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Human resource management is a process of recruiting and selecting candidates to onboard and manage them to achieve organisational objectives with their support (Armstrong and Taylor, 2020). The managers of Human resource support every department of the organisation through their employee management activities. These activities of the human resource managers involve employee engagement activities through which the organisation is able to enhance individual and team performance. For this reason, this essay shows the employee engagement practices of a large hotel company in the United Kingdom. In addition to this, the essay will show the employee lifecycle and how employee engagement practices influence that. 
Company Overview
The chosen organisation is a globally renowned large hotel chain named Hilton Worldwide Holdings. The company was established in the year 1919 and, through its excellent operations, has become one of the leading hotel chains (statista.com, 2022). Hilton, as of the year 2021, had almost 484 hotels in the Europe region. In addition to this, the company has employed almost 142 thousand across the world as of the year 2021 (statista.com, 2022). However, the number of employees was 170 thousand in 2019, which decreased due to the pandemic. The
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Human resource managers within business organisations have the responsibility to manage the workspace well and create a healthy work environment. However, the role of human resource managers is widely spread and has huge importance. Human resource managers have the position to recruit and select candidates from the local and international labour markets to support the other functions and departments of business (Tien et al., 2021). They support the organisation's operation by creating a solid flow of labour which requires managing a large labour pipeline with skilled candidates. In addition, organisations, through human resource management practices, provide training and development to new and existing employees so that they can be more efficient and comfortable with the work practices through using learned skills and experiences (Karim et al., 2019). Training and development of employees are also extremely important the overall progress of the organisation through the use of a well-developed workforce. 
Besides that, human resource managers have the role of maintaining employee relations and conflict resolution within the organisation (Stone et al., 2020). Maintaining organisational teams and groups supports the work environment of the firm, which leads to higher productivity and profitability. Whereas the employees of the organisation often can be seen creating conflicts with each other or with managers, human resource managers have the role of resolving these issues in a professional way. In addition to this, other vital roles of human resource managers are talent management and performance management. Through performance management practices, human resource managers evaluate and analyse the performance of employees by measuring specific performance indicators (Pulakos et al., 2019). In addition to this, evaluation and analysis of employees bring the detailed result of the performance, which determines their future within the organisation. Whereas talent management practices can engage the employees in actions that provide them with personal and professional development (Azizi et al., 2021). It helps organisations to manage the employees well and develop the business operation through it.
All the actions and measures which are taken by human resource managers ensure that the organisation can forward to its goals and objectives, but they do it by engaging employees and organisational teams. Communicating with employees helps human resource managers to know about them and their skills and competencies levels (Dirani et al., 2020). Additionally, HR managers can take action to provide tools to employees who will state their performance and contribution to the business. This action can motivate employees to engage in work and reach personal and organisational objectives. 
In addition to this, motivating employees is a crucial practice for business organisations as through it; they can improve the job satisfaction level of employees and retain them for an extended period (Suifan, 2019). Besides that, engaging employees within a team can provide the advantage of lower employee turnover, better work delegation and diverse work practices. Engaging an organisational team involves effective work delegation among the members based on their skills and expertise. This helps the business organisation to achieve higher efficiency, which is a catalyst for improved productivity and profitability (Gile et al., 2018). Moreover, it supports the employees in reducing stress and burnout from the workplace through the active participation of all team members, and it also provides diverse approaches to work. 
Maintaining employee lifecycle within an organisation is the detailed role of the HR managers, and working on employee engagement throughout the complete lifecycle can enhance its effectiveness. Employees within an organisation look for growth and development opportunities throughout different phases (Singh, 2019). These phases are the Introduction phase (Attraction, Recruitment and Onboarding of employees), Growth Phase (Development of employees), and Maturity and Decline Phase (Retention and Separation of employees). 
Attraction is the process of searching and communicating with candidates to create new employment relationships (Acikgoz, 2019). At the attraction stage, employers try to engage with potential candidates through recruitment channels. In this stage, employers engage in marketing practices so that they can sell the name of the brand to attract talented candidates from the market. Employer branding is a crucial factor while attracting candidates from external sources, such as local and international labour markets. Human resource managers, to attract talented employees and fill the talent pipeline with them, should use the promotion of benefits of working in the organisation. While posting job details through online and offline channels, they should state the employee well-being practices, leave details and work bonuses that the company offers. For example, Hilton Garden Inn, Silverstone does the same through posting on its websites about the facilities, which candidates can enjoy within the workplace (jobs.hilton.com, 2023). This will help the company to engage with more talented candidates from the labour markets. 
The next stage is recruitment and selection of the best candidates for a job role. Employers ensure that organisations must select and recruit extreme talents for a job role in order to enhance the efficiency of work processes. For effectively recruiting candidates within the organisation, managers are taking the approach of Green Human Resource Management practices such as Green Recruitment and Selection (GRS). GRS can be defined as the process of recruiting and selecting talents from the labour markets who are aware and concerned about environmental issues and has the intention to perform environmental performance (Pham and Paillé, 2020). Hilton hotels should use the GRS approaches to make its practices and operations more sustainable. Sustainable operations within the hospitality industry will help the business to conserve natural resources and reduce the lack of them.
After recruiting and selecting candidates, employers work on the next stage, which is onboarding employees.  Onboarding the employees can be defined as the process of making them comfortable within workplaces by stating the values, concepts and vision of the organisation and also the organisational culture. In addition to this, employers show the employees the way they can grow within the organisation so they can set their values of working accordingly and support the organisational culture, visions and objectives. In order to gain a better onboarding process, Hilton must clarify the mission and vision and values of the organisation to employees so that they can align their personal goals with organisational objectives. The company has the mission to provide quality hospitality globally, whereas the vision lies in being the best choice for stakeholders such as guests, employees and shareholders (careerfinder.ucas.com, 2022). 
The development stage of the employee life cycle is the critical stage for enhancing employee motivation, skills and work intentions, and global employers give much focus to it. Employers provide training and development to employees so that they can fit in with projects and processes and provide better results. The performance gets better as the employees get the chance to reskill or upskill themselves, which is a sign of growth. Training and development practices by employers also motivate employees as they seek change, and the practices deliver the same. In addition to this, it is one of the effective practices for employee engagement and team performance improvement (Chanana, 2021). Hilton must train and develop employees in order to get skilled employees and leaders for the business.
Retention is the next stage of the employee lifecycle, where employers tend to retain and manage extremely talented employees within the organisation for longer. Retaining employees for a more extended period enhances the experience of organisational teams and provides better performance outcomes. However, for effective retention of employees, employers need to motivate them and give them a reason for staying longer. Employers perform the practices such as rewards and recognition to increase employee retention (Hussain et al., 2019). Rewarding employees with appraisals, work bonuses, incentives and promotions can motivate employees extrinsically to work harder and contribute more toward the business to get more rewards, whereas business organisations tend to recognise the employees for acknowledging their efforts, and it motivates them to give more effort in work practices. These are the best practices for Hilton hotels for increasing employee retention rates within the organisation and attaining more experienced and motivated employees. 
Separation is the last stage of the process, where employees part ways with the business. In order to recognise their contributions, employers should work on better offboarding processes. This will motivate the team members who are still staying at the workplace by stating a message that they will also be supported in their journey with the company. Hilton hotels must provide the leaving employees with recognition of their contribution to the business so that they can get a better position in their future workplaces.
The AON-Hewitt Model is a prominent framework for employee engagement which implies using the six most controlled areas by the employers as the factor for employee engagement. The six factors are “Basics, Work, Company Practices, Brand, Leadership, and Performance”, and these factors provide three outcomes such as “Say, Stay and Strive” (Hinzmann et al., 2019). Hilton hotels should work on the basics and leadership factors for effective employee engagement and continuous growth and development of employees and the business. The Basics involve pay, benefits, job security and work environment working on which can increase the employer branding of the organisations. Whereas, Leadership implies working on the accessibility and direction of employees. In the year 2020, Hilton removed 2100 white-collar employees from its global workforce due to lower demand in the market for hotel rooms (Sandler., 2020). This shows that the company has issues with leadership management and job security. For this reason, the company should work on providing enhanced job security to the employees and achieve leadership techniques that can enhance employee direction.


[bookmark: _Toc126640140]Conclusion 
The knowledge has been summarised from the essay that the roles and responsibilities of human resource managers are wider, which altogether aims to reach the organisational goals and objectives. One of the critical roles of employers has derived that they need to engage employees well within the workplace so that their performance can be enhanced through it. The essay has also stated the role of human resource managers in engaging employees. Moreover, it has also elaborated on the ways how employers can engage employees and the benefits of engaging employees in a team.  While stating these, the essay has elaborated on how employee relations, conflict resolution, job satisfaction and work delegation by employers affect organisations. Following that, the essay has provided views on the employee life cycle and how it can engage employees for Hilton Worldwide Holdings. Through the lifecycle, the essay has suggested the necessary actions for the hotel chain so that it can develop employee engagement practices. In addition to this, the essay has presented the AON-Hewitt model for employee engagement, which will support the human resource management practices of the hotel company.
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