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Introduction
Human Resource Management is one of the most significant functions in any business organisation. It’s much essential, especially for the hotel management industry where all the employees need to perform the best services from their respective positions. This department in any company remains in charge of making any type of decisions regarding human resources (Sun, and Bunchapattanasakda, 2019). It mainly deals with the employees of a company by making and implementing suitable decisions. In most cases, employees go through a lifecycle consisting of several stages in the organisation. It includes attraction, recruitment, onboarding, development, retention, and separation. HRM department of a business organisation needs to keep the employees connected with the organization to the maximum extent for ensuring the highest services to them (Kular, et. al., 2018). This essay is about the tactics by following which the human resources management function of any company can keep the employees engaged strongly with the organization for ensuring the maximum output from them. Besides, the ways of implementing these tactics in the organisation are also depicted here for making it easy for the human resources managers in ensuring so. Additionally, this essay uses case studies from the hospitality industry to illustrate the value of maintaining communication with staff at all stages of the employment lifetime. 
Role of HRM in engaging the employees
The Human Resource Management function of the company needs to play a prominent role in keeping the employees engaged with organisational activities to the maximum extent in each stage of the employee lifecycle (Cattermole, 2019). This department in any company can take on a number of functions, using a wide range of strategies, all with the goal of maintaining high levels of employee enthusiasm and commitment.
The tactics can vary from stage to stage of the employee lifecycle. However, first of all, the HRM department should possess the mentality of focusing on employee engagement or connection with the company to achieve so. Besides, the HRM function can also create a sub-function for focusing on employee engagement in different stages (Sato, Kobayashi, and Shirasaka, 2020). This would be beneficial in the creation and implementation of strategies to ensure the maximum connection of the employees with the organisation at each stage of the lifecycle. Employees are to be provided with services and opportunities that will make them feel more connected to the organisation where they work.
Engagement tools in different stages of the lifecycle 
Attraction
The initial phase of the employee lifecycle is called the attraction phase, which occurs right before recruiting skilled and experienced employees into the organization. In this stage, candidates search for potential companies where they can recruit themselves for the maximum benefit. The HRM function of any company needs to work in combination with the marketing function of the company to be successful at this stage in attracting employees (McBain, 2017). This function needs to perform employer and consumer branding to address the desires and interests of potential employees in the company. HRM needs to recognise interpersonal elements of potential candidates, including who they are as people and what they actually want from the company. In the current context, employment does not only happen based on financial remuneration (Saks and Gruman, 2019). Many more factors are required to attract candidates. HRM functions need to keep performing their approaches to attracting employees through multiple channels. Besides, it can also keep a "careers" section on its website and social media presence to attract candidates.
Recruitment
Job candidates possess the expectation that they will be treated equally as the company treats its consumers (Thompsen, 2019). They also demand that their company remain engaged with itself, which is much needed for them. Candidates need to be provided with an experience that will make them feel human, real, and authentic. HRM must play a role in developing relationships with employees, and not just as a formal process. Candidate engagement is a crucial point in recruitment where the company needs to create a positive candidate experience. For example, the HRM function of the company can provide flexibility to the candidates in several aspects to make them feel at home (Nosratabadi et al., 2022). On the other hand, personalised communication can also be beneficial for keeping them energetic. Big hotels in the United Kingdom like Premier Inn focus on knowing the candidates properly before approaching them, which is another momentous example of performing a strong recruitment process. Besides, the candidate’s current employment gaps can also be sorted out by the company to build an engaging recruitment process.
Onboarding
Any type of hotel must have a comprehensive system in place that effectively connects human resource managers with newly hired employees in order to maximise engagement. It is also beneficial for improving employee experience in the company (Macey and Schneider, 2018). This process reduces the risks of employee turnover at an early stage of recruitment. HRM functions must play a role in creating engaging and memorable experiences for employees in order to keep them connected with the organisation after they have been welcomed into it. Automated reminders to the employees are sent by the Royal Lancaster Hotel, London (Anitha, 2014). This method has been shown to be far more effective in keeping employees connected and ensuring that they perform their roles for the organisation on time. This is equally beneficial for the employees as well as the employer. On the other hand, visually intuitive induction timelines can also be used by the human resource management function of a company to keep the employees strongly connected in the onboarding stage of the employee lifecycle.
Development
Employees with distinct skills and experiences might not always be worthy of the organization. From the perspective of the employees, they also tend to develop themselves while working in an organization, which would be fruitful for their career to a large extent (Gladka, Fedorova, and Dohadailo, 2022). Opportunities for personal development are to be ensured by the human resources management department of a company that keeps the employees energetic and treats the company as a family. This results in keeping themselves connected through a strong bond with the organization, which ensures the maximisation of organisational outputs. Hotel 41 allows its employees to go through mutual and spontaneous learning procedures that assist the employees in sharpening their skills and experiences (Pritchard, 2018). It also benefits the hotel, as it begins to get a higher level of service from the same employees. Mentorship programmes can also be built by businesses in the hotel industry and will work as an aid to the employees in any type of situation.
Retention
Most business organisations focus on the long-term retention of their skilled and experienced employees to continuously get the maximum output from them. Retention in the long run is the true and actual output of a strong engagement of employees with the organisation (Albrech, 2019). Several types of factors are strongly connected with the retention of employees within the organisation for a long period of time. A major one among them is work-life balance. This helps in fostering the connection of the employees with the organisation (Markos and Sridevi, 2018). The Human Resources Management department of any organisation can also provide wellness resources to its employees in order to strengthen the bonding over time. Career growth and development opportunities are another key one that is also substantial in keeping the employees engaged in a large retention period, which is done by hotel chains in the UK like Claeridge’s, The Milestone Hotel and Residences, and so on (Conrad et al., 2019). This method has proven to be very successful in ensuring employee retention.
Separation
Separation is the ultimate deportation of the employees from the company, which can be voluntary either from the employee's or the organization’s end. However, this separation should not be able to fully separate the employees from the company. Former employees of any company can also play major roles as referrals for new hires and as customers as well (Verive and DeLay, 2016). This is why the former employees of the organisation also need to be kept connected with the organisation for mutual benefit in the future. Some hotel companies often create alumni of former employees, which become a great source of resources for the company. Positive engagement with the employees also needs to be performed correctly during the separation phase to provide a quality separation experience to the employees (Gupta, 2020). Companies can use effective offboarding processes such as exit interviews and appropriate feedback mechanisms to ensure the successful separation of employees. Abbots Grange Manor House is said to perform a proper offboarding procedure to keep the employees engaged with the organisation even after the separation.
Implementation of the engagement model
The suggested engagement model includes some major tactics to be implemented by the HRM function of any company. This includes activities like employer and consumer branding, career sections in websites and social media presences, providing human, real, and authentic recruitment procedures, creating engaging and memorable employee experiences, having strong communications with the employees, providing spontaneous learning opportunities, establishing alumni, and so on (Little and Little, 2016). Each of these tasks is to be performed at different stages of the employee lifecycle.
Each of these tasks is distinct from the others, but they are linked. The company's Human Resources Management department must be aware enough to have a proper structure in place to handle each of these tasks properly. Without having a proper structure itself, the function would be able to only make decisions but not implement those decisions properly, which is a major need for becoming successful (Handa and Gulati, 2014). After having a proper structure, it needs to focus on proper planning and implementing activities in combination with the efforts of several other functions of the company, like marketing, finance, production, and so on.
Advantages of an engaging team
An engaged team in the organisation is able to provide the best output for achieving organisational goals and objectives. A strongly engaged team is much more beneficial for reducing the rate of absenteeism in the organization. Besides, it also helps in maximising the productivity of the employees to the maximum extent (Sato, Kobayashi, and Shirasaka, 2019). Employees feel at home in the business organization, which helps keep them energetic and performing their respective duties properly. On the other hand, a healthier employee base is also necessary to preserve an engaging team. Another major advantage is the lower employee turnover. This lower rate of employee turnover helps keep the employees in the organisation for a long time. It is also highly beneficial for attracting a potential employee base from the market. A combination of all these elements results in ensuring higher growth for the company (Ghatak, 2022). A company can be able to ensure maximum use of all the human resources by keeping the employees connected strongly. Better customer satisfaction can be provided by maintaining this engagement with the employees, which pushes the company ahead of its game in the market.
Conclusion 
The effectiveness of an organization's employees is critical to its success. Without having a skilled and experienced workforce and the management team to get the maximum output from them, no organisation can achieve the peak of success. Employees are to be kept connected at each stage of the employee lifecycle in any type of business organization. The stages include attraction, recruitment, onboarding, improvement, retention, and departure from the organization. Each stage is quite different from the next, where the human resources management department needs to implement different strategies. It includes attracting potential employees through proper employee and consumer branding, creating a proper working culture in the organisation through providing improvement opportunities to the employees, providing effective experiences at the time of departure, and so on. Through a set of activities consisting of the assistance of different functions in the business organization, the human resources management department can be able to achieve the goal of keeping the employees engaged with the organization.
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