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This essay aims to provide a critical evaluation of a significant aspect pertaining to employees, focusing on how human resources department engage personnel throughout the employee lifecycle. An expertise regarding the employee lifecycle linked with how Human Resources department within a large hotel manage to engage employees, will provide the better understanding of the task provided. As one the most important task of human resources is to engage the employees, it will be used Maslow’s employee Engagement Model to express and evaluate the needs of the employees during their time spent at work but nor only. Another important point in this essay must be the fact that the generation used as per example is going to be Generation Zs, as they are the main workforce nowadays, and the characteristics of Generation Z will be explored. As an example of a large hospitality industry company, Marriott is the hotel brand used for determining if the research meets the hight requirements of the task provided. Gary Dodds, VP HR at Marriott International, said in an interview that “A good leader is a visionary that inspires, engages, challenges, develops and empowers his team to exceed expectations…” (Gary Dodds, 2014). In other words, engagement, even if comes from employees or employers, at all levels, surpass expectations.
The definition of engage as an adjective by the Cambridge Dictionary is "involvement into something." (Cambridge Dictionary, 2023). Employee engagement, as defined by Macey and Schneider (2008), is a desired state with organisational purpose that includes participation, dedication, passion, excitement, concentrated effort, and energy. It also includes behavioural and attitudinal components. To put it another way, a firm that succeeds has heavily engaged participation from all of its members.
Being able to understand how the engagement models are helping companies, it must be first explained what a engagement model means. Thompson (2021) states that an employee engagement model is a blueprint which details how to make an employee feel valued, empowered, and productive in their job. On other words, engagement models represent comprehensive framework that outlines strategies for enhancing an employee's sense of worth, autonomy, and effectiveness within their role. 
In order to be able to support employees in engaging them in the workplace, human resources team must be able to understand the differences between generations and how to adapt and address to their needs, as different age groups have different characteristics. Studies from the past have shown that each age has a different view on work and the workplace. Born from the early 1990s to the early 2000s, they has been raised in an era when the internet, mobile phones, computers, freely accessible Wi-Fi networks, and digital self-representations have been ubiquitous, rendering them unfamiliar with a pre-digital age. (Bascha, 2011). Nowadays, an increasing number of Generation Z are starting to adhere to working class. Gen Z values equitable compensation, advancement, and professional development. Prospective employers should prioritise respect, ethics, fair remuneration, advancement, open communication, and rational decision-making to maintain a positive reputation. Despite failure, Gen Z are pragmatic and persistent, seeing it as a chance to try again. (Magano et al., 2020).
Employee engagement models delineate the necessary approach to optimise the employee experience, guarantee job contentment, and establish a constructive work environment conducive to employees' growth. 
Numerous theories have been created throughout the course of time; however, the present article will concentrate on Maslow's Hierarchy of Needs as it pertains to employee engagement. According to Maslow's theory, motivation arises from the pursuit of satisfying five fundamental needs: physiological, safety, love and belonging/social, esteem, and self-actualization. (Engagement Multiplier, 2017)
As already discussed, the subject of engagement and theories of engagement, the paper will emphasise on the roles of human resources department and how they can use the theory to help employees achieve better results within the company. Beforehand, Marriott is a company who does many efforts in order to keep them employees engaged. Marriott states that they are working to create a welcoming environment that supports each person's recruitment, retention, and advancement. They also actively engage in programmes that support the development of a diverse and inclusive workforce and a diverse and inclusive clientele of owners, guests, and suppliers. (Marriott International, 2019) In other words, focusing on employee lifecycle, they strive to offer to their employees the best experience, receiving the best results.
After pointing out what Maslow’s theory represents, taking each of the five basic needs, the essay will analyse how the human resources department can engage employees using the assigned model, presenting strengths and weaknesses as well.
Immense attention must be offered to employees as the inability to fulfil a certain demand at any given level will impede the individual's advancement to the subsequent level.  It is important to direct one's focus towards the task at hand with the aim of averting any potential negative outcomes. (McGrath and Bates, 2017)
Although it is important not to overlook the significance of employee engagement as a challenge within the field of human resources, it is as crucial to recognise that it should not be regarded as a temporary remedy. (Mullins, 2010). Starting with the physiological needs, the HR department must make sure that the place of work can provide for the employees the work basic needs, such as food and shelter. The problem comes when only these needs are meet as employees will came to work because they must, not because they want to, making the human resources team to go further, by using Maslow’s hierarchy of needs, and see what other needs must be satisfied in order for the employees to deliver not only good results, but the best ones. In the hospitality industry, fair pay, comfortable working conditions, and access to meals and rest areas are basic physiological needs of hotel workers. (Burchard, 2023). The next step discussed is the safety need. Human resources department can enhance this need first by offering job security. Employees who perceive instability in their current role are more likely to search for other opportunities and to show no initiative because they don't see a clear path ahead. Fallowed by social needs, an encouraging work environment is ideal for staff members and the social needs can be met and the sense of belonging can be fostered by the human resources department by encouraging cooperation and maintaining  lines of communication. Team members' social connections can be further strengthened through regular staff meetings, employee recognition initiatives, and mentorship opportunities. (Thompson, 2021). The need for esteem can be assisted by human resources team, ensuring that the employees morale and self-esteem are raised and enhanced, as well to unlock potential. Essential for the morale to be raised, human resources department must pay attention to the employee’s behaviour. The last point when discussing about the hierarchy of needs is represented by self-actualisation. Maslow divided self-esteem (dignity, success, mastery, independence) and the need for respect or reputation from others (e.g., status, prestige) into two categories. (Mcleod, 2023). Human resources department within the hotel industry must provide all the tools needed so the employees can feel respected and, most important, self-worth. Achievements are verry important and these can be reach by training, hard work and experience, and all can be provided by the right team. Going above and beyond in the process of engagement, human resources department can create a better work environment, as their efforts are having a huge impact over the business, making happier employees who can provide exceptional results for the company. Another important subject closely linked to human resources and engaging employees is regarding the employee lifecycle.  The main phases that an employee experiences while working for a company are recognised and expressed using the employee life cycle model. 
The steps that must be fallowed for a employee lifecycle to be complete are represented by attraction, recruitment, onboarding, development, retention, and separation. In due time, an employee moves through each step. (Personio, 2021). All the phases of the employee lifecycle are closely monitored and taken into action by the human resources team. As the employee lifecycle starts with attraction, which is represented by that special moment when candidates encounter the employer brand, HR must make sure that, after establishing the proper corporate culture, the new employees are able to se and understand exactly the company rules, tales, symbols, organisational structures, and procedures. In the hospitality industry, the human resources team can attract new employees by fostering a culture of respect, innovation, and cooperation. (Peter B, 2023). The next step is represented by the recruitment process. The processes involved in the recruiting and selection process are as well chores for the human resources department. They must advert the job and after obtaining resumes and doing preliminary, they must hold interviews, administering tests or assessments, and ultimately the most important part is when they choose the best applicant for the position. (HR, 2020). From here onwards, the right employee starts working within the company and the next phases of the employee lifecycle are going further to onboarding phase. This is represented by the moment when Employee-employer relationships are built. The more human resources can welcome and encourage new hires, the better. This will help them build strong coworker relationships and a sense of belonging that will help employees succeed. (Verlinden, 2022). Development stage from the employee lifecycle is the time when HR must start actively promoting professional growth among their staff members, as this will assist them advance their skills and have a clearer route for future career within the workplace. Assisting the team members in taking ownership of their own personal growth is another of the human resources attributes. Other steps should be done in this phase, like promoting outside education, evaluating combined knowledge and talents, and offering the employees the opportunity to express their feedback. Listening to their employees own perceptions will help HR members to pinpoint their core competencies and areas of expertise, find better ways to help them and, could keep the right connection between employees and management team. (SPRIGGHR, 2020). The next step into employee lifecycle model is the retention area. Retention is extremely important step, as coming from the side of the human resources department team who invested time and money in attracting, onboarding and training on their employees. Collaborating with workers to provide a framework for professional growth inside the workplace is an effective strategy to foster employee retention. Setting goals provides individuals with a sense of purpose and can serve as a substantial source of motivation. (Will, 2022).In the hospitality industry, human resources have the same task like in the other industries, making sure that employees work longer within the company, providing all the tools necessaire to help them feel safe, to provide trainings and the opportunities to evolve over the time.
There comes a time in the lifecycle for employees when the employment does end. Even if they are looking for another job or the pension age has been reached, the end of the employment cannot be skipped. The last part of the employee lifecycle is represented by separation. Workers may depart for personal or family reasons, retirement, or to take a new job. (Burke, 2016). Even if there are many reasons for why employees leave the workplace, the human resources team should ask for feedback. Is verry important to know the strengths and weaknesses of the whole process as the HR to learn and improve the process for the next employees. Human resources department must prepare for employing another person and the whole process must start again, taking advantages from the experiences with the previous employees.  Is known that the last step can not be stopped form happening at some point, but the company should make sure that they have done everything for the employee in order to offer them the best experience. (Clarke, 2016).
 In conclusion, in any environment, the best way to improve the company’s results is by implementing this culture of engagement. An engaged employee is most probably to provide for the company great results. As human resources department must deal with all the steps regarding employment, they as well collect the results of them hard work by improving business performances. In the hospitality industry, the importance of employee engagement cannot be overstated in its role in fostering guest pleasure, delivering high-quality service, maintaining staff retention, and enhancing efficiency. At last, a favourable ambiance that enhances the overall satisfaction of guests and fortifies the establishment's brand image is the best result.
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