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	Within an organization, the human resources division performs several functions. These include hiring, managing employees, learning and development, and numerous other things. The human resources division handles a variety of crucial tasks for each business. This is the primary instrument that makes sure that rights and duties are upheld, maintains employee records, deals with hiring the best candidates and their training, as well as compensation and other benefits. The HR division's overall responsibilities include fostering communication between management and staff members and resolving a range of issues pertaining to business success. (Fletcher (2014), pp 273–90) Each of these positions is crucial for any business. HR can be viewed as a strategic partner for the management, as well as the assistance that employees require to address a variety of issues.
	Globally, there is an increasing emphasis on employee engagement. And it is a problem primarily the responsibility of an organization's HR department. It is a business issue that needs thoughtful consideration.
	The concept of employee engagement has many definitions, but we will settle on the definitions given by Young and Gifford (2001): employee emotional investment in their organisations is described as employee engagement. Engagement is the enthusiasm, commitment, and determination people bring to their work and use to manage it. Engaged workers relate to the organization's goals and match their own goals with those of the organization. Focus is placed on the physical, cognitive, and emotional expression of employees as they engage with their work. Although it describes an internal state of being, such as discretionary effort, it also closely relates to behaviour.	We used the Marriott hotel as a real-world example to show what the concept of employee engagement represents, what advantages it has, and what strategies may be used to develop it.
	Three overlapping elements of engagement can be identified: organisational citizenship behaviour (OCB), motivation, and commitment. The term engagement cannot be replaced by any of the three derivatives above, but the sum of the three can add up to a close definition, but none of the three, separately, possess sufficient elements of engagement, and do not constitute a perfect match of terms. (Gallagher, 2016, pp 72-74)
	When the work itself is relevant, it is also considered to have intrinsic drive, according to Macey et al. (2009: 67). This indicates that positive sentiments of involvement are produced by the activity itself and not by income or recognition. Additionally, they noted that motivated workers "believe that their work is an integral part of who they are" (ibid: 127). 
	Is critical to understand the variables that influence engagement. According to Crawford et al. (2014: 59–62), the following drivers are: 
· Job challenge: when there is a significant job stress, and high job responsibility, this occurs. It increases engagement because it generates the possibility of success and personal development. 
· Autonomy: the flexibility, autonomy, and discretion granted to employees in planning their workload and deciding how to carry it out. It gives it a feeling of control and ownership over the results of their job.
· Variety: a job which offer to employee the possibility to develop himself in different area activities and develop different skills.
· Feedback: if the feedback is coming with the purpose to help to develop himself, clear and fair, providing information meaning to increase the productivity of the employee.
· Fit: the concept of compatibility between a person and a workplace that enables people to act in a way that is compatible with how they feel or desire to see themselves.
· Opportunities for development: these give employees opportunities for personal development and accomplishment, which makes work valuable.
· Rewards and recognition.
	Even if the definitions of the concept of employee engagement are multiple and varied, in the last decade it has become a key point on the agenda of every organization.
	Evidently, feeling involved benefits employees. Most definitions of engagement refer to workers who are more motivated, fulfilled, and in better physical and mental health. Research (Bailey et. al, 2017) has frequently proven that measures of engagement are correlated with improved performance. In a broader sense, it shows the positive relationships between aspects of employee engagement and other business metrics like client satisfaction, innovation, productivity, efficiency, staff retention, performance, health, and safety.
	And because of these advantages, it is crucial that employee engagement is integrated throughout the entire employee lifecycle, starting with the initial stage of employment, which is attraction.
	Attraction refers to how an organisation communicates with their potential applicants to attract suitable candidates for a job vacancy. So, to develop engagement in this stage, we can implement some strategies such as: the HR department of the Marriott hotel can include in the job advert professional growth opportunities, competitive pay, work/life balance initiatives, company stability, accommodating to employee needs, and other advantages that can be customized for each suitable candidate (like coaching, mentoring, support groups, group projects). Aim to promote these attributes through the hotel website in the job vacancy section, or by public relations, or advertising in other ways, so that prospective talent can see the value in joining the hotel staff. 
	The next stage of the employee lifecycle is recruitment. Recruitment is the methodical process of finding, locating, short-listing, interviewing, and selecting qualified candidates for particular job positions within an organisation. To accomplish the overarching objectives of the organisation, it is a critical stage in the development of human capital. (Johnston, 2012, pp 95-98) 
	There are the five distinct phases during the recruitment process that recruiters can assist hiring managers with: opening the requisition, screening the applicants, interview the applicants, choosing the best, and making the job offer. Recruitment helps sort applications into under-qualified and over-qualified groups, which streamlines the selection process and makes it simpler to narrow down candidates who would be ideal for the position and help the company grow. It also helps hire a workforce that is better qualified and more in line with the company's goals, as well as develop a long-term strategy to ensure the company achieves all its objectives and keeps growing. Finally, it increases the value of the organization and the individuals that work there.
	So, in this stage, to develop employee engagement, we can use strategies as: the HR department will promote a very clearly defined employment announcement, where the attributes, responsibilities, and benefits of working in the Marriott hotel are specified, as well as the profile of the ideal candidate, because clarity of the ad will primarily help define the target audience. Another tactic will be to make sure the applicant's professional goals and passions are in line with the role, prepare the relevant interview questions guide, and determine whether the candidate is a good fit for Marriott hotel’s culture. Also, a follow up with very detailed feedback will reflect the competence and dedication of the organization in the search for the ideal candidate, and this will increase the engagement. 
	Another stage of the employee lifecycle is onboarding. The process through which new employees acquire the necessary knowledge, abilities, and behaviours required to function effectively as insiders and members of the organisation is known as onboarding. There are a variety of techniques that can be used in this process, such as formal meetings (with the manager or supervisor), lectures, videos, printed materials, or computer-based orientations that describe the workings and culture of the organisation the employee is joining. Organizations devote a significant amount of time and money to training and orientation, and they vary in the range of socialisation activities they provide to integrate productive new employees. So, in this stage, the Marriott hotel can use Van Maanen and Schein model (1979), more specifically, tactics of: collective and individual socialization (for example, individual training or breakout room sessions for a new group of employees), formal and informal socialization (team night out, or formal training), sequential and random socialization.
	Another stage of the employee lifecycle is development. Development is the process a person may use to change their employment status. Making decisions for long-term learning involves balancing opportunities for career advancement with individual needs for physical or psychological fulfilment (Driver et. al., 1988). The term "career development" can also refer to all of a person's experiences that have to do with their employment, up to and including any possible occupation they may hold within an organisation.
	To construct employee engagement strategies in this stage, we will use Hackman and Oldhan's (1976) model, called the job characteristics model. The premise of this psychological model is that certain characteristics of work influence people's attitudes and psychological reactions (especially engagement), which in turn determine certain behavioural consequences in their work - especially those related to motivation and involvement in the task. More precisely, the model claims that employee motivation depends on three critical psychological states:
- Personal responsibility for the results of the work (in terms of their quality and/or quantity)
- The meaning of work, the extent to which work has important components and consequences for one's own person and for other people;
- Knowing the results of the work, the extent to which his effort leads to quality results.
Each of these three psychological states is influenced by certain characteristics of work.
	So, a first tactic could be skill variety. According to the model, the more the employee applies a greater variety of skills, the more representative the work will become, and thus more meaningful. Another connection between variety and the meaning of work is that variety of skills is correlated with feelings of personal competence (for example, an employee as a housekeeper will work one day at the reception, another day at the restaurant, like a rotation on the job). Thus, we can offer all employees of the Marriott Hotel the opportunity to work at least once a week on a job other than their own, a job rotation that can also reinforce the importance of work and promotes engagement.
	Another tactic in this stage could be offering of learning and development programs, trainings for the development and improvement of skills, mentoring and coaching programs, training for communication with guests, management of emotions, coaching for a balanced life. 
	Another stage in the employee lifecycle is retention. Employee retention is the ability of a company to prevent workers from turnover, from leaving their jobs within a specified time frame, either voluntarily or involuntarily. Increasing employee retention has a direct impact on the effectiveness and success of businesses. According to research (CIPD (2018)), employee retention depends on six main factors: people and culture, workplace acknowledgment, significant benefits, training opportunities, workplace conditions, and alignment of mission and values. 
	Stimulating employees through various forms of financial rewards have over time gained a fundamental role in the management of human resources in Western companies. One reason for this is that financial rewards have the advantage of a "universal language", in the sense that solutions assessed in one workplace can be easily applied in others. For employees, the financial rewards received condition the fulfillment of their basic needs, hence their fundamental importance. Moreover, they also represent an indicator of the extent to which the organization values him as its member, as well as an index of social status outside the organization, in the contemporary consumer society. As a result, financial dissatisfaction of employees can be dangerous for the organization. It can generate a reduced effort of the respective employees, and thus a reduced productivity of the company.
	So, as part of this stage, employee engagement strategies related to material benefits can be: offering annual bonuses, offering monthly bonuses (through awards such as employee of the month that can be reflected in vouchers), salary increases every year from accumulated seniority and the increase in the number of annual leave for each year of accumulated seniority, also, the Marriott hotel can offer the staff biannual performance bonuses (twice a year, an employee can receive a bonus for his job performance). 
	As for other employee engagement development strategies in this stage, the Marriott hotel can implement the following: department managers can implement mentoring and coaching programs, to support employees in developing and improving at any level, they can hold monthly one-to-one meetings, in which they can discuss with employees based on a SWOT analysis. 
	The last stage of the employee lifecycle is separation. The separation process, talking here about the voluntary separation process, takes place when the employee informs the employer, through a written notification, of the intention to separate from the company (with notice term). Following receipt of this letter by management, they must send it, along with a completed "Separation Notice," to their HR department. (Macey (2008), pp 3-30)
	In this case, however, employee engagement strategies are limited, but we can implement the following: an in-depth exit interview (where the department manager and an HR department employee will participate), where we ask for very detailed feedback from the employee leaving the hotel, from which we can find out not only his complaints but possible suggestions for improvement.
	All these processes that a person must go through, from potential candidate to employee, are certainly complex. The HR department plays the main role in all these steps, from researching the duties of a position to creating an exit interview guide. In the above I listed all the stages in the employee lifecycle and proposed employee engagement strategies for the Marriott hotel.
	Employees who are engaged are also passionate about their work, they are more motivated to perform their duties correctly, they learn the organizational culture and identify with the hotel's objectives, they are more productive, more balanced, happier at work, and healthier, because the aspect of stress at work is reduced, and there are significantly fewer possibilities for burnout or other psychological and physiological disorders. Therefore, the more an organization manages to develop engagement, the more benefits both the company and the employees will have. 
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