the company also needs to provide rewards and recognition while also providing role consistency to its employees to engage the employees effectively during this stage. The company doing so can help the employees to get engaged within their role and improve their job satisfaction which can also contribute to enhancing the overall productivity of the organisation.    
Separation is the final stage of the employee life cycle where the employee decides to separate from the organisation which is also one of the important stages where the organisation needs to engage their employees. The employees need to engage the employees in this stage as it can act as a source of new hire referrals. There are several strategies for engaging the employees in this stage and one of the strategies include conducting exit interviews to understand the experience of the employees within the organisation (Nurmi and Varis, 2021). This increases the morale of the employees as the employees feel like the organisation cares about the organisation and the loss of the human workforce. This will allow the employees to build a substantial network with their ex-colleagues as more than 37% of the ex-employees are likely to suggest employment recommendations and referrals (Cattermole, 2019).  
[bookmark: _heading=h.4d34og8]The different hospitality companies such as Visit Britain approach employee engagement as a business strategy that can provide various benefits to teams as well as organisations. It is because highly engaged business organisations share the same experience and practices. Employee engagement programs during the employee lifecycle can reduce absenteeism as the employees are likely to not take the day off for no reason as they are highly engaged within the workplace. The company such as Hays Travel managing employee engagement in the employee lifecycle can reduce absenteeism as the hospitality industry experienced 41% absenteeism (Maltseva, 2020). Furthermore, it also increases the productivity of the team within the workplace of the hospitality industry as employees share common goals and communicate effectively in a highly engaged workplace. This attitude of the employees allows them to work proactively which leads to increasing productivity within the hospitality industry. The hospitality industry providing an engaged working environment also helps to provide a dependable and stable workplace which enhances the commitment of the employee to provide quality work. Thus, the hospitality industry needs to ensure safety and health regulation which results in 70% fewer safety incidents (Park and Johnson, 2019).
The above essay concluded with personal resourcing and development and covered different points related to the essay topic. The essay has briefly covered how employees can be kept engaged within the workplace throughout their life cycle of the employees. From the above essay, it can be seen that employee engagement in the employee lifecycle has become important as it can provide several benefits to the organisation. It has also been concluded that there are six major stages of the employee life cycle which include “attraction, recruitment, onboarding, development, retention and separation”. It has also been found that engaging the employees in the employee life cycle can reduce absenteeism and increase the productivity of the organisation which can help them to achieve the organisational goals effectively. 
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