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Employee engagement is one of the fundamental concepts in human resource management (HRM) that demonstrates the degree to which employees are enthusiastic and dedicated to their workplace. It determines how they invest their emotional, behavioural and cognitive energies at their workplace for positive organisational outcomes. This essay aims to evaluate the strategies that the HR departments of a large hotel should employ to engage their employees throughout the tenure of employee life cycle. It evaluates the role of HR in engaging employees in organisational development. It will review employee lifecycle models to determine the ways to engage the employees. The employee engagement model of Robinson will be deployed to develop an implementation strategy for employee engagement. The model will help to develop implementation of strategies and policies for increasing employee engagement. 
Employee engagement is something that adds value to the organisation by increasing business turnover, minimising staff turnover and improving customer services (Young et al., 2018). HR has a direct impact on increasing employee engagement within the company and plays a pivotal role in addressing the key drivers and guiding force that ensure employee engagement. Specially, after COVID-19 outbreak HR role in employee engagement has become more crucial (Chanana, 2021). 
The important key driver that boosts employee engagement is motivating and inspiring the employees. To obtain this goal the HR team provides the right tools and resources to the managers that they need to motivate the staff. HR encourages the staff by showing appreciation for their contributions towards the company because recognition is considered as an important factor of an engaged workforce (Rasool et al., 2021). Sometimes the HR team arranges awards programs to encourage top-performing employees for their outstanding contribution. This kind of employee recognition scheme delivers an essential message to the employees that they are also valuable to the company. As a result, the employees become more inspired to perform at their best level and engaged in their job. 
HR arranges accommodation facilities as well as catering and transport facilities for the staff. It provides scheduled training programs by which the hotel employees can improve the quality of customer service skills. The training sessions facilitate the employees with higher chances of promotions and additional opportunities that boost employee engagement. 80% of employees feel more engaged in their tasks through this kind of learning and development opportunities (Riyanto, Endri and Herlisha, 2021). The hotel staff works hard and sometimes work overtime during holiday seasons or long weekends. To keep them enthusiastic about their job the HR provides overtime bonuses, monetary rewards and gifts. These beneficiary approaches motivated the staff to contribute dedicatedly far more than they can do.
The HR provides a digital working system in the workplace and keeps the employees up-to-date and informed of the company’s latest developments. The HR manager is also active in listening to the staff and responding to their needs and solving their job-related issues. It also manages benefits packages and compensation for the staff. HR ensures them a safe and harmonious working environment where they can have a good connection with the management (Duque et al., 2020). The HR team is highly responsible for creating a strong communication network among the members. A safe working environment makes the employees feel secure and they can be more engaged in their job in a peaceful mind which is very important for a successful completion of any tasks.
Organisations pursue employee engagement to ensure effective strategies are implemented that helps in creating an efficient workplace while building customer relationships. Employee engagement drives organisational success and also reduces employee turnover at the workplace. However, many hotel companies are still struggling to develop proper employee engagement strategies.  This is because the companies are focused on organising team building activities and offering competitive compensation (Arifin, Nirwanto and Manan, 2019). These strategies may promote short-term engagement but at the end they fail to create sustainable strategies to engage their employees in organisational productivity. There are ways to support and maintain a committed, motivated and passionate workforce. 
Leadership has a significant role in increasing employee engagement. According to surveys around 70% of the variance in employee engagement across organisational units is accounted by managerial roles (Beck and Harter, 2015). Managers are responsible for building a healthy relationship with the team, motivating and supporting them and promoting open communication at the workplace. An open communication allows the leaders to listen and obtain feedback from their team. Having communications with the team members help them to determine the areas for improvement which is probably the most important part in keeping the employees engaged with the teamwork. According to a study, employee recognition increases a 31% increase in employee engagement and productivity (Wickham, 2021). Therefore, leaders need to ensure employee recognition at the workplace through performance management. 
Employee engagement is very significant for all organisations especially for the service providing companies like hotel companies. It helps to create a sound workplace, minimise employee turnover, enhance organisational productivity and most importantly develop customer relationships. If the employees are engaged with their organisations, they try their best for organisational achievements (Shuck and Reio 2014). In the hotel industry, engaged employees are generally the effective performers and always strive for providing better customer experience. Hotel companies greatly rely on the performance of their employees to build customer relationships. Such employees impress not only their superiors but also the customers by enhancing their relationships with their customers. Employees who are highly engaged with their organisations are highly in demand in the hospitality and tourism industry (Chanana, 2021). For Instance, Premier Inn, the largest hotel chain in the UK, firmly believes that its employees hold the key to its success and therefore, the leaders of the company are focused on employees right across the company. with over 35,000 team members, Premier Inn has a 74% employee engagement score and dynamic business performance (Whitbread. 2022). The company believes that higher employee engagement rate enables it to drive towards the leading position in the hospitality industry. Organisations strive for developing strategies to increase employee engagement for their success.   
Employee engagement can be driven by developing strategies and a goal driven workplace. The overall process can be implemented throughout the employee lifecycle. The Employee Life Cycle expresses six different stages that an employee goes through at their workplace (Nagendra, 2014). The stages are attraction, recruitment, onboarding, development, retention and separation. Employee engagement can be increased throughout these stages by adopting different strategies. Companies can build a strong impression at the attraction stage by showcasing organisational culture, rules, values, systems and symbols. That’s why large corporations signify the installation of the right corporate culture while attracting new candidates (Gladka, Fedorova and Dohadailo, 2022). At this stage, the HR leaders can disclose job title, requirements, salary, incentives, responsibilities and job fit in the job advertisements. 
The second stage is recruitment which is very crucial for getting top talents for the team. At this stage the HR departments need to make effective job advertisements which entice people and attract them to the employer brand. It is important to position the job advertisements on multiple platforms to reach a wider segment of candidates. While recruiting employees the companies should give value to their internal talent pool (Peisl and Shah, 2019). For instance, premier Inn requires several hotel managers for its hotels. In that case, it can make internal recruitment through promotion of assistant hotel managers who deserves promotion or a sideways step. It will help the company to increase job satisfaction and thus drive employee engagement. 
On the onboarding stage, the HR needs to help new employees to blend in with organisational culture and to become part of the team. At this stage a sense of optimism and potential need to be developed. For instance, Holiday Inn aims at providing a positive and flexible working environment to aid employees in combining work and family responsibility (Radda, Majidadi and Akanno, 2015). Career development is another important stage to improve employee engagement to the organisation. Without doubt, investments in employee development have critical impacts on productivity and help in creating a motivated workforce. Large hotel companies like Premier Inn, Jurys Inn, Holiday Inn and others invest a lot to nurture the talents. Simply, it is a win-win for both the employers and the employees. For instance, Premier Inn performs career progression for reviewing employee performances. Such career progression, professional development and job security can drive a huge employee engagement. 
Retention is the most critical stage in the employee lifecycle as higher employee turnover poses lower employee engagement score (Arasanmi and Krishna, 2019). The HR managers need to develop employee relations, provide employee assistance programs and reward & recognition to retain their employees. Employee separation is the last stage in the cycle which is very significant for protecting an employer's brand image. Global leaders in the hospitality industry consider past employees as their biggest advocates (Mowbray, Wilkinson and Tse, 2019). Therefore, they maintain a good off-boarding process to help their employees understand the room for improvement. However, employee engagement can be driven throughout all the stages in their life cycle model. 
An employee engagement model is used by HR professionals as a blueprint that outlines the strategies how to make employees feel empowered, valued and interactive in their workplace. The model helps in implementing strategies, policies and managerial behaviours that can lead higher employee engagement (Kwon and Kim, 2020). Different models have been developed to outline the strategies required to maximise employee engagement and productivity. One of the effective models is the Robinson model of employee engagement. Dilys Robinson and the Institute for Employment Studies (IES) developed a diagnostic tool for HR professionals so that they can understand key building blocks that can be implemented to obtain higher levels of employee engagement at organisations (Neault and Pickerell, 2011). These key building blocks are quality line management, two-way communication, internal corporation, improvement focus, commitment to employee welfare and implication of HR policies and practices. This model can be implemented by emphasising and building these key building blocks at the workplace. 
The very fast building block is establishing a good quality of line management. Management is responsible for developing HR policies and strategies to ensure job satisfaction. For example, the top-level management in Whitbread maintains code of conduct across its different brands including Premier Inn, Costa & Restaurant. The HR professionals can also create a two-way communication system at the workplace. It helps organisations improve employee-employer relationships and enables ethe employees to express their thoughts, concerns and ideas to the management (Thelen and Men, 2020). Effective leaders encourage internal corporation and collaboration among the management and the employees. For instance, the employees of Premier Inn are encouraged to meet outside of work once in a quarter. The company believes that community engaged employees are socially responsible both inside and outside the organisation. Companies can improve the experience and quality of their employees by providing training, incentives, development programs, recognition and rewards (Lartey and Randall, 2021). To improve job satisfaction among the employees, the hotel companies emphasise on employee well-being. They undertake many initiatives such as offering benefits and services to the employees. For instance, the hotel chains in the UK offer health insurance, life insurance, paid time off, sick leave, retirement benefits, hotel discounts and many other benefits. These building blocks can be implemented to engage employees with the organisations.
Employee engagement is a major concern for HR departments in the hotel industry as it depends on customer services. It helps to build the workplace, enhance organisational efficiency, decrease staff turnover, improve customer relationships and organisational success. An engaged workforce ensures that they are energetic, enthusiastic and committed to their organisation. The HR department needs to implement strategies in different stages of the employee life cycle model. At the development and onboarding stages, the employees are required to be motivated and provided with benefits and incentives to improve their engagement. The HR department requires to develop employee relationships, ensure employee wellbeing and sound workplace environment in order to maximise employee job satisfaction which may drive higher levels of employee engagement. The hospitality industry values employee engagement to organisational success as it thrives on customer service. Building a sound and cooperative relationship with the employees can drive sustainable progress in the industry. 
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