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Introduction
An employee’s level of engagement with their work determines how committed they are to their employees and whether or not they would advocate for the company or product they work for (Byrne, 2015). Employees who are invested in their profession and the success of the organisation as a whole may be able to ascertain this by evaluating their own levels of job satisfaction, pride in their contributions, and duration of service. There is a discussion of employee engagement in this study, with reference to the stages of an employee lifecycle. Employee experiences at each step were analysed, as were methods that might aid hospitality sector businesses in keeping staff engaged throughout the whole cycle. In particular, Hilton’s initiatives have been analysed in this essay, and several instances have been provided to illustrate how employee engagement has been accomplished at various phases of the cycle. Furthermore, the essay examined the advantages of employee engagement by utilising the Kahn model of employee engagement and gleaned how the model should be applied.
Consideration of Employee Engagement Techniques at Different Points in the Employee Lifecycle – Hilton 
The recruitment, retention, and performance of an organisation’s workforce all benefit from sustained engagement throughout the employee lifecycle (Leung, 2018). It is important for hotel companies to keep employees engaged at every stage of their employment. From the time an individual begins working for a firm until the time that they no longer do so (via resignation, layoff, or termination), this period is known as the employee life cycle. (Harris, 2020). In this paper, we’ll take a close look at each phase of the cycle and talk about measures to promote employee engagement at any point in the process. Due to the Covid-19 pandemic, policymakers and hotel chains need to create more flexible and adaptive employment models to accommodate workers’ changing expectations and to retain valuable employees (Abdou et al., 2022).  In light of the fallout from the recent pandemic and the hopes for future employee engagement held by hospitality companies, this essay intends to analyse all of these phases as discussed below.
Attraction: Potential workers first contact a company when they come across a job posting long before they actually choose to apply for a position there. For instance, a person looking for work as a manager at a Hilton hotel can come across an ad for the company on a job website or social networking service like LinkedIn or while perusing online surveys of other companies’ workplace cultures. To attract and retain talented individuals who can contribute to Hilton’s success, the firm offers attractive compensation and benefits packages. For instance, they “attract” staff by highlighting perks like discounted room rates (as low as $35 a night), a stock purchasing plan, flexible workplace hours, and the fact that they have been named the best workplace in the world for the past seven years in a row (Hilton, 2022).
Recruitment: The tasks performed during this stage of an employee’s lifecycle include advertising the vacant position, performing preliminary screening, and holding interviews with prospective candidates. Because of the widespread layoffs that occurred in the hotel business because of the Covid-19 outbreak, there is currently an extremely high number of people looking for work. More than 660,000 jobs were lost in the UK’s hotel industry in 2020, according to reports (McAllister, 2021). As a result, the hospitality industry is increasingly engaging with prospects by means of automated recruiting processes and artificial intelligence to boost productivity. Hospitality businesses need extensive usage of technology, e.g., talent management software and application tracking systems in the recruitment stage when people return to work following layoffs made amidst Covid-19 and also to manage the surge of tourists since travel restrictions are lifted (Dennis, 2021). To get a better idea of a candidate’s personality, Hilton employs the HireValue technology, which includes a series of questions that the candidate must answer on video. The programme then analyses a number of factors, such as the applicant’s language, voice, and (most recently) facial expressions, to determine whether or not they are a good fit for the position (Knight, 2021).
Onboarding: The onboarding process is crucial because it lays the framework for employee engagement and the employee’s relationship with the company. The onboarding process at Hilton must take into account current issues to ensure that newly hired staff can learn to adapt to the company, such as the policies the hotel has adopted since the Covid-19 outbreak to protect its employees and guests, new regulatory guidelines, benefits, job responsibilities, and the values and culture of Hilton etc. (Davenport and Kloss, 2021). By utilising virtual reality to bring together corporate team members and familiarise them with daily operations, Hilton has developed a novel method of onboarding and engaging its new workers (Linkedin.com, 2020). Therefore, new hires have an immediate sense of belonging to the organisation.
Development: Employees’ motivation and engagement, as well as the firm’s efﬁciency as a whole, benefit greatly from the development phase of the employee life cycle, during which time workers’ expertise and technical expertise are honed through the delivery of suitable training. Hotel companies like Hilton employ performance management software to identify areas of development for employees. Most hotel records are handled these days digitally, and this is especially true in the aftermath of the recent pandemic. Hence, it is essential that all staff members keep up with the latest digital technologies, and hotel managers should give suitable learning opportunities, for instance, on property management software, to ensure that their establishment runs smoothly (Sharma, 2020).
Hilton is counting on greater education to help alleviate the workforce shortage. Hilton and Guild Education announced their partnership in January, promising to provide “a rich selection of learning options” in areas including language training, digital literacy, data analytics, and more (McCracken, 2022). Employers in the hospitality industry would do well to promote a process of future-oriented employee development that allows workers to acquire new skills, as this would enhance not only employee engagement but also their adaptability to new positions within the hotel.
Retention: Due to a significant talent shortage, businesses in the hotel industry must prioritise employee retention (Ghani et al., 2022). Talent management software is now standard in most hotels, enabling establishments to keep tabs on employees’ outputs, including information concerning their work contributions and practical expertise, and alerting upper-level management to areas in which employees may benefit from additional incentives and mentoring. Hotel companies may reduce employee dissatisfaction and disengagement by investing in recognition events that emphasise workers’ contributions and show their appreciation for their hard work. By actively responding to employee input, cultivating a welcoming and friendly work environment, rewarding and recognising workers, and promoting a healthy work-life balance, hotels like Hilton may boost engagement and retention (Carbonara, 2013). As an illustration of such practice, Hilton has been crowned as one of the best places to work in the world for the past several years running (Corder, 2021). This honour is in acknowledgement of the hotel’s commitment to its employees and the great working conditions they enjoy there. The hotel treats its employees with the same respect and kindness it shows its customers and offers them several opportunities to grow both personally and professionally (Bybee, 2022). Therefore, a better retention rate is a direct effect of a highly engaged staff.
Separation: Management of an employee’s departure from an organisation happens at the end of their employment and includes events like dismissal, retirement, and mutual departure (Gathiira, Muathe and Kilika, 2020). Effective offboarding practises, including exit interviews and review mechanisms, might help Hilton figure out why workers are leaving and fix the underlying problems that are causing them to be dissatisfied. Even more significant, hotels in this stage may demonstrate concern for their staff by keeping in touch with former workers. At this point, Hilton hotels should also resolve the employee’s compensation, pension plans, gratuities, etc., since these play an important part in the firm’s ability to retain and engage its workforce. For instance, Hilton offers its employees the chance to participate in the firm and grow their wealth through a variety of pension, contribution, and profit-sharing schemes, including the purchase of company shares (PerkUp, 2022).
Employee engagement and commitment are essential to the growth of hospitality businesses. Effective measures to boost employee engagement have been shown to improve staff retention, work environment, visitor satisfaction, and performance outcomes. When hotel personnel believe their efforts contribute to the hotel’s success, they become more invested in their work and more energised, which in turn makes them more welcoming to guests. This essay will use Kahn’s three dimensions of employee engagement to discuss the advantages that businesses in the hospitality industry reap when their workers feel engaged and motivated to do their utmost.
The Kahn model puts a strong emphasis on employees and aspires for each person to feel secure enough to put their whole selves to work and utilise their distinctive abilities to achieve major accomplishments. According to Kahn, for employees to be fully engaged in their work, they need to do three things: (1) find meaning in what they’re doing; (2) feel safe bringing their whole selves to work without fear of backlash; and (3) feel they have the mental and physical capacity to bring their whole selves to work (Huang, Huang and Chang, 2022). The model’s three primary dimensions of employee engagement are physical, cognitive, and emotional, and they all allude to results that hotels may attain with the right application of the model.
Employees’ levels of physical and mental exertion while on the work are measures of their “physical involvement.” Hilton’s employees have more freedom in making decisions and airing their thoughts to the hotel management, thus reporting higher levels of physical involvement (Holtermann, Mathiassen and Straker, 2018). As a result, they will be more enthusiastic about helping out with new guests and resolving existing issues. Cognitive engagement, according to Kahn, is achieved when workers understand the big picture at their company and the specific actions they should take to have a positive impact. When staff members are aware of Hilton’s long-term goals, such as those related to sustainability, they are more likely to take an active role in and bring fresh ideas to their job.
Finally, the emotional engagement workers have with their company is at the heart of emotional involvement. Relationships with the hotel’s management may have a significant impact on employees’ levels of emotional investment and loyalty to the property. Consequently, Hilton’s recruiting costs go down since its engaged workers choose to stay with the firm due to its favourable working conditions (Truss, 2014). Motivated workers in the hospitality industry will work hard to meet the company’s key performance indicators (KPIs), such as decreasing customer discontent by half within a year.
To put the engagement model into action, management must share the company’s vision with workers, instruct them in the proper execution of their duties, and reward initiative and thought leadership. It’s important for workers to know their contributions are appreciated, and concerns are taken seriously. Therefore, management shouldn’t implement harsh actions (such as forced overtime) just to boost hotel revenue. In addition, employees’ performances should be tracked so that reasons for disengagement may be discovered and appropriate solutions, constructive criticisms, and incentives can be provided—all of which are necessary to implement the employee engagement model.

Conclusion
As a result of the pandemic’s employment cuts and layoffs, as well as the hospitality industry’s inherent precariousness, hotel operators now must place a strong emphasis on employee engagement. In order to bounce back from the pandemic’s effects, hotels will need to retain their talented and experienced staff through employee engagement. The employee lifecycle was discussed in detail, and examples from the Hilton hotels were used to illustrate the analysis’s central theme of employee engagement. It centred on the approaches taken by modern hotel chains at various points in the employee lifecycle, with specific attention paid to the various stages of that lifecycle and the many methods by which employee engagement might be maintained throughout. The essay also examined how to adopt the Kahn model of employee engagement and advocated for its necessity and benefits for Hilton. 
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