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Introduction
Employee engagement refers to the level of enthusiasm, dedication, and commitment that employees have towards their work and their employer. It is a measure of how invested employees are in their job and how connected and committed they feel to their organization and its goals. It refers to the emotional and intellectual connection that employees feel towards their workplace and their work. High levels of employee engagement have been shown to lead to increased job satisfaction, productivity, and overall success for the organization. Employee engagement is not just about job satisfaction but also encompasses an employee's sense of purpose, meaningful work, and connection to their colleagues and the company culture. It leads to improved business outcomes and long-term success. Companies that prioritize employee engagement are often able to create a positive and supportive workplace environment, which can lead to increased employee retention and overall business success (Duncan, 2021). 
Increased competitiveness, globalization, and especially technology are changing how we define and carry out work, which is a crucial component of society (Alfes, 2022). Open communication and regular feedback are critical for engagement. Employees should feel comfortable sharing their thoughts and ideas and should receive regular feedback on their performance. Giving employees a sense of purpose and autonomy in their work is also crucial for engagement (Salmen, 2021). Providing opportunities for career advancement can also help employees feel invested in their work and the organization. It is important to have a clear process for offboarding so that employees are given adequate support during the transition. This can help ensure that employees have a positive experience, even as they are leaving the organization (deBara, 2022).
Role of HR in Employee Engagement:
The role of human resources (HR) in engaging employees is crucial, as HR is responsible for creating and implementing policies and programs that support employee engagement. Some key responsibilities of HR in engaging employees include:
1. Recruitment: HR is responsible for creating job descriptions that align with the company's mission and values, and for communicating these to potential employees during the recruitment process. HR also plays a role in identifying and recruiting candidates who are a good fit for the organization's culture and values.
2. Onboarding: HR is responsible for creating and implementing a comprehensive onboarding program that includes not only job-specific training, but also an introduction to company culture, values, and growth opportunities (Armstrong & Taylor, 2020).
3. Engagement: HR is responsible for fostering open communication and regular feedback, and for giving employees a sense of purpose and autonomy in their work. HR also plays a role in creating a positive work environment that promotes teamwork, respect, and inclusivity.
4. Retention: HR is responsible for recognizing and rewarding employees for their contributions, and for providing opportunities for career advancement. HR also plays a role in creating a culture of appreciation within the organization (Team, 2022).
5. Offboarding: HR is responsible for creating a clear process for offboarding, and for ensuring that employees are given adequate support during the transition.
HR plays a key role in creating and maintaining a culture that supports engagement by developing policies and programs that align with the company's values and mission and ensuring that these are consistently communicated and reinforced throughout the organization (Mayne, 2017).
Employee Lifecycle
Below is a breakdown of how employee engagement can be fostered throughout the employee lifecycle:
Attraction
The attraction phase of the employee lifecycle is the process of attracting and attracting top talent to the organization. Understanding the organization's talent needs and developing a clear and compelling employment brand. Based on this information, the organization should then develop and implement programs and initiatives that are designed to attract top talent. Another key aspect of the attraction phase is to ensure that the organization's hiring processes are fair and inclusive and that the organization is committed to diversity and inclusion (Brunetto, 2012).
Many hotels have successfully achieved engagement during the attraction phase by leveraging their employee value proposition (EVP) and highlighting their commitment to diversity, inclusion, and employee well-being. For example, the Ritz Carlton hotel chain is well known for its exceptional customer service and its focus on employee engagement and development. The company has created a strong EVP by offering its employees opportunities for growth and career advancement, and by providing a supportive and inclusive work environment.
Recruitment
The recruitment phase of the employee lifecycle is a critical stage where the organization begins the process of identifying and attracting potential candidates for the job. The recruitment phase starts with defining the job requirements and creating a clear and comprehensive job description. Once the job requirements have been defined, the organization can then start the process of attracting potential candidates. The next step is to review resumes, cover letters, and applications and determine which candidates are a good fit for the job. Once the candidates have been screened, the next step is to conduct interviews. Interviews are an opportunity to further assess the candidate’s skills, knowledge, and fit for the organization. Finally, the last step is to make an offer to the candidate. The offer should also include information about the next steps in the onboarding process (Personio, 2023).
An example of a hotel that has successfully achieved engagement during the recruitment phase is the Marriott International hotel chain. The company has a robust and effective recruitment process that is designed to attract top talent, and it has embraced technology to streamline its hiring processes and reach a wider pool of candidates.
Onboarding
A comprehensive onboarding program that includes not only job-specific training, but also an introduction to company culture, values, and growth opportunities can help new employees feel engaged and connected to the organization from the start. The new hire becomes familiar with the company’s policies, procedures, and culture. The first step in the onboarding phase is orientation, which provides the new hire with an overview of the organization’s policies, procedures, and culture. The next step is training, which is designed to help the new hire understand their role and how to perform their job effectively. Mentorship is another key aspect of the onboarding phase (Brunetto, 2012).
For example, a hotel that has successfully achieved engagement during the onboarding phase is the Four Seasons Hotels and Resorts. The company has a comprehensive onboarding program that is designed to support new employees and ensure a smooth transition into their roles. The program includes orientation sessions, job-specific training, and ongoing support from managers and mentors.
Development
The development phase of the employee lifecycle is the process of providing employees with opportunities to grow and develop their skills, knowledge, and careers within the organization. The first step in the development phase is to assess the employee’s current skills and career aspirations. Based on this assessment, the organization should then develop a career development plan for each employee. The development phase also includes providing employees with opportunities to take on new challenges and responsibilities (Brunetto, 2012).
For example, Marriott International; the company has a comprehensive professional development program that is designed to support employees in their career growth and development. The program includes job-specific training, leadership development programs, and access to professional development resources.
Retention
The retention phase of the employee lifecycle is the process of keeping employees engaged and committed to the organization over time. This stage is critical for ensuring that the organization has a stable and productive workforce, and for maintaining a positive work environment and culture. Understand what factors are most important to employees and what drives their engagement. Another key aspect of the retention phase is regular communication with employees (Brunetto, 2012).
An example of a hotel that has successfully achieved engagement during the retention phase is Four Seasons Hotels and Resorts. The company has a strong commitment to employee engagement and job satisfaction and provides a supportive and inclusive work environment for its employees. The company also places a strong emphasis on professional development and provides opportunities for employees to grow and develop professionally.
Separation
The separation phase of the employee lifecycle refers to the process of an employee leaving the organization, either voluntarily or involuntarily. It ensures a smooth transition for both the departing employee and the organization. Try to understand the reasons for the employee’s departure. The organization should then develop and implement programs and initiatives that are designed to improve employee engagement and retention in the future. The departing employee is given a fair and respectful exit (Brunetto, 2012).
An example is The Westin Hotels and Resorts. The company has a strong commitment to employee engagement and job satisfaction and provides a supportive and inclusive work environment for its employees. The company also has clear policies and procedures in place for terminating an employee's employment and provides support and resources for employees during this transition (Marchington, Wilkinson, Donnelly, & Kynighou, 2016).
Advantages:
Many service organizations have the chance to take charge of their service idea and make them clear. Even managers who work in the same department may hold divergent opinions on what their department contributes to the organization as a whole (Johnston, Clark, & Shulver, 2012). The advantages of engaging a team include:
1. Increased productivity: Engaged teams are more motivated and committed to their work, which can lead to better performance and results.
2. Higher retention: Engaged teams are more likely to stay with the organization, which can save money and resources on recruitment and training of new employees.
3. Improved morale: Engaged teams are more satisfied and have a positive attitude towards their work, which can improve the overall morale of the organization.
4. Better decision-making: Engaged teams tend to be more diverse and creative, which can lead to better decision-making.
5. Better customer satisfaction: Engaged teams are more likely to provide better service and experiences to customers, which can lead to increased customer satisfaction (Herman, 2023).
It's important to note that employee engagement strategies will vary depending on the team and the organization, so it's essential to get feedback from team members and tailor engagement strategies accordingly. To retain the public's trust in the services, continuing professional development plays a crucial role in ensuring that professionals maintain and expand their skills and knowledge throughout their careers (Friedman, 2011). Provide opportunities for team members to be recognized for their work, such as employee of the month or an annual award ceremony (Tenney, 2023). Encourage them to take ownership of their learning and development, inclusion by fostering a culture of inclusion and respect for diversity (Marchington., 2015). Employees’ Wellness through promoting employee wellness by encouraging healthy habits, providing mental health support, and promoting a work-life balance. This can be done through things like offering flexible working hours, providing ergonomic workstations, or offering fitness classes (Nutcache, 2023). Trust fosters collaboration, creativity and encourages team members to take initiative and ownership of their work (Herman, 2023). Empowering team members to make decisions and take ownership of their work can help them feel more invested in the team's success (Huo & Boxall, 2018). 
Maslow's Hierarchy of Needs:
Maslow's Hierarchy of Needs can be an effective tool for understanding and addressing the needs of employees in the workplace. It has five levels of needs; Physiological needs are the most basic needs such as food, water, shelter, and warmth. In the workplace, this can be met by providing employees with fair compensation and benefits, safe working conditions, and access to resources such as restrooms and break rooms. When employees feel that their basic needs are met, they can move on to the next level, which is safety and security. Safety needs include physical safety as well as emotional safety, such as financial security and job security. In the workplace, this can be met by providing employees with a safe work environment, job security, and fair compensation and benefits. This level refers to the need for social interaction, relationships, and a sense of community. In the workplace, this need is met through effective communication, teamwork, and a supportive workplace culture. It can be met by fostering a sense of community and belonging and encouraging teamwork and collaboration. Esteem needs include the need for respect and recognition from others, as well as the need for self-esteem and self-respect. Recognizing and rewarding employees for their contributions and providing clear expectations and feedback. This need is met through performance evaluations, promotions, and opportunities for growth and development. Employee engagement and motivation are more likely to be high when they see that their efforts are respected and recognized. The urge for self-fulfillment and the attainment of one's full potential is self-actualization demands. It can be achieved through meaningful work, opportunities for creative expression, and a sense of purpose (Thompson, 2021).
It is a useful framework for understanding the different levels of employee engagement and motivation. By addressing each level of the hierarchy, organizations can create a work environment that supports and nurtures the employee’s physical, emotional, and professional needs, and foster a culture of engagement, motivation, and high performance. By identifying the specific needs of employees, developing a plan of action, and regularly monitoring and adjusting the plan, organizations can create a positive and fulfilling work environment that benefits both employees and the organization (Thompson, 2021). 
In conclusion, employee engagement is critical for the success of any organization. By clearly communicating the company's mission and values, providing comprehensive onboarding, development opportunities, open communication, regular feedback, recognition and rewards, career advancement opportunities, and a clear offboarding process, organizations can create an environment where employees are engaged and committed to their work. The employee lifecycle provides a comprehensive view of the entire employee journey and helps employers understand the different types of support and investment needed at each stage. By effectively managing the employee lifecycle, organizations can create a positive and productive work environment, retain top talent, and achieve their business goals.
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