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Employee engagement is considered one of the most imperative concepts in the Human Resource filed of any business or industry. The concept has been fuelled by the dynamic business requirements, and integrated into corporate practice which engrossed massive interest among the scholars and academics. Specifically, it is a ‘work engagement’ which is considered as an emotional state, in which the employees show more dedication, resiliency, energy, and are engrossed by the outcomes or efforts of the co-workers (CIPD, 2021). It is also responsible for developing organisational commitment, as it concentrates on the way the employees are physically associated with the organisation (CIPD, 2021). In the hospitality and hotel industry, the business operators agrees that employee engagement is one of the decisive success factors. Lack of employee engagement results in undesirable circumstances and outcomes by reducing productivity, competitive advantage, and customer satisfaction. Van Nguyen et al., (2021) finds that employee engagement is crucial for creating customer satisfaction and brand value in large hotels.
Considering the current business environment, and the importance of employee engagement, the purpose of this essay is to critically explore and demonstrate the role of HR to engage employees. 
In order to conduct the critical assessment, the essay will discuss the key points in different sections. The key points include the concept of employee engagement, external and internal factors that affects the HR in engaging the employees throughout the employee lifecycle, the roles of HR, team engagement, and Moslow’s Hierarchy of Needs as a model of employee engagement. In order to analyse employee engagement cycle, the Hilton Hotels in UK will be selected.
[bookmark: _Toc125742686]The factors affecting employee engagement 
In this section, the internal and external factors that influences the HR processes in sourcing will be explored. In past few years, the idea of employee engagement has become increasingly prominent among organisations. Employee engagement has been receiving a lot of emphasis from human resource professionals since it has emerged as one of their biggest concerns, along with higher management inside the business (Book, Gatling and Kim, 2019). Several internal and external factors influence the HR management to adopt employee engagement strategies, and the process of resourcing (Genc, 2014). 
[bookmark: _Toc125742687]External factors that determine the resourcing 
The external or PESTLE environment largely determines the roles or HR and the strategies of HR practices. 
Political: The political environment of the region or the country of operation determines the recruitment policies, equality, labour policies, and changes in HRM. For instance, major political changes or government can impact the organisational recruitment policies (Kalev, Dobbin and Kelly, 2006). Hilton was the first hospitality firm to join the U.S. Department of Energy's Better Climate Challenge in 2021, a national leadership project of organisations committed to lowering greenhouse gas (GHG) emissions, creating jobs, and supporting healthy, safe, and vibrant communities. Hilton, a Better Climate Challenge partner, has pledged to reduce managed hotel GHG emissions by more than 50% over 10 years (Hilton, 2020).These impacts bring a range of changes into the legislation of employment, necessitating the HRM to implement the consequences, adhering to the organisational goals.
Economic: The changes in both national and international economy has a direct impact on HR processes in staffing. For example, huge layoffs and furloughs have been faced by the hospitality business due to the Covid-19 led economic condition. The hospitality industry lost more than 47% of its employees in 2020, which has impacted the sourcing, as well as employee retention (Franck, 2020). On the other hand, stable economy, and its growth impacts positively. The rate of unemployment decreases, and general salary level would increase, which improves employee engagement. 
Social/cultural: The national culture and social factors such as traditions, values, and work-life balance influence the behaviours and attitudes of the HR management (Meyers, et al., 2020). The businesses need to consider the behavioural types, social values, beliefs, and culture while identifying HRM strategy in order to become stronger in corporate rivalry. For example, Hilton focusses on developing cross-functional teams by considering the cultural aspects (Bova, 2020). Also there project in India Mytrah Wind power created jobs in local community , fresh water supply in Rawanda saved people life (Hilton, 2020).
Technological: Changes and improvements in technologies may offer the HR managers to implement more accurate infrastructure for recruitment, training, evaluation, communication, and monitoring. Technological advancements could also help in accurate talent acquisition and management. On the other hand, technology can reduce the need for human involvement, thus reducing the labour requirements (Genc, 2014).  
Legal:  The HR management should be adopted to the legal requirements and regulations of the operating regions or countries. The HRM processes in different regions are dependent on the legal requirements and legislations (Stahl et al., 2020). For example, equal opportunity, employee wellbeing, etc., are mainly influenced by the legislations. 
Environmental: The environmental factor refers to the working environment or condition. The candidates are most likely to be attracted by the working conditions. Thus, the HR managers should aim at the attractiveness of their working environment and create selection strategy. This may involve the selection of right people for the right job, improving the benefits, creating a cooperative workplace to help employees with the dynamic requirements, offering benefits, rewards, and recognitions, etc. (Pawirosumarto et al., 2017). Comfortable environment, clear planning, development opportunities and flexibility are the examples of positive workplace environment to foster employee engagement.
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The internal features include the strengths and weaknesses of the organisation. The internal factors that affect the HR management in staffing and engaging the employees are as follows:
Brand image: Brand image is an asset of any organisation, which creates attractiveness for the candidates (Acikgoz, 2019). Good brand image is a strength of the business, which fosters good public relation, high customer satisfaction, job satisfaction, promotion, and remuneration (Davies, Mete and Whelan, 2017). Hilton is one of the largest hotel chains in the UK, which provides huge opportunities to its employees.
Organisational objectives and strategies: A company's values, regulations, sectors, or simply its perspective must be reorganised as part of its organisational plan. Organisational plan execution labours should be reinforced by a company's HR policies. As a result, the HRM's subfunctions of screening, acquisition, skills development and advancement, performance evaluation, and incentive should be suitable to the corporate objectives (Meijerink et al., 2020).
Size of the business: The size of the business determines the management style, and its HR activities. The Business size can be determined by the annual revenue, the number of employees or production. Large businesses should incorporate various pioneering HR approaches. Furthermore, giant firms frequently experience new developments or inventions in procedures due to their knowledgeable, skilled staff, extended corporate prospects, and sophisticated principles (Genc, 2014).
The current section has explored the key factors that could effectively impact the HR activities for determining the strategies for staffing and employee engagement throughout the employee lifecycle. The overall employee lifecycle is impacted by the economy, national and organisational culture, political status, social obligations, workplace flexibility, remuneration, job satisfaction, organisation brand image, business size and the organisational goals.
[bookmark: _Toc125742689]Role of HR in engaging the employees 
In this section, the role of HRM in engaging the employees will be discussed. The correlation among employee engagement, HRM activities and competitive advantage will be explored, which fosters organisational growth.
Work functions as an influential aspect for individual wellbeing (Demerouti et al., 2017). Therefore, the importance of hiring, training and development, promotion and other HRM activities for employee wellbeing are emphasised for job satisfaction and productivity. Highest standard under the HRM perspective, a specific set of HRM practises is expected to assist firms in establishing a competitive edge globally, that might demonstrate the link between HRM and organisational efficiency (Elrehail et al., 2019). Effective HRM measures should allow staff to complete morally and to the highest of their aptitudes at workplace, which is a sign of satisfaction. HRM plays a noteworthy role in endorsing employee engagement at the personal and corporate levels. Highly competent workers look for positions more frequently where there are obstacles, opportunities for career advancement, and engagement-friendly environments (Aybas and Acar, 2017). For example, in the Hilton hotels, the HR management introduced a three-day program called Hilton Immersion Experience. In this program, the senior executives and board members conduct front line jobs such as guest checking-in, luggage carrying, handling complaints, and cleaning rooms. This has helped the senior executives to engage with the employees, and understand how their staff faces different challenges, how they feel, and required improvements (Brownlee, 2019).
The HR management fosters employee engagement throughout the employment lifecycle. Different activities in different levels of employee lifecycle are determined by the HRM (Saks and Gruman, 2017). The processes include workforce planning, recruitment and hiring, succession planning, career development, managing compensation and incentives, performance management, learning and development, and feedbacks. Workforce planning includes scheduling, allocating the employee resources and budgeting, which allows the engaged employees to appropriately use those resources for elevated efficacy (Doz, 2020). Talent acquisition through recruitment and hiring ensures that the right talent is hired for the right job. Career development involves the career planning based on the skill, which empowers the employees to actively engage in their individual development. Compensation and incentives motivate the employees with rewards and monetary remuneration. This helps engaging the employees through fair, equitable and a consistent manner of motivation (Calvin, 2017). 
Considering the processes and employee engagement efforts conducted by the HRM, it can be said that HR in an organisation plays a crucial role for engaging employees effectively. The HRM processes plays the fundamental responsibility of employee engagement.
[bookmark: _Toc125742690]Team engagement 
In this section, the strategies of employee engagement and the advantages of engagement will be explored with the theoretical understanding of Moslow’s hierarchy of needs.
The key strategy to engage employees include communication, fostering cooperative workplace environment, motivation, creating job satisfaction, and flexibility (Osborne and Hammoud, 2017). The most powerful driver for worker engagement is the sense of being esteemed and included in team. Workers have a greater relationship with the managers, are tend to show higher level of commitment and engagement. Developing a robust communication between the team members enhances collaboration and cooperation, thus, engaging the employees more effectively (Kim et al., 2017). 
Retaining an engaged workforce is essential for the company's sustainability and efficient operation in the current market, where there is intense rivalry (Karatepe et al., 2020). Employee engagement improves the workplace culture, fosters productive interactions among fellow employees, and results in professional fulfilment which not only helps to perform job more efficiently but also increase the company's production and competitiveness. Elevated levels of engaged employees improve stakeholder value, build customer trustworthiness, and aid organisations to retain their finest staffs (Osborne and Hammoud, 2017). Therefore, the managers should recruit, develop, and retain the employees for long term organisational success. This is accomplished in six stages involving Attraction. Recruitment, Onboarding, Development, Retention, and Separation (Cattermole, 2019). 
Attraction: To attracting new talents by setting a unique standard that distinguishes the organisation from the rivals. Commitment, cultural values, fostering openness are the key aspects of creating attraction (Alduayj and Smith, 2019) 
Recruitment: Appropriate candidates for the suitable jobs should be selected. Avoiding bias and more investment in hiring provides the opportunity for implementing the skills (Cattermole, 2019). Hilton uses new technologies for recruitment. Online video interview significantly reduced the recruitment cycle from six weeks to just five days (Bersin et al., 2017).
Onboarding: It needs to help the new employees to start working with comprehensive trainings and agenda to start. LightStay is a comprehensive platform in Hilton’s ESG (Environmental, Social and Governance) strategy. All managers, engineers and team members are trained under LightStay (Hilton, 2020).
Development: Opportunity for growth and development must be provided to the employees to ensure retention (Cattermole, 2019). Through the Immersion Experience program, significant employee development opportunities are provided at Hilton (Brownlee, 2019). Hilton offers great career development opportunity through Hilton University, Skillsoft, and best-in-class learning via eCornell (Hilton, 2020). 
Retention: The management should be transparent to maintain a trustful environment as well as provide flexibility for job satisfaction and employee retention. The Hilton Immersion Experience program has helped the HR management to boost employee morale. When the employees see senior executives working beside them and the management is serious about their wellbeing, they are motivated and retained (Brownlee, 2019).
Separation: The HRM should support the employees’ decision of retirement, taking leaves or pursue other opportunities. HRM should separate them gracefully through exit interviews (Cattermole, 2019).
[bookmark: _Toc125742691]Maslow’s Hierarchy of Needs
Five hierarchical needs are proposed by A. H. Maslow, which entails the fundamental demands of people at different levels. According to the theory, one only feels the need for the next demand when the previous one is fulfilled. In order to be satisfied, all five needs should be fulfilled hierarchically (Jerome, 2013). The needs are:
Psychological: The basic needs of the employees such as money is provided. However, without job satisfaction, onboarding process and motivation, they would not be engaged (Benjamin, 2020). For example, I could provide them adequate training, and recognise their capability to offer the wages.
Safety: When the psychological needs are no longer controlling the employees, the needs for job safety, support, collaborative working condition are required for effective engagement (King et al., 2020). The employees could be provided with adequate safety needs in the hotels, such as emergency response plan, surveillance, as well as job security.
Belongingness: After fulfilling the previous needs, the employees must feel comfortable in the workplace (King et al., 2020). They should feel that their qualities are recognised and valued. The team members should be valued for a decision making. Through the employee engagement programs, such as LightStay, and Immersion Experience, employees feel that they are a valuable part of the company.
Esteem: At this level, the employees feel that they are an important part of the company. They need respect from others, and grow self-confidence to feel valuable in the workforce (King et al., 2020). For example, I should recognise the efforts of my team members to motivate them with rewards and praises.
Self-actualisation: After the fulfilment of all four needs, the final stage develops the sense of highest engagement. The employees at this stage looks for challenges and innovative solutions, motivate others and discover their individual strengths (King et al., 2020). The employees could be offered with more difficult responsibilities to encourage their innovative abilities.
Hence, in the hierarchy of needs, people are motivated and more engaged when they are moved towards the peak, and becomes disengaged and demotivated when moved towards the bottom of the pyramid.
[bookmark: _Toc125742692]Conclusion 
The essay aimed at exploring the importance of employee engagement and demonstrate the role of HR to engage employees. The key points such as internal and external environment, its influences, team engagement, the roles of HR management, and Maslow’s model has been considered for the study. Considering the analysis, it can be concluded that the significance of effective engagement is undeniable for the hotel businesses, as it helps improving efficacy, productivity and contributes to customer satisfaction. However, there are several obstacles, which should be mitigated. The HRM should always realise that the employees are the most important contributor for achieving competitive advantage. Thus, they should practice flexible operations to improve engagement and attract new talents.
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