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The role of Human Resource Management (HRM) acts as a significant vein in the heartbeat of any company. According to Armstrong and Taylor (2020, pg. 24), HRM “oversee employees’ recruitment and development over their lifecycle”. As described by Kakade (2020), the employee lifecycle is “the different stages a worker advances through in an organisation”. The employee lifecycle consists of six stages: attraction, recruitment, onboarding, development, retention, and separation (Roberts, 2022).
 Additionally, there is employee engagement, which is said by Torrington, et al. (2020), is broken down into two categories of “emotional engagement”, where employees feel valued and that they can develop in the organisation, and “cognitive engagement”, where the employees understand their role, their purpose and have the “opportunities to excel and grow”. The employee lifecycle is influenced by employee engagement as it can have an impact on the motivation and future the employee may have within a business (Armstrong, 2006, pg. 7). Plus, it can be shaped by many factors, from the leadership, workplace culture, salary, to work-life balance (Torrington et al, 2020). This means it is important for HRM to implement the correct procedures in the workplace to have an effective employee lifecycle. 
Moreover, employee engagement is what Armstrong and Taylor (2020) states is three components of “commitment, motivation, and organisational citizenship”, which Armstrong and Taylor (2020, quoted in Organ, 1988, pg. 437), says “is employee behaviour that goes above and beyond the call of duty”. This is known as the IES (Institute of Employee Studies) model (Rajagopal and Abraham, 2007). Moreover, engagement helps nurture the employee lifecycle as it leads to higher job satisfaction and the positive emotional wellbeing of employees (Armstrong and Taylor, 2020, cited in Locke, 1976: 1304, pg. 437). 
The concept of ‘employee engagement’ starts at the attraction stage of the employee lifecycle. Cattermole (2019) states the beginning is a critical point to analyse why employees are attracted to the business and the decision upon previous employees leaving. They continue explaining to understand their departure, conducting surveys may root to any underlying patterns, or common issues and how they can improve to retain employees in the future. This may help in a large hotel setting because HRM can focus on what they are going to provide for future talent to grow, lead the business to success and improve on previous employees’ feedback. According to Harvard Business Review (2022), employees want to feel a sense of belonging in an organisation, have growth opportunities, to feel valued, be happy with their job role and have flexibility to work around their personal lives. 
Therefore, HRM can gage an understanding from current research on what employee engagement models would be best suited to integrate in the company. For example, in 2019, Hilton Hotels were named number one “best company to work for in the U.S.” (Thrive@Hilton, 2020). Great Place to Work® (2022) disclosed 97% of employees at Hilton agreed it is a great place to work for. Bengougam (2019) a HR Senior Vice President for Hilton, stated that Hilton adapted their own engagement model called the ‘workplace wellness framework’, also known as “Thrive@Hilton”, which encourages employees from all departments to create a system that works for them; a benefits scheme to support their well-being, performance, and recognition. To attract engagement organisations should offer rewards and benefits for all, like Hilton, which work along the employee’s needs and ambitions which integrates alongside the company’s values and culture. An employee engagement model like this can benefit a large hotel to reduce staff turnover, attract the appropriate employees and reduce the costs of the recruitment process in the long term (Torrington, et al. 2020, pg. 288).
However, to attract the attention of the right employees, HRM need to consider where to advertise the job role. Fennell (2022) comments most organisations in 2022 turn to social media such as Facebook, LinkedIn and Indeed Jobs which can assist in searching for the suitable applicants and stated that “85% of Millennials are the most active to find jobs on social media”, compared to only 30% of over fifty-five’s using social media to find a job. Therefore, selecting the right platform to advertise for a suitable candidate is crucial.
Building an attractive job requires what Mayers (2015, pg. 27), says is a “combination of systems working in tandem.” Meaning that it must narrow down someone with the right skill set, work experience needed for the job and one that has the personality compatibility (Torres, 2021). If the attraction stage engaged a substantial volume of applicants, it is now onto recruitment. Here, HRM can screen applicants and sell the job characteristics to the individual by providing key information like their salary, skill development and full, effective training that would be provided (Mayers, 2015, pg. 27). 
To engage employees during the recruitment process, Engage for Success (2021) states that keeping things simple, clear, and realistic from the beginning can have a positive impact, such as straightforward job descriptions, asking the right questions in the interview process and making sure the applicant’s passions and career goals fit within the position they are going for. Furthermore, Engage for Success (2021), say a “proven” method of engaging applicants in the hiring stage is keeping them informed of their progress, such as being shortlisted or considered for the application, can make them feel “important and cared for.” Another factor HRM can consider during this stage is to not have a lengthy hiring process, efficiency is key to find the talent needed to start at the right time, this can benefit the HR team by spending valuable time on onboarding and development of new hires (Green Bean, 2017). 
[bookmark: _Hlk117098909]As said by Sohn (2017), the onboarding process is a stage for the HR team to set the tone for the employee’s entire engagement throughout an organisation. An effective onboarding experience can support new recruits throughout their development stage and engage them to excel in their new roles, to motivate and positively impact on productivity and job satisfaction levels (Malicevic, 2017, pg. 23, cited in Commonwealth of Massachusetts, 2005, pg. 2).
At Marriott International, they have developed a new system to create a virtual onboarding experience suited for Millennials, this has been a step forward away from the paper based and, what ON24 (2022), comments are a “dated” approach from previous and traditional experiences. ON24 (2022) says it has now evolved into the Marriott Voyage programme and has benefited the company, allowing associates to access training, resources and helps employees to integrate into Marriott’s culture “quickly, effectively and confidently.”
Although few companies are moving forward with technological advances with onboarding programmes like Marriott International, there are methods HR could use to help engage employees in the right direction. This can be providing frequent feedback and mentorship in the first ninety days of employment, getting new hires to socialise and develop professional relationships in their team (Malicevic, 2017, pg. 15-18). These methods can help HR to assimilate employees into the workplace culture (Malicevic, 2017, cited in Wanberg, 2012) and feedback can contribute to growth of the new hire and gauge their satisfaction levels early on (Malicevic, 2017, pg. 19, cited in Leuchars et al, 2003, pg. 37).
Throughout the development stage of the employee lifecycle, Nickson (2007) says “training and development is a key instrument in the implementation of HRM practices and policies”. The Marriott Voyage development programme promotes a host of support and resources for future leaders of the company and their hotel brands internationally. They provide experience and training across all departments virtually and physically, engaging with senior team leaders and network schemes to collaborate with global colleagues (Marriott University Program, 2022). Their scheme engages associates by providing skill development, growth, travel, and promotion opportunities as well as showing recognition and giving rewards. Though, in contrast, SMEs (Small and Medium sized Enterprises) hotels and B&Bs, HR is typically represented by managers rather than a dedicated department. There are prominent HR-related issues in small hotels which include staff training and development (eHotelier, 2021). The source by eHotelier (2021), continues to say that factors that disengaged staff are unattractive salaries and lack of growth opportunities, therefore reflecting a high turnover rate amongst younger workers. 
Furthermore, it is important to note there are differences between training and development regarding engagement. Gyrus (2016), says training is designed to be short term, job specific to enhancing skills and knowledge, whereas development is over a long-term period, focuses on the person, career building and progression. 
To support the development and retention of employees in a large hotel, HR should be equipped with an employee engagement model/strategy. Pellikan (2021), states that having a strategy for engagement can measure “how dedicated employees are to their workplace.” Although, there are many models out there, the most popular type according to Pellikan (2021), is the JD-R model. The writer continues to say this engagement model balances the job demands like “organisational, emotional and physical burden on an employee,” and job resources from “sensitive assignments to heavy workload.” In summary, Pellikan (2021), comments the JD-R method aims to balance these elements, so that employees can “feel challenged and valuable” to support them in their workplace and avoid burnout. 
A successful engagement method in a large hotel can reflect in the retention stage of the employee lifecycle. Retention of an employee is influenced by human capital. According to Baron and Armstrong (2007), human capital is focused on the “added value people provide for organisations.” This is whereby organisations and managers invest in training to develop employees in their career (Allen and Bryant, 2012, pg.71). The source by Allen and Bryant (2012) continues to say that strategic investments made in training and development benefits HRM as it “reduces turnover and improves the workforce”, as well as gaining competitive advantage (Campell, et al. 2012, pg. 3). The risk that occurs with human capital investment is that employees become more attractive to other employers (Allen and Bryant, 2012, pg.71). 
That said, Chitre (2018) mentions how Hyatt engage their employees throughout their tenure, such as offering perks like travel discounts, promotion from within, commitment to empowerment and diversity of their employees, “tuition reimbursement to encourage employees at all levels to further their education”, and the company “makes a point to train how to listen effectively to each other and hotel guests”. Chitre (2018) also comments that “the average Hyatt housekeeping employee stays for more than 12 years”, and Comparably (2022) states that “100% of Hyatt employees” feel the organisation is implementing what it should do to retain them. In summary, if a business invests in training and development opportunities of their human capital to support the organisational culture, and employee advancement, they are more likely to retain their staff longer (Allen and Bryant, 2012, pg. 72-73).
Despite the drivers of engagement and motivation in an organisation, HR may have other underlying factors that could result in the separation of the employee from their lifecycle at the business. For example, there may be internal factors such as the quality of leadership, or if individuals feel they are at burnout, not valued, supported or equipped to do their jobs, they can feel like they are in a negative workplace environment and it can drive them to leave (Armstrong and Taylor, 2020, pg. 439). Though, according to Kokemuller (2021) external factors like “competing career opportunities, along with family and social obligations” can contribute to staff leaving. 
To continue to engage employees even during the separation stage can include conducting exit interviews or feedback forms, as mentioned in the attraction stage, to see where HR can improve areas it may deem valuable for not only the next employee, but for the rest of the team (SpriggHR, 2020). Even after their departure, Leung (2018) says it is important to have positive low-touch engagement with a former employee, to check on how their progressing. This is a fantastic way of engagement as Leung (2018) continues to say that it can create a sense of belonging and value, but also a chance for HR to capture “boomerang” hires where former employees may return in the future.
Overall, employee engagement is a vital component in every stage of the employee lifecycle. Successful engagement benefits both HRM and employees concurrently by developing a talented and motivated workforce that creates a positive workplace culture, better customer relationships, and increases branding attraction of an organisation. Not only that, but it has also been proven throughout by industry examples that investment in human capital does reflect in engagement and retention rates. Whereby it creates a community of empowered, talented, enthusiastic, and, ultimately, happy individuals who will lead a large hotel to success and build strong, adaptable engagement foundations for future generations.
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