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How to engage employees through the employee lifecycle
This essay will examine the career engagement strategies used by organisations, with a focus on hotels. The concept of employee engagement pertains to the degree of commitment, enthusiasm, and enjoyment that employees have towards their jobs (Rodriguez et al., 2021). It will look at HR's duties and tasks in relation to employee engagement. In addition, the employee cycle—which outlines the procedures from hiring to firing—as well as the factors that contribute to employee engagement and how a large hotel chain may profit from them will be discussed.
In the hotel sector, a company's reputation may make or break it. Employees provide the most important and front-line. Employees provide the most important and front-line customer service in the industry. which is why human resources play such a crucial part in the operations of the hotel sector. Human resource managers act as a liaison between management and employees, supervising the hiring, interviewing, and onboarding of new personnel.
HR is in charge of hiring qualified and committed staff and keeping them on board in a challenging work environment. by hiring and training new employees, which is expensive and time-consuming.
When workers are happy, employee engagement rises. Engaged employees are more likely to work for the same company for a long time. Long-term employees and low turnover are less expensive than frequent employee turnover. Hiring a new employee might cost anywhere from 50% to 200% of the former employee's salary. Staff turnover is inevitable, but you can control how much it costs you and how soon it occurs. A disgruntled employee may cost around 18% of their pay (Rahmadani et al., 2020). Employees who are disengaged from their work exhibit a lack of enthusiasm and a decreased sense of passion. They have little interest in moving up in their careers or taking on new tasks. Good employee engagement ideas are becoming more and more vital for many firms to consider in order to increase productivity and profitability. A successful team relies heavily on communication. work by encouraging courteous conversation and attentive listening among team members, which keeps workers involved and gives them a sense of belonging (Rasheed et al., 2021). It is crucial for simultaneously enhancing business operations, productivity, and efficiency. Acknowledge and value the diligence and hard work of your staff. Provide avenues for advancement inside the organisation. Employees who are more engaged at work are more likely to feel appreciated and content in their roles.
If the HR division wants to boost employee engagement, it must determine what motivates and performs its workforce. According to a 2016 survey, millennials prioritise travel and flexible work schedules over all other advantages, with one-third of workers leaving their employment because of this. They attach great importance to a healthy work-life balance in addition to compensation (Su & Hahn, 2021). Therefore, if your business employs a lot of millennials, you should advertise these advantages. By having regular meetings with your teams and their management, you may find out more about what motivates them in particular. What incentives and rewards are appealing to them. Taking the time to understand each employee's needs may help with regular communication and uncovering their individual motivations. This can result in a notable boost in employee satisfaction and productivity, which can have a good impact on a company striving to achieve its objectives. According to a research done in the Philippines, employee engagement at a major hotel chain increased when HR professionals promoted optimism and rewards (Presbitero, 2016). This illustrates the impact that doable initiatives like a rewards programme and a positive attitude can have on the company.
Creating and promoting an employee experience that encourages longevity, prosperity, and high employee engagement ought to be deeply embedded in a company's culture. Rather of viewing employee engagement initiatives as one-time attempts made in times of low morale, the employee lifecycle model views engagement as a purposeful experience woven throughout the trajectory of each worker inside your company (Nilsson & Nilsson, 2021). 
The employee life cycle consists of six stages. The employee life cycle model identifies and articulates the key phases that a worker goes through when interacting with their company. The six discrete phases at work are attraction, recruiting, onboarding, development, retention, and separation. Employee moves through each level in the proper order.
The first stage in getting an employee to work for your organisation is attraction. recruiting the best applicant to fit the requirements of your business. promoting employment stability, flexibility, and the company's brand as well as incentives (Nilsson and Nilsson, 2021).
The second step is recruitment, which involves identifying the right person for the right role. This is the phase where screening, interviews, and shortlisting are conducted. Everyone is looking for the ideal candidate since there is a severe lack of suitable applicants in many industries. Here, HR employs a recruitment sourcing approach to locate the best applicant for the position and top talent through employee, social network, or referral recruiting programmes (Ahmad et al., 2022).
The third and very important stage is onboarding. This guarantees that the worker is appropriate for their position inside the company. In order to facilitate a smooth transfer for employees, employers should provide them with information on the corporate culture, employment expectations, decision-making processes, and organisational structure of the company (Rasheed et al., 2021). Workers that are not successfully onboarded are not prepared for success. Professionally designed onboarding programmes that incorporate best practises like office visits, designated orientation time, in-depth explanations of all work processes and procedures, and prompt and insightful feedback during the first few weeks of employment produce the most successful new hires (Chak-keung et al., 2009). Employees can learn the locations of staff rooms, various work stations, managers' offices, and their work area by taking tours. On their first day, new hires might also benefit greatly from being given the rundown on staff introductions, parking details, break room locations, and instructions to the restrooms. Allocated orientation time is essential for new hires' adjustment and integration into the company; employers shouldn't just throw the new hire in the deep end of operations. All of these factors are unquestionably important to take into account when hiring for a major hotel. There will be a lot of people working, so it may be overwhelming to be a new hire. A smooth transition may be ensured by making the new employee acquainted with the current staff, making sure they are familiar with the area, and educating them on various details of the hotel (Wiese et al., 2022). An employee seems to be best onboarded with a specialised orientation day covering the topics mentioned.
Everyone in today's society aspires to advance and grow. Anecdotal evidence and studies indicate that people often organise their lives and careers to help them progress (Simpson et al., 2016). The opportunities they are given for ongoing growth and advancement have a significant impact on their decision regarding their future employer and level of work stability. Throughout the employee's tenure, the business provides frequent training and efficient performance management techniques as part of the growth process. Improvement of core competencies and alignment with organisational objectives are further aspects of employee development. To help its employees grow professionally and acquire new abilities, Travelodge offers an internal development plan (ASPIRE) (Travelodge.co.uk, 2022). The ability to go from team member to hotel manager is provided by one of the growth schemes. To boost involvement, similar initiatives from other large hotel chains had to be taken into account. They increase the likelihood that workers will be more engaged, put in more effort, and stick with the company by enabling them to feel more happy in both their personal and professional life. Good growth therefore benefits the organisation as much as the individual.
The fifth stage of the employment lifecycle is employee retention. At this point, efforts are focused on keeping your top performers on staff and making sure they are content with their roles and the team (Montang et al., 2020). It's often believed that retaining quality personnel requires a favourable corporate culture. Employee dissatisfaction and desire to quit will arise from a bad work environment, which will raise expenses for the company. As a result, the retention phase is equally crucial. According to Kaushal et al. (2021) the steps mentioned above are basically included in the retention stage. This may be facilitated by streamlining the hiring process, selecting qualified candidates, and making sure each employee is motivated and qualified for the position based on their relevant experience and background checks. Retention may be aided by making the onboarding process engaging and instructive, as well as by providing growth possibilities to guarantee employee satisfaction According to research, using motivational strategies aids in retention. Money and waging systems are said to be among the most efficient methods. Maslow's hierarchy of needs theory explains how individuals are motivated in a step-by-step manner throughout their lives (Khalil et al., 2022). People are first motivated by the need to meet their basic needs, which include clothing, food, and shelter. However, once these needs are met, people are driven by additional psychological needs, the most important of which is the need for self-actualization. Employee engagement and motivation may be increased by focusing on and meeting these demands. According to research, if an organisation provides sufficient psychological care for its employees, those workers won't ever quit because everyone wants to work in a comfortable environment that makes their duties easier (Khan et al., 2022). Setting up a suitable psychological environment and a safe working environment is consequently essential. 
The penultimate phase of the employment cycle is separation. Here is where workers choose to resign. This stage of the employee life cycle involves several factors. For instance, former employees could leave your company, migrate, or look for professional opportunities elsewhere; they might also retire, launch their own companies, or be enticed away by a rival (Chung et al., 2021).
This is an important step that the company should take seriously as a chance for growth. Often, departing employees provide honest comments (Hardavella et al., 2017). This phase could be essential to assist lower employee turnover if the company experiences a lot of it. The company might benefit immensely from paying attention to what former workers have to say and working to improve those areas. It could also bring up significant issues with how you set policy for gardening leave or staff contracts.
Employees who are leaving may also be viewed as possible brand advocates. In particular If it's a well-known, sizable hotel, you could want to send them emails or Christmas cards, keep inviting them to work events, or get in touch with them when you're searching for a new job to see if they know anybody. Social media has made it crucial to think about your company's image because a negative reputation may spread quickly.
It is important to take into account the significance of the separation phase for both departing and continuing personnel. It's critical to encourage the employees who stay after some have departed. 

Conclusion
Many factors determine the level of employee engagement. The employee cycle may be used by a hotel company to examine traits that support employee engagement at every level. A smart place to start is by looking for ways to make each phase better. But effort and optimism seem to be a recurring trend when it comes to engaging an employee. It seems that the fundamental ideas involve establishing a workplace where staff members experience respect, caring, and being heard.
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