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[bookmark: _xebqvl4nj5yt]Introduction
Employee engagement is a widely-discussed HR concept that elucidates the level of dedication and enthusiasm that an employee feels towards their job (Lee, Rocco and Shuck, 2020). Engaged employees are more likely to care about their work and also the performance of the entire organisation, and feel that their contribution indeed makes a positive impact on the overall organisational outcomes. The employee life cycle is used for the identification and expression of the most crucial phases that an employee undergoes as they engage with their firm (Singh, 2019). It is important to follow as it goes a long way in fostering a healthy and happy working environment wherein employees feel both appreciated and successful for the work they perform.
In the hospitality industry wherein, the quality of service delivery is of utmost concern to an organisation, the focus on the level of employee engagement and its impact on the customer experience is a prime observation. The study shall explore the role of the HR department when it comes to engaging their employees throughout the staff cycle within a large hotel. The AON-Hewitt Model shall be taken under consideration when discussing the role that the HR department of the hotel is expected to play in engaging its employees. 
[bookmark: _dm13on9cs8ri]Discussion
Human resources have a pivotal role to play in engaging the employee in the organisation. As noted by Othman and Mahmood (2019), one of the biggest challenges that organisations are likely to face is in the retention of employees. A productive workforce is not likely to remain engaged for a longer duration without any initiatives or support provided by their firm. Effective employee engagement requires the human resource staff to possess a holistic view of the contract existing between the employer and the employees. It is the role of HR to make sure that the employees have the right set of tools and skills as well as the environment to perform their jobs in the most efficient manner. Not only that but HR is also required to focus on the continued development of the employees so that higher levels of engagement and motivation of the said staff are maintained. In this regard, human resources ensure that employees have various clear paths for career progression. As mentioned by Pradhan, Dash and Jena (2019), when an employee gets the ideal opportunity to participate in decision-making-related activities and is given a fair chance to present their input to their superiors, the extent of their engagement is expected to be more on the higher side. The example of Hilton Hotel’s employee engagement can be cited here wherein the hotel chain provides resources and tools for helping employees grow professionally and personally, for instance, Hilton University, various mobile apps, tuition reimbursement programs and GED assistance, and top-notch hospitality learning through eCornell (Hilton, 2023). Overall, it is understood that engaged employees are well aware of what their employer expects of them, and strive towards achieving both organisational and personal goals. 
Human resources have various ways and tactics via which they can engage their employees in the workplace. The ideal way for an employer to engage their employees is by demonstrating a long-standing commitment to making the organisation a great place to work. As mentioned by SHRM (2023), employees need to have a positive and dependable relationship with their managers while also possessing the much-needed equipment and other resources to perform their job well. In this regard, HR professionals boost employee engagement by making sound investments by taking into consideration the strategic implications of different HR practices in order to determine which of them are most important and require higher investments to improve the levels of engagement. The example of Premier Inn Hotel based in the UK can be cited in this context which has been named as one of the top places in the country to work. The company has been honoured with being one of the businesses that foster an ideal working environment for their staff (Premier Inn, 2023). On the other hand, CDC (2023) mentions that employees are likely to become engaged in their workplace when three of their psychological needs are fulfilled: psychological safety, personal emotions related to feeling appreciated and valued, and finally, availability of resources. Overall, in order to encourage a culture of engagement within the workplace, HR is required to lead the way in terms of the evaluation of active practices and policies in the workplace, that help in attracting and retaining talent. 
The HR department can find a range of advantages while engaging a team and working on their motivation levels. As mentioned by Riyanto, Endri and Herlisha (2021), engagement is all about commitment and desire, the eagerness of an employee to take the place of one person and exert their discretionary efforts to assist employers in successfully achieving their objectives. Providing unhindered communication is vital not only for the employees to not only know but also process the information and believe that the organisation is indeed dedicated to its active involvement. As per “Maslow’s Hierarchy of Needs” theory, the different engagement strategies that HR implements essentially are focused on meeting the esteem and self-actualisation needs of the employees. Employees feel that their efforts and hard work are valued by their employers when the latter attempts to engage them through various motivational techniques (Gopinath, 2020). Not only that, but engagement levels are instrumental in making employees feel that their extrinsic and intrinsic needs are fulfilled. 
As per Sifatu et al. (2020), employee engagement drives innovative workplace behaviour among employees. The supportive behaviour from the employers goes a long way in encouraging and empowering employees to introduce as well as experiment with new innovative ideas. It can be understood that engaging the employees can be beneficial for both the employer as well as the employee in bringing out the best efforts to derive long-term profits and brand recognition. 
The employee lifecycle can be beneficial for developing an understanding of how HR management can engage its employees right from hiring to when they separate. The attraction stage is when HR posts a job advertisement regarding a vacancy in the organisation and invites the attention of potential applicants willing to apply for the role (Singh, 2019). In the hospitality sector particularly, the marketing team takes on the responsibility of helping to attract potential applicants while HR sells these points when discussing with the candidates about their organisation. The attraction of the job role can be tracked based on the number of likes received on social media, the number of views that article gets, and even the number of leads that a job post could possibly receive. In the recruitment stage, the focus of HR is on having a robust recruitment plan in place and determining the kind of employees that they would want to recruit and how they are about to go about doing the same (Cattermole, 2019). The HR needs to involve their employees and subsequently track the success of their hiring process. The measurements to track the success could be the number of job offers accepted, offers given, interviews conducted, and the applications received. The onboarding phase is when HR makes sure that the process of onboarding is smooth. In this regard, HR is responsible for clearing the new recruits about their joining, and what they can expect on their first day and first week. Also, the kind of training that would be provided to the employees and the paperwork that needs to be wrapped up before commencing work is also usually cleared during the onboarding process (Cesário and Chambel, 2019). In this stage, the HR team, particularly within a hotel, needs to review the values and vision of the hotel, the job description, and the expectations that the new recruit is expected to fulfil right on the first day of the job. This can be helpful to ensure that the expectations of both the employers and the newly-onboarded employee are clear to each other. 
HR has the responsibility of encouraging the development of the employees which can result in improved employee engagement. As part of the employee lifecycle, HR can focus on providing professional development coaches as a firm, creating an outline of the career path, and reimbursement of continued education for an employee as they start their new job at the organisation (Petrova et al., 2020). This is followed by the retention phase wherein it is particularly crucial for HR to attempt to understand what keeps the employees from resigning from the organisation. This can be done by engaging in one-on-one sessions with the managers or even by conducting surveys and requesting feedback (Ghani et al., 2022). Certain factors can go a long way in helping to retain employees by improving the overall company culture, revising the existing pay structure, providing benefits, boosting team morale, and facilitating career opportunities. In the final stage of the employee lifecycle - separation - the focus of HR is on making sure that every employee leaving the organisation manages to leave without facing any hassle or disruptions of any kind (Klotz et al., 2021). In some organisations, HR also focuses on conducting an exit interview in case the separation is voluntary. In case of involuntary separation, the HR team needs to provide the necessary guidance to the managers on how the employee can be terminated and be present when the termination takes place. 
Hospitality workers tend to have varying preferences for recognition and rewards. As such, it is important for hospitality organisations to foster a flexible yet well-balanced recognition-reward framework. Employee rewards, apart from salary raises and promotions, can also be wellness strategies, feedback, and on-spot recognition, among many others (George, Omuudu and Francis, 2020). The HR department in the hotel can focus on engaging their employees by letting employees find fun in the workplace premises (Osiro, 2021). An example of this could be the creation of an employee lounge where employees can have coffee, take breaks, or simply unwind for replenishment. Furthermore, having a scrumptious selection of refreshments such as a cookie and coffee bar can help employees to feel relaxed and resume work feeling fully charged up. Within the hospitality industry, it is vital to remember that at all work levels, starting from the front desk to housekeeping, making every staff member feel special is paramount. In this regard, employee engagement can be provided with some compensatory time off to recuperate and rejuvenate them. 
The AON-Hewitt Model can be applied to employee engagement within the hotel industry. The model is focused on business outcomes as a key driver and results to make sure of effective employee engagement. This model comprises six elements that operate hand-in-hand (Hinzmann, Rašticová and Šácha, 2019). First, is the basics encompassing job security and employee benefits, while the second element includes company practices such as inclusion, diversity, and communication. The other elements of the model that impact employee engagement in the workplace include autonomy, empowerment, and collaboration of the work, while the senior and middle management includes leadership (Bulińska-Stangrecka and Iddagoda, 2020). The performance of the employees can be enhanced through a framework for career progression, recognition, rewards, and future career opportunities. Finally, the brand element can boost employee engagement by strengthening the reputation and corporate responsibility of the organisation.
[bookmark: _o5syqjqjvoy5]Conclusion
In summary, employee engagement is a vital concept to be looked into by HR professionals in order to ensure that the staff stay focused on their jobs. Employee engagement is closely related to staff motivation and the HR can go a long way in motivating the employees and ensuring their utmost dedication and loyalty. In this essay, the focus has been on an exploration of how employees at a large hotel can be engaged to be retained for the longest possible time. The employee lifecycle concept has been applied in this case to throw light on what is expected of HR at every stage right from attracting a candidate to hiring them and till they leave the organisation. The AON-Hewitt model has been applied to develop an understanding of what is expected from HR at each stage of the engagement process of the employees.
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