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Introduction 
In the modern world, for the evaluation of an employment process personal and professional development are required. It determines the effectiveness and ability of a person. This also leads to the improvement of an individual’s innate qualities. In addition, professional development enables people to differentiate themselves from other people and advance their skills in one’s career perspective. The employee life cycle can be referred to as a human resource phase, which distinguishes various chapters that workers become advanced through. It generates a big concern for the company as it ensures the sustainable improvement of the organisation.
For the improvement of employability, the essay aims to provide a detailed explanation of the employee life cycle throughout their professional career. The essay will provide several analyses regarding the global workforce, who are engaged at work. Additionally, an effective employee engagement model will also be discussed along with examples in the task. For better understanding, Premier Inn will be selected as an organisation to understand the employee life cycle in the hotel industry.
Main Body
The employee life cycle is a company’s or organisational method to visualise employee engagement with the organisation where they are involved. It is an HR model which identifies employee advancement through different stages. Without the proper knowledge and innovation, employees do not boost their efficiency, which is harmful to the competitive advantage of the organisation (Sato, Kobayashi and Shirasaka, 2020).  It also assesses the role of HR in employee progress or optimising the process of development. The employee life cycle model helps in keeping a watch on the life cycle of an employee and helps the management in making promotion decisions and other related decisions. Knowledge management is another aspect for the managers of any industry which helps them to balance the employee life cycle.  (Nurdin and Yusuf, 2020). For example, in Hotel Industry, employee retention and development are very important and knowledge management helps a manager to understand this. It is also known to be the HR life cycle model or HR cycle as human resource is highly involved in this process. This process or model encompasses six different stages which begin with recruitment and concludes with termination, resignation or retirement. 
The employee life cycle begins with attraction where the employee is attracted or exposed towards the organisation or the brand. Thus, organisations need to make a market reputation (Verčič and Ćorić, 2018). In large hotels, such as Premier Inn, the relationship between the organisation and its employee starts at the very moment when they are acquainted with the authority. In the hotel industry, an HR knows the value of incorporating corporate culture within the organisation. The employees are attracted or influenced by the structure, culture, rules and stories they build. This can be easily seen as nearly 34000 employees were hired in the year 2018 in Premier Inn (Statista, 2022). Apart from this, the salary offered, safety, job title and other such factor influences potential employees. Most of the candidates are attracted towards the organisation as they are endorsed by the former or current staff. HR can implement various strategies like maintaining equality and diversity in their working policies which is highly required in the hotel industry Premier Inn, a reputed hospitality organisation in the UK has adopted various policies to attract candidates towards their organisation. For example- health insurance, soft skill training, team outings and working from home are several benefits which the employees at Premier Inn enjoy (Premier Inn, 2022).
After the candidate is attracted towards the company, comes the second stage, which is the recruitment process. In the hotel industry, in-house recruitment is a very popular policy as the organisation gets to retain an experienced person. Here an organisation must not discriminate when they recruit or appoint any employee if it aims to hire top talent for itself (Hennekam et al., 2021). 
The third stage is onboarding where the leaders of the organisation help the employee to blend with the culture of the organisation. The leaders help the employees to become familiarised with the job role and responsibility. Here a sense of safety and welcome are developed among the employees. For example- In the hotel industry, managers or supervisors motivate their employees with the help of pain point treatment which includes feedback from the employees. This is a process that Premier Inn follows (Premier Inn, 2022). The fourth stage is development where the employees are expected to take training and develop their skills which will in turn help their performance. Optimisation of the employee life cycle is the key to managing a good relationship between managers and employees in not only the hotel industry but also in every other industry. This peer the relationship through understanding and sensitivity (Seva, Resurreccion and Gutierrez, 2022). 
Retention is the fifth phase where the employer tries to retain an efficient employee. Employees are the most valuable, productive and important asset of the organisation and retaining them is the most challenging task for managers (Singh, 2019). Losing an efficient employee can cause real damage to the performance of the company. Due to this reason, the owners of Premier Inn spent nearly £23m in 2021 to retain experienced staff (AmbitionBox, 2022). This helped to tackle the labour shortage and the problem of inexperienced employees. The last phase of the employee life cycle is a separation where the employee decides to leave the company where they are working. At this stage, various elements play a significant role for example the outlook of the employee relating to career growth, retirement factor and so on. 
The role of the HR department in this field is to fulfil the workforce demands of the organisation, efficient management of the engaged workforce, provide training, career prospects, good pay and reward packages to the employees and align the organisational objectives with the targets of the workforce. The role of the HR manager is to prove the basic needs of employees needs of their psychological engagement in the workplace. Therefore, employee well-being, as well as a high-performance work system, is one of the concerns of the HR department (Kloutsiniotis and Mihail, 2020). Maintaining a positive workplace relationship, assessment of performance and recognition of employees' contributions are part of HR roles. The HR department's role in the hotel industry is to sharpen the capabilities of the engaged workforce to perform their present roles and expected future roles. Hotel industry faces rapid changes in world trends and they have to meet the diverse demands of different types of customers. Therefore, here the role of the HR department to train the engaged workforce in adopting the changing demands is a very important aspect. 
The HR department should be strategic to implement an effective employee engagement model so that the company gets the maximum output from its engaged workforce. The employee engagement model provides a compatible understanding of organisational psychology. It can be helpful for the company to develop its system of engaging employees through the life cycles. The bottom line of the HR department’s considerations in the case of employee engagement is the necessities of the employees.
The key element of the quality of employee performance within an organisation is the work culture and work environment. A flexible work environment with inclusive and diverse work culture maximises the productivity of the engaged workforce. Such a work environment nourishes autonomy and hands-on management to set transparent achievable goals for the employees (Lee, Idris and Tuckey, 2019). This facilitates growth opportunities for the employees and ensures the company's continuous investment in its workforce. To actively engage the employees throughout their employee life cycles, the HR department should consider the cognitive engagement and emotional engagement of the employees along with their physical engagement. These three pillars of employee engagement combined contribute to the confirmation of the better or expected performance of the employees. Thus, employee engagement becomes the process of harnessing organisation members to their job roles (Lemon and Palenchar, 2018). The aims and objectives of the HR department of the hotel industry are not only to increase the productivity of the workforce but to improve workplace conditions and quality of services. The work environment must be fertile enough to engage the employees actively throughout their life cycles within the organisation. 
Companies with actively engaged employees face an average of 17% more productivity and 21% more profit than the inactively engaged workforce (Kerdpitak and Jermsittiparsert, 2020).  An HR manager should be strategic enough to engage the employees actively throughout their employee life cycles (Armstrong and Taylor, 2020). The backbone of the success of the hotel industry is the coordination among the workforce. Therefore, teamwork is considered to be the most crucial element in the growth of the hotel industry. 
The hotel industry is one of the most competitive industries in the world where creativity is the key component of differentiation (Mahmoud, Al-Mkhadmeh and Alananzeh, 2021). Creativity thrives better when employees work in a team. Teamwork is more successful in framing new ideas to achieve the organisational goals and make the services better. Quality management satisfies the demands of the clients efficiently and effectively (Marin and Tudoran, 2019). Teamwork also helps to reduce the immense work pressure in the hotel industry, especially in times of occasion. Boosted productivity of the teamwork ensures better customer service and increased the customer base of the hotel industries. 
I would implement a peer-to-peer recognition programme to motivate the employees with the recognition of daily contribution. Thus, the workforce will be encouraged to actively participate in the workplace (Torrington et al., 2020). My strategy to engage the workforce actively throughout the tenure is to reward their contribution to the organisation. Thus, their emotional well-being will also be taken care of. Apart from this, regular positive feedback on the performance of the teamwork will not only increase the team performance but also encourage the individual member of the team to perform better. 
Various employee engagement models can be implemented by the organisation. One of the most renowned models is the Zinger Model. It considers all the important aspects influencing an employee to participate, sacrifice and engagement (Delbahari, Soltani and Khorasgani, 2019). This model focuses on ten essential actions that managers must adopt to increase employee engagement. This model is based on a pyramid structure where the bottom row describes the necessities such as enhancing well-being, enlivening energy, making meaning and leveraging strength. The second row describes actions like building relationships, fostering recognition, and providing mental support (Gallagher, 2016). The third row describes actions like maximising performance and marking progress. Finally, at the top, it shows the result that is achieved. This helped the company to retain its staff and maximise their productivity. Besides this, the company can employ this Zinger Model and maximise employee engagement. In this regard, transformational leadership play an important role in improving performance and helping the employee (Lai et al., 2020). This also helped the company to build a strong market image and reputation in the relevant market.
According to a report, enhancing the active engagement of the employees and the sense of belongingness among the engaged employees are the top considerations of the HR department. The findings reveal that 79% of international organisations have approved the fact that belongingness among engaged employees enhances the performance of the workforce throughout their tenure. 
Conclusion 
From the above discussion, it can be concluded that professional and personal improvement is a natural aspect of human behaviour. It defines the full potential of a person. In addition, professional development determines the innate qualities of an individual. It demonstrates the self-improved ability of a person, which is beneficial for their professional career. The essay explains the employee life cycle model and its impact on the professional career of a person. The employee life cycle is important for the self-evaluation of an individual. Self-development activities give a chance to advance a new specialisation. At the same time, it also shows that individuals are eager and able to grow their abilities, recognise the gaps in knowledge and invest time in their careers. The essay explains the engagement of employees and its advantages in the organisation’s operation with the help of examples of the employee cycle in the hotel industry. In addition, the engagement of HR helps employees to stay focused on their work. The essay also describes the effective Zinger model for the maximum output of the organisation. The model serves a psychological understanding of the organisation which is helpful for the development of the company. In addition, the model enhanced the productivity of the engaged workforce in the organisation. 
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