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Introduction
Employee engagement is the concept of human resources which helps in understanding the enthusiasm level as well as the dedication of the employees toward their job (Sun and Bunchapattanasakda, 2019). Engagement with the employees is also about caring for their work as well as their performance for the company and making them feel the effort they put in makes a difference for the company. The following essay will aim at discussing the role of the human resources of the Hilton company. Hilton is one of the leading organizations in the hotel industry that was established in 1925. It has more than 150,000 active employees that are working worldwide and is also considered one of the biggest international hospitality companies (Hilton, 2019). The essay will also aim at helping the readers to understand the employee life cycle of the Hilton which will include the employee lifecycle such as attraction, recruitment, onboarding, development, retention, and separation. 
Main Body 
Human resources play a crucial role in the development of the strategies of training, improving the environment in the workplace, and enhancing the skills of the employees. They also play crucial roles in addressing the needs of the staff as well as enhancing the working environment (Fenech et al., 2019). Some of the most significant roles that the HR of the organization plays in managing and developing talent are creating growth for opportunities, setting clear expectations, and more. The HR of the company plays a crucial role by communicating with the employees about the opportunities and making sure the employees can grow in the company. The HR also develops a learning environment within the workplace to encourage the professional development of the employees. Another important role of human resources is setting up clear expectations for their employees, as the employees lack clarity of the goals of the company, it may lead to the risk of underperformance as well as disengagement. For instance, the human resources at Hilton create a hire-to-retire experience for their employees from the beginning, that also allows the employees to have multiple opportunities and learn different skills in the company. The HR has also introduced talent management plans which are driven by the company value proposition, which also creates a commitment toward a holistic as well as personalized approach (Hassanein and Özgit, 2022). Human resources have introduced a set of plans through which the members of the Hilton can grow in spirit, mind as well as in body, by developing an environment that promotes the well-being as well as the happiness of the employees.  
Managing and developing the talents of the employees is essential as it can motivate the employees as well as help them to build professionalism via paid education or promotion and by providing other benefits (King and Vaiman, 2019). As such, it can enhance employee satisfaction, which can further boost the retention rates of the employees in the company. Human resources also establish strategies through which they can attract the attention of top talents in the organizations. These strategies can consist of the process of selective interview, creating a working environment that can interest the potential candidate, and offering other kinds of benefits. This can also assist organizations to enhance the overall performance of their business as well as ensure the company remains competitive in the market when these strategies are implemented properly. 
Human resources need to develop the talents of their employees so that they can understand and learn to execute their profession in an easier way (Atrizka et al., 2020). It will also enable the employees to have a sense of competence, which can also help the employees to lead themselves toward achieving superior results for the organization. For example, the HR of the Hilton has developed three stages for managing and developing the talent of their employees which is essential. The first stage includes strategy planning, where the prevalent gaps are identified while analysing and considering an effective strategy that is codified at meeting the organizational objective of the Hilton (Harsch and Festing, 2020). At this stage, the future development of the organization is kept as the prime view, and the planning for the business strategy of the employee is done through the training and development program, hiring, and technological development. The second stage includes the implementation of the strategy, where the strategy that is evolved is executed properly. It is also important for the organization to apply the strategies effectively as the improper execution of the strategy may lead Hilton to face results that are not productive despite being creditable to the organization (Harsch and Festing, 2020). The last stage consists of an evaluation of the strategy, the strategies that have been implemented have been able to produce the desired outcomes which are measured as well as in case it encounters the failure of strategies, then the strategies are evaluated as well as amended when they are needed.
The employee life cycle is the process that helps the organization to identify as well as express different stages that the employees go through while engaging with the company (Cattermole, 2019). In the following, it will discuss the employee lifecycle of the Hilton Organisation which includes attraction, recruitment, onboarding, development, retention, and separation. 
The attraction stage of the employees' life cycle is when the organization tries to attract candidates that are interested in their job openings, in the company, and their mission. It also signifies the feeling of the candidate towards the company from how they initiate communication with them. 4 in 5 job seekers have higher chances to apply for the job when the organization manages to actively manage with their employer brand. For example, at this stage, the HR of Hilton tries to attract different types of candidates through the creation of templates for the promotion, by print media as well as digital media (Meister, 2019). This way the organization of the Hilton can also raise awareness among the potential candidate for the vacancies in Hotel Hilton. This is also the stage where the human resources asks the candidates for sending their profiles to the company.
The second stage includes the process of recruitment of the lifecycle of the employee. This process is also about finding the potential candidate for recruiting in the company, where the organization must ensure to provide their candidate with good candidate experience, from knowing about the job in detail to accepting their offer. Recruitment also takes place when the role of existing employees becomes vacant, or a new position has been created in an organisation. For example, hotel Hilton uses referrals from the existing team as well as tries different types of recruitment platforms. The managers of the Hilton ask their existing team to recruit potential candidates for the organization (Meister, 2019). Since the existing members are also active workers of the Hilton, they are likely to know about the various people that could perfectly fit the job role of the Hilton. The management of the Hilton also uses many platforms of social media for posting about their vacancy of the job, which can attract the potential candidate for their organization. 
Onboarding is the next stage of the process of the employee life cycle. After the recruitment is done the organizations need to make their new hires feel well-adjusted and comfortable with the environment of the organization as well as the aspects of their performance of new employees' job role as quickly as well as smoothly as possible (Domini et al., 2021). During the onboarding process, the new candidates cover in more depth the aspect of the position, skills, behaviour’s, knowledge, and identification of their attitudes, which also need to function as effectively as possible in the organization. For example, in the onboarding process of Hilton, they only aim at providing the required duties that are important for the role of the new candidate and also provide their new candidate with the experience and skills that are needed for the job role in Hilton.
Development is another crucial stage after the onboarding stage. Here the organization mostly focuses on encouraging their new employees with professional development within the team, which will also act as a catalyst for the development of their skills (Kemper, 2020). It will also provide the new candidate to develop the path for a future career in an organization. For the enhancement of the professional development of the new employees, Hilton encourages their new employees with external learning, which also offers an opportunity to those team members for attending relevant conferences as well as seminars which can benefit tremendously for developing the skills of new employees. Also for the identification of a core skill of their employees as well as the area of expertise, the managers of the Hilton directly work with their employees. They also leverage the insight of their employees' performance, through which they can plan out as well as prioritize the main areas that are needed to further develop the employees. It is also one of the significant ways for developing an honest and open feedback-driven connection between managers and their employees.
Retention is the fifth stage of the employee's life cycle where the managers mainly focus on putting their energy into retaining their top employees as well as making sure that they are satisfied and are effectively competing in their roles in the team (Kemper, 2020). The impact of the culture also goes through a long way in the stage of retention. When the environment of the company tends to be worse, it can inevitably lead to a high turnover rate of employees, which also means that the organization can face the cost of replacement regularly. So it is vital for enhancing the retention stage for counteracting such risk as well as promoting longevity and satisfaction within their team on the path of their career. For example, at this stage, the Hilton ensures to hire the potential people in their organization. For the retention of the top talent in the organization, they also first attract and recruit talented candidates. At this stage, the attraction and the retention are measured. Hilton also cultivates a strong relationship with their team members, where the management also focuses on developing as well as fostering a respectful, honest as well as open relationship with all the team members which is important for keeping the employees motivated for their stay at the company.
The final stage of the employee lifecycle is the separation of an employee. As for most employees, a time comes when they conclude due to personal reasons, retirement, or new employment (Domini et al., 2021). So treating this stage is important just as the stage of the onboarding process. When the old employees leave the team it can have a direct effect on the other members. So at this stage, the managers of the company as well as the HR professionals in the company must make sure those employees who are leaving, exit the company in a way that does not cause a major disruption. For example, the Hilton company tries to understand the reasons behind their employees' resignations. They also try to find out the main reason behind their leaving the organization as such reasons can often be false ones. They also aim at digging deep into the main cause of the separation, to avoid such situations in the future (Domini et al., 2021). 

 

Conclusion
In brief, it can be found from the essay that human resources play a significant role in the development and the management talent of their employees. Human resources also develop many plans and strategies for training and improving the performance of their employees, which can empower the employees to stay productive and loyal to the company. It is also found that the managers and the head of the Hilton are putting a lot of effort into improving the employee life cycle and they are also trying their best to meet the requirements of their employees and prioritizing their development, which can help their employees grow professionally in their future.
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