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[bookmark: _Toc116452369]Introduction 
This essay aims to analyse the process by which Hilton Hotels can engage with its employees throughout the employee life cycle.  Different definitions of "employee engagement" have been offered. To guarantee that employees are happy, engaged, and productive, employee engagement measures are implemented. According to Truss (2014), it is a two-way stream that benefits both the employer and the employee. As per Mone and London (2018), employee engagement mixes and repackages earlier and more known concepts, such as organisational commitment and job drive. The majority of research makes use of MacLeod's study, in which he defines employee engagement as the action of employees contributing more of their ability and potential (Thomas, 2010). How driven, passionate, and invested employees are in their work can be characterised by their level of employee engagement. Engagement measures a person's commitment to their work as well as their emotional ties to their co-workers and management (Mitchell, 2017). By using the employee lifecycle how Hilton Hotel can engage teams will be assessed as well. 
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The Human Resources division uses a tool called "Employee Engagement" to gauge how involved, enthusiastic, and committed individuals are to their work in businesses (Mcgee, 2011). Additionally, if employees are enthusiastic about their work, the company or organisation will flourish since they are personally responsible for achieving the company's objectives and deadlines. The Hilton Hotel's human resource department must be able to engage with its workers in order to promote employee retention and other benefits connected with this idea (Kruse, 2015). By communicating with them, sharing their ideas on the work they must complete and the culture of the hotel, and offering suggestions that help the board execute the required changes to engage employees, staff often help the hotel management board keep them engaged. Recognizing and rewarding employees when they achieve their objectives is another technique for communicating with them because doing so often boosts their self-confidence and motivates them to continue climbing the corporate ladder (Hutchinson, 2011). Employees who believe that their job is valued and crucial to the company's development are more likely to be committed to the hotel's key objectives of success and offering the highest quality services to visitors.
Since fewer incidents are likely to occur at work when employees are involved in their work and following all regulations, one advantage of employee engagement is that it enhances employee safety (Holbeche and Matthews, 2012). Employee feedback surveys reveal each employee's deficiencies, allowing for the implementation of modifications and training that will increase employee engagement and the success of the Hilton Hotel. In the hospitality sector, happy employees translate into better services for hotel guests and a rise in customer satisfaction because employee satisfaction and engagement go hand in hand (Carbonara, 2013).
Hilton Hotel to engage to have success must have to make sure that the business engages with the employees. The employee lifecycle model (ELC) is a tool for illustrating how an employee interacts with the company they work for (McCarthy, Reeves and Turner, 2010). This ongoing relationship comprises six stages, according to the ELC model: “Attraction, Recruitment, On-boarding, Development, Retention, and Exit or Separation”. The employee lifetime model can be transformed into a framework that offers a unique engagement strategy for each stage. The foundation of the ELC model is the notion that businesses should carefully plan both their customer and staff experiences. Hence, the similarity between the ELC and the customer trip (Byrne, 2015). Employee engagement should not be a programme that begins and ends when morale is poor, but rather a way of thinking. Unfortunately, a lot of big businesses lack accurate information about the value of their employee's engagement. To enable employees to acknowledge their contributions to the company, they must successfully transform engagement data into useful intelligence at the departmental and individual management levels.
The first stage of ELC on which Hilton Hotels must have to be focused on is attraction. If the right employees have not been attracted to a business then the ability of the business to have success in the market will be reduced and that will be a huge problem for the HRM of a business (Gupta, 2019). Hilton may exploit increased brand recognition to draw in candidates. Positive, strong reputations make it simpler to recruit and keep great talent. As a result, the company will develop a reputation as a great place to work. Because the organisation has procedures to improve employee performance, productivity, and engagement, a positive culture will increase the organization's success. Marriot hotel offers alluring remuneration and bonuses which helps the business to attract employees (D’Alfonso, 2014). When they are rewarded for their efforts, workers are more encouraged to perform better. Productivity rises as a result, and work performance is enhanced.
Finding the ideal candidate for each open position inside Hilton is the main goal of recruitment. Some businesses depict it in a manner that is quite similar to the traditional marketing funnel (Carbonara, 2013). An effective recruitment strategy should include leveraging the employer brand, which is the organization's reputation and value offer, and should be managed (for employees). The stage before recruitment in certain iterations of the ELC model is referred to as the "Attraction" stage. More information about this is available in our post on employee advocacy. Hilton should utilise its employees' networks to locate appropriate applicants enabling rapid and simple access to top talent (D’Alfonso, 2014). Costs associated with sourcing, coordination, and negotiation are reduced or eliminated. A sense of belonging is created via employee involvement. People put in more effort and are held more accountable. This promotes creative problem-solving within the company. This guarantees that the new hires have the skills required to succeed in the organisation. The company reduces financial risk in hiring by focusing on talent acquisition.
The on-boarding process entails much more than only providing new employees with the knowledge and resources they need to begin working (Gashi, 2013). It is essential to ensure retention since it gives the new employee the chance to fully immerse themselves in the company's culture. According to estimates, half of all senior outside recruits fail during the first 18 months of employment. Employees will understand what is required of them through a welcoming, easy on-boarding process. These expectations cover both social and performance-related elements. Employees must identify skills relevant to their jobs and Hilton management should help to do that. Employers expect workers to meet employment standards (Byrne, 2015). Organizational stability is promoted through clear job descriptions. Discuss the mission and guiding principles of Hilton. Staff involvement is increased by a clear mission statement. It assists in achieving the larger goal by demonstrating to employees how their job fits into it. Employees can feel heard and engaged through follow-up. The competitors (Marriot) of Hilton in the UK focus on follow-up to make sure that employees get on board easily (Boxall, 2013).   It guarantees results because it demonstrates a manager's dedication to raising employee productivity in support of the organization's objectives.
As soon as the new employee starts working, the employee development stage begins at the Hilton hotel. A person's loyalty and dependability are increased when you have faith in their potential. The best way to develop people skills is to make investments in learning opportunities and to present appealing challenges (Saengchai, Siriattakul and Jermsittiparsert, 2019). Employers should place a high premium on career development. However, approximately 70% of workers claim they are unhappy with the prospects for progress at their businesses (John, 2010). Create realistic, attainable career choices and convey them in a nice, transparent manner. It's similar to teaching a player the game's rules: the more knowledge a player has and the more they practise, the better players they will become. Encouraging external learning is a practical strategy Hilton can use to guarantee staff growth. Learning has a big impact on how employees develop their talents. Employees who are learning develop new abilities, perform better and increase productivity. As it helped Savoy Hotel, instilling a sense of duty can also be helpful. This tactic helps employees develop their talents and broadens their opportunities for career advancement. The profitability of the company increases as a result (Hutchinson, 2011). Hilton can also make use of rewards and praise. Employees deserve appreciation for their hard work. Staff recognition and rewards increase output, retention, and workplace happiness.
A crucial stage in the employee lifetime model is the retention stage on which Hilton should be emphasised. The UK Labour Statistics claims that turnover can cost a company 33 percent of a worker's total pay, including salaries and benefits (Singh, 2018). Start by selecting the best candidate for each position. Encourage management and staff to communicate freely and openly. To retain exceptional personnel, the first and most crucial step is to listen intently to understand what is happening and how you can help. The total performance of the organisation is directly impacted by talent retention. The company's job satisfaction levels should always be monitored because it will save time and money. Building and maintaining good working connections with staff members can aid in keeping staff members at Hilton (Bais, 2012). The secret to keeping employees is to foster a courteous, transparent, and honest work atmosphere. This increases involvement and motivation. Happy workers put forth more effort, which raises productivity for the company. Hilton may be able to retain staff by clearly communicating the team's and the organization's goals. Employees can identify their skills and flaws and try to overcome them thanks to the organization's goals (Carbonara, 2013). Recognizing employee motivation is a successful strategy for employee retention. Team members will be engaged and retained if you know what drives them individually. Motivated employees produce more.
When a worker departs from the company (Separation), the employee lifecycle model reaches its conclusion (Yaneva, 2021). Whether they depart for private reasons, retirement, or a new position, it's critical to handle the circumstance appropriately. The remaining members of a team could feel sad and uncertain when an employee leaves. A smooth and painful breakup is what you want to avoid. In this stage as well Hilton must have to be respectful to its employees and make sure that the employees who are leaving the business are satisfied (Thomas, 2010). It can be helpful to make sure that these employees will remain loyal to their former employer. 
The “Zinger Model” of employee engagement has been considered one of the most effective models which Hilton can use for engaging its employees (Mone and London, 2018). Zinger is regarded as a successful model that will make a significant contribution to organisations' ability to retain workers and the opportunity to have enough people in the workforce to address the issue of staff shortage. The Zinger model is investigating the information that Hilton will need to create a successful organisational plan. The workers' engagement will be used to design the approach. The organization's responsibility is to build a relationship with the workforce by guaranteeing efficient employee engagement (Kruse, 2015). The involvement will help to foster the establishment of an employment connection. The partnership will guarantee an effective contribution to employee retention and employee motivation.
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From the above analysis, it can be seen that employee engagement is important for a big hotel business like Hilton. This will be helpful for the business to ensure success in the market as well as other aspects. Each of the six stages of ELC is important as these perform different tasks which is important for Hilton to make sure that the employees of the business are engaged. Other companies in the industry have success by focusing on and implementing the stages of ELC with effectiveness. The application of the “Zinger Model” of employee engagement will be helpful for Hilton to make sure that employees are engaged. This model will specifically ensure that the business will be able to retain its employees.       
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