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How to retain and engage employees throughout the employee life-cycle
Introduction 
Hotel human resources depend on employee participation. It refers to initiatives designed to encourage employees to support the organization's objectives. If employees are committed to the company's objectives, they are more likely to go the extra mile to support the company. Continuous employee participation is observed. HR departments are indispensable for employee engagement and loyalty (Gladka et al., 2022). This needs an understanding of their functions as well as a focus on the whole work-to-retirement range. The recruiting and orientation procedures ease new employees into their roles and the corporate culture. Employees are provided with the resources they need to achieve via growth, mentoring, and training programmes. Motivating and keeping employees requires a positive work environment, competitive compensation, and incentive programmes (Sun and Bunchapattanasakda, 2019). Exit interviews and long-term relationships with leaving employees are critical to improving personnel management and incorporating employee feedback. Human resources departments at large hotels must recognise the importance of keeping employees motivated and involved in their jobs. HR departments may boost employee loyalty, production, and job satisfaction by including them in decision-making. We place a premium on open lines of communication, professional progress, public recognition, and a good work-life balance.
The role of human resources in engaging employee
Employee motivation is primarily reliant on human resources. Human resources professionals assist firms in developing good relationships with new recruits and maintaining long-term employees (Kraneis, 2022). Furthermore, it is the employer's responsibility to give employees with the tools they need to accomplish their tasks successfully. Human resource managers must create an environment that encourages employees to collaborate and trust one another. Furthermore, businesses must notice and solve concerns with worker satisfaction and engagement (Karumuri, 2016). When it comes to personnel, human resource managers prioritise motivation. Companies must give employees with access to education and training courses in order for them to develop in their professions and get the information they will need to succeed. Human resources is responsible for ensuring that documents such as job descriptions and performance assessment forms are easily accessible to workers (Sun and Bunchapattanasakda, 2019). Google's one-of-a-kind concentration on its own staff is one such strategy. Google Human Resources values a diverse workforce. Employees get benefits such as a workout facility and supplied lunches. Google offers several options for professional development, such as "GoogleEDU" lectures and workshops. Because of its friendly and stimulating work environment, Google is able to retain its finest workers happy and productive (Kraneis, 2022).
How to engage and advantages of engaging a team
The Hilton Hotel's human resources team's mission is to help employees thrive in their current jobs and realise their full potential by providing feedback and advice. Employee interest and loyalty may be maintained over the course of their employment by providing incentives and rewards (Gladka et al., 2022). Employers may express their gratitude for workers' hard work and devotion via official recognition programmes, performance bonuses, and other incentives. HR professionals must also build a culture that emphasises honesty, transparency, and cooperation. Regular team meetings and team-building exercises are two examples of initiatives designed to nurture trust and encourage collaboration (Thompsen, 2009). Last but not least, Hilton Hotel’s HR must investigate and address employee engagement and satisfaction issues. By identifying and resolving issues such as limited resources, poor communication, and insufficient recognition, employee engagement and satisfaction can be enhanced. Before problems spiral out of control, human resources should engage employees in problem-solving. While an employee is a member of the team, there are numerous benefits. Having a team ensures that everyone works towards the same objectives and follows the same norms (Karumuri, 2016). It improves communication and teamwork skills, which in turn increases efficiency and output. Engaging a group ensures that everyone is working towards the same goals and has the same understanding.
The Employee Lifecycle
It should go without saying that maintaining employee motivation is essential to a company's success, as every business is dependent on its workforce. It is difficult to ensure employees' productivity and satisfaction throughout their employment without their participation (Lee et al., 2014). 
The first stage of the employment lifecycle is recruitment. Hilton Hotel must cultivate a reputation that attracts qualified applicants. To attract and retain top talent, a company must establish a strong employer brand, offer competitive compensation and benefits, and highlight its values and culture (Sun and Bunchapattanasakda, 2019). In addition to using conventional promotional strategies, businesses should promote themselves online, especially on job-searching websites and social media (Karumuri, 2016). Hilton Hotel may offer referral benefits and incentive programmes to motivate current employees to recommend family and friends for open positions.
Hiring new employees (the second phase of the employee lifecycle) is critical to retaining a happy and productive team. Human resource departments at big hotels must use successful recruitment tactics in order to discover competent applicants for available positions (Lee et al., 2014). Part of this is determining what kind of education or experience is required for a certain job. It is critical to prepare ahead of time for the recruiting process in order to guarantee that the right people are employed and that they feel supported and welcomed. This may be performed via a variety of methods, including but not limited to exhaustive interviews, detailed job descriptions, and the provision of essential assistance and teaching (Gladka et al., 2022). Human Resources conducts all interviews, administers all mandatory psychometric tests, and makes all recruiting choices at Hilton Hotels in order to fill open positions. Group activities, role acting, and the "tray exercise" are just a few of the methods the hotel employs to find workers who will flourish in its unique atmosphere (Lee et al., 2014).
Onboarding, the third step of the employee lifecycle, is equally as crucial as recruitment in terms of retention. Human resources is in charge of orienting new employees and providing them with the tools they need to succeed in their positions. As a first step, a basic induction approach that includes orientation, training, and resource distribution should be created (Thompsen, 2009). Each new recruit has particular demands, and it is critical to tailor the induction process to their personal goals and aspirations so that everyone succeeds in their new responsibilities. The Hilton business strategy segregates the property into several sections (Handa and Gulati, 2014). Employees are actively instructed throughout the hiring process on how to best satisfy the needs of their specific division. Some more methods the hotel employs to ensure happy guests include the following (Little and Little, 2006).
Development, the fourth phase of the employee lifecycle, is essential for sustaining employees' interest. It is one of the HR department's responsibilities to ensure that employees can advance in their positions (Sun and Bunchapattanasakda, 2019). This requires them to assist employees in advancing their professions and provide opportunities for professional advancement. Additionally, HR must enable employees to assume new responsibilities within the organisation (Karumuri, 2016). 
Retention is the fifth stage of the employee life cycle. Hilton Hotels’ Human resources departments play an important role in ensuring that employees are motivated and productive in their endeavours (Gladka et al., 2022). This involves providing employees with market-competitive pay, benefits, and advancement opportunities.
The final chapter of an employee's tenure is separation, which is a crucial phase in the engagement process. Human resource departments are responsible for ensuring that departing employees are regarded with respect and assistance (Albrech, 2011). This includes actions such as providing employees with performance feedback and conducting exit interviews. In addition, HR must provide departing employees with the resources they need to transition into their new positions (Markos and Sridevi, 2010).
Methods for motivating a team
Employers are responsible for creating an engaging and motivating workplace. The propensity of engaged employees to go above and beyond the call of duty increases customer satisfaction, productivity, and revenue for the entire organisation (Thompsen, 2009). In order to keep employees interested in the organisation throughout their employment, management should establish environments that encourage worker autonomy, appreciation, and advancement. Giving employee’s responsibility is one way to maintain their interest. As part of this, they should be able to select their own hours and make their own decisions (Kular et al., 2008). Giving employees greater independence may offer them the confidence and sense of agency they need to take on additional work. The students could then be proud of themselves since they had earned it. Furthermore, organisations may opt to publicly honour employees for their contributions (Anitha, 2014). This may be accomplished via a variety of incentive and recognition initiatives, or simply by expressing thanks for the work put in. Employees feel more valued and driven to achieve their best when they are often praised (Albrech, 2011).
The second technique to pique people's attention is to provide them opportunities to advance in their jobs. This may be accomplished by giving training, mentoring, and other career development options. Workers who invest in their education and training are better equipped to react to economic and labour market changes. It may also provide employees the opportunity to develop new skills and build a stronger feeling of teamwork inside the organisation (Gladka et al., 2022). Implementing an employee engagement plan is a third method for increasing productivity. A paradigm of employee engagement may be used to analyse and increase employee engagement. Job satisfaction may be assessed using a number of methods, including as surveys, focus groups, and interviews. Monitoring indicators like as staff turnover, absenteeism, and engagement may help identify problems (Anitha, 2014). Companies might use this data to develop initiatives that promote employee involvement. 
Employee engagement model and how it could be implemented
In order to keep a loyal crew, the Hilton Hotel has employed the Gallup approach to encourage employee engagement. This concept's four pillars are recognition, promotion, success, and inspiration (Saks and Gruman, 2014). Developing an effective employee engagement strategy requires identifying and expressing a shared vision. It is critical to emphasise the importance of this aim via meetings, emails, and other lines of communication. Gallup's performance measurement is the plan's second pillar (Kular et al., 2008). Employees will be provided the tools they need to accomplish measurable objectives that contribute to the overall mission of the Hilton Hotel. Workers' performance may increase if they are monitored and provided feedback on a regular basis. The third pillar, development, focuses on professional advancement. Mentoring, counselling, formal and informal learning opportunities, and performance-based incentive programmes may all aid in this goal's achievement (McBain, 2007). The Gallup model also emphasises the need of praising and rewarding employees for their contributions. Employees may be motivated to continue giving their all via both formal and informal recognition and prizes (Kular et al., 2008).
Employees that are engaged in their occupations are more committed to their tasks, are prepared to put in additional time and effort, and take responsibility of their obligations (Macey and Schneider, 2008). The Gallup Employee Engagement Model may help keep employees' passion and devotion strong. This approach's success is dependent on propagating its key principles, such as capitalising on present strengths (Thompsen, 2009). Employees will be able to discover and capitalise on their talents thanks to the feedback, coaching, and growth opportunities provided in this area. Workplace autonomy and happiness may be encouraged via smart job design and employee involvement. Involving them in decision-making and assigning them specific roles and responsibilities may assist accomplish this aim. Finally, the Gallup method's effective implementation is strongly reliant on employee recognition and reward schemes (Gladka et al., 2022). Employee engagement and loyalty at Hilton Hotel may be increased through providing awards, public praise, and other forms of recognition. Team-building events and formal training programmes are two types of professional development opportunities that may increase employee engagement.
Conclusion
Finally, feedback from hotel employees is critical for good human resource management. Human resource specialists are responsible for fostering a work environment in which all workers feel valued and motivated. Furthermore, they foster an environment that encourages honesty, transparency, and collaboration. Workers are the lifeblood of every business, thus their involvement is critical to increasing efficiency and meeting objectives. An employee's life cycle consists of five stages: hiring, training, working, and departing. The first aim of the HR staff should be to make each new employee feel like an important part of the company. As a first step, a basic induction approach that includes orientation, training, and resource distribution should be created. Workers who are passionate about their profession are more likely to go above and beyond. Employers should endeavour to create an environment that encourages employee initiative, appreciation, and professional growth. An employee engagement model may provide organisations the framework they need to analyse and improve employee engagement. The Gallup employee engagement model is one strategy that helps firms learn about and boost employee engagement. Employee experience, organisational culture, and interpersonal ties all play important roles in influencing employee engagement. It also means that businesses should utilise data and analytics to determine how each component influences consumer engagement.
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