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Introduction
	Any organisation's human resource management (HR) department plays a significant role in employee engagement by effectively managing the employee lifecycle, which includes attraction, recruitment, onboarding, development, retention, and separation (Rosethorn, 2016). Employee engagement and retention specifically refer to HR ensuring the workforce has the right tools, skills, expertise, environment, and working conditions to execute their jobs. In addition, HR professionals are believed to play a critical role in training and developing on-boarded employees so that they attain task performance and generate opportunities to promote to senior-level positions (Prathima et al., n.d.). 
	Therefore, the main focus of this essay remains on investigating how the HR department engages employees through employee engagement models and theories, which leads to improving the employee lifecycle stages within large hotel organisations. The arguments are also supported with real-life examples of business organisations in order to analyse the practicality and efficiency of applied employee engagement and lifecycle management models (Mycroft, 2018). 
Discussion and analysis
	The HR professionals of the hospitality sector start the employee engagement process by effectively implementing attracting employees based on their needs and preferences. The HR professionals of the hospitality sector specifically underpin the Maslow theory of motivation to understand the needs and preferences of the employees so that sufficient measures can be taken accordingly (Kraneis, 2022). The employee engagement process starts with the first step of the employee lifecycle, which is Attraction. Engaging employees at this stage of the lifecycle is to enhance brand awareness, eliminate the biasedness and be recognised as an equal employment opportunity provider, and contribute to social employment creation (SIGMIREAN, 2020; Ali, 2022).
	


 	This is in line with the Job Characteristics Model of an employee engagement, which says that large hotel organisations' HR professionals must employ feedback, autonomy task significance, and performance reviews to engage employees at the attraction phase of the lifecycle. The model also specifies that HR professionals in the hospitality industry must employ executives to take follow-ups from the shortlisted candidates, providing those updates related to the hiring process and calling for interviews once shortlisted (Nikita and Velicheti, 2022). This keeps potential candidates engaged with the prospective employer and keeps them aware of their selection process. As an HR manager at a large hotel organisation, I would engage and attract potential candidates by creating an effective employee value proposition (EVP) program by communicating job benefits and career progression paths in the job advertisement. This would allow me to communicate organisational values and prospects offered to potential candidates attracting and engaging them in the hiring process. For instance, Hilton Hotel has reduced these stages by introducing digital initiatives such as an employment portal where candidates can check their application status and interact with HR professionals (Başaran, 2021). 
	In the second stage, Human Resource Professionals of the hospitality sector play an active role in the recruitment plays an active role in the Recruitment process for attracting talent by screening profiles and shortlisting for preliminary tests and interviews. It also refers to the phase of the lifecycle where employees have a closer look at the company and decide if the company or job they are applying for is a good fit for them (Mirza, 2016). The advantages of engaging candidates at this stage are that it allows them to communicate about corporate culture to prospects, HR policies, and functions so that candidates can build a perception about working processes, and eases subsequent stages of the hiring process for the candidate such as interview process, and onboarding (Lipson, 2021). The engagement process can effectively align with Human capital Theory (HCT). As per the theory, HR professionals must employ initiatives to keep job descriptions realistic and straightforward, prepare job-based technical questions for interviews, and limit personal questions. 
 	


 	For example, HR professionals of hotels like Ritz London only employ unbiased interviews processes and allow questions focused on the candidate's academic skills, expertise, and experience to gauge whether their skills match job responsibilities and requirements. This is because asking irrelevant questions and unrealistic job descriptions lead to the candidate's repulsion rather than attraction (Nayak et al., 2020). So my engagement strategy at the recruitment stage, being an HR manager at a large hotel organisation, would be to conduct a preliminary interview on Skype or phone call to identify plans, career objectives, and expectations from the potential candidates so that I can decide if the candidate is ambitious, and holds a desire to be successful which is mandatory for organisational performance. In addition, I would also invite them for a physical interview and preliminary test and keep candidates updated with the hiring process and their application status to keep them engaged throughout the process.  
	Moreover, HR professionals of large hotel firms also play a critical role in the third phase of the employee life cycle, which is Onboarding, and keeps employees engaged during this process as this stage is mandatory for building a first impression about the company’s working process, values, norms, and leadership and management styles (Albrecht et al., 2015). Onboarding denotes sharing and communicating the nuances of the new position of the employee, handling administrative tasks, and introducing them to the organisational culture (Rantamäki, 2022). The engagement at this stage can be effective by coaching the incumbent and training them after conducting a short-skill analysis (Saxena et al., 2022). 
 	As per my potential measures at this lifecycle phase, I would be conducting skill assessment and skill gap analysis to analyse the strengths and weaknesses of the employees. It would allow me to analyse which candidate fits per their current skills so that conflicts related to task assignment and allocation can be managed effectively. Then I would arrange periodic training and workshops to allow employees to enhance their skills and progress in leading positions. 
 	In addition, the hospitality sector usually utilises the four C’s onboarding employee engagement model based on compliance, clarification, couture, and connection. The proposed model allows HR professionals working in the hospitality sector to train employees on the basic rules and policies of the organisation (Connery, 2022). Clarification includes new employees understanding the job responsibilities at the hotels by sending new workers to their respective department heads for departmental introduction and a combination of responsibilities to all new staff department-wise for specifically understanding the work process of each department (Cattermole, 2019). Finally, culture allows one to learn about facilities, working norms, and process and chain of command to be followed by every incumbent, eliminating chances of conflicts and disputes in the future. For instance, Brown’s hotel provides a tour to its new employees for every facility and department to understand the work process and the “who reports to whom” channel effectively (Achievers, 2022). 
	The Retention stage is the next phase of the employee lifecycle in large hotel organisations. This stage is considered as most significant as employee turnover is extremely high in the hotel sector, which is 73.8% as per the survey conducted by the Bureau of Labour Statistics published in Hotel Management (2016). Mycroft (2018) argues that retention allows large hotels to increase the workforce's loyalty, reduce rehiring, training, and development costs, and improve customer service due to the retention of experienced employees. As an HR professional at a large hotel organisation, I would start an employee of the week program with small monetary incentives and voucher-based prices. 
 	Similarly, in response to this, hotels like Hilton and Ritz have also developed a comprehensive remuneration package, which is the main factor in engaging employees and retaining them in the long run (Ma, 2021). Therefore, HR professionals of these hotels have designed packages based on basic salary, medical coverage for self and dependents, life insurance, paid leave structure, and performance bonuses. In addition, Nikita and Velicheti (2022) argue that the hospitality sector is required to work in shifts due to guest inflow. Thus, these hotels also pay shifts allowance for workers working at night. This allows them to engage their staff and ensures retention. Furthermore, the strategy is in line with Maslow’s hierarchy of need theory which says that after fulfilling basic needs such as food, water, and rest offered through basic salaries and paid leaves, individuals seek safety and security (Nikita and Velicheti, 2022). 
 	This is fulfilled by the provision of health and medical coverage. Secondly, the theory says that an individual also seeks psychological needs such as belongingness. Thus HR managers of large hotel organisations conduct periodic performance award ceremonies and acknowledge the efforts of the staff of the month (Mycroft, 2018). This is the second most important motivational factor per Başaran (2021), which eventually develops a sense of belongingness, and employee is kept engaged and retained in the hospitality sector in the long run. 
The next stage is also important in terms of employee engagement and retention in the long run: Development. The development stage of the employee life cycle includes everything that helps your employees mature within the hotels, from advancing their careers to learning new skills (Green, 2020). However, large hotel organisations, where many new and old workers work, cannot be trained and developed by offering face-to-face training secessions. Therefore, HR managers of large hotel firms must employ technology like Learning Management Systems (LMS), which keeps employees engaged by learning new customer service, technical, managerial, and leadership skills important for their career advancement in the hotel organisation (Green, 2020). My strategy would be to innovative. I would contract with training institutes for hotel management which would arrange training programs for my workforce based on their weaknesses and skill gap. This would allow my entire workforce to enrol and develop new skills, helping them take leading and decision making positions and advance their careers.   
For instance, Mantis Draycott Hotel arranges periodic training seminars for different hierarchical levels. For instance, managers are trained in leadership skills such as conflict management, negotiation, and stress management skills to secure leading positions, executive or labour-level staff is provided with training and managerial skills, and administrative and housekeeping staff is trained for customer service training to get promoted to supervisory and material level positions in their respective departments (Prajapati and Pandey, 2020). Deployment of these activities keeps employees engaged throughout the operational year and develops a sense of being valued, and allows their professional and personal development, which further develops a sense of self-actualisation and achievement of full potential, which are core needs of individuals under Maslow’s hierarchy of need theory (Lipson, 2021). Besides, as the hierarchy of large hotel organisations is too wide and broader due to the huge number of departments and workforce, the HR department of large hotel firms must organise promotion ceremonies and short-certificate courses. It is followed by certificate distribution ceremonies held periodically, ensuring the rapid professional development of the workforce and keeping them engaged with the organisation (Albrecht et al., 2015). 
Separation is also an important stage in the employee lifecycle. It does not always have to be negative, but it should be a memorable and learning experience for both employee and employer. Therefore, helping employees to take the next step in the off-boarding process with dignity and confidence is important (Saxena et al., 2022). Therefore, Human Resource managers of large hotel organisations arrange exit interviews first. This keeps employees engaged even in the last days of the organisation (Achievers, 2022). The main advantage of this engagement strategy during the separation period is that it allows managers to identify causes and reasons why an employee is leaving the firm. The hotel needs to identify the weaknesses and factors causing employee turnover so rectification measures can be taken to control turnover (Connery, 2022). Rational choice theory (RCT) also allows individuals to make informed decisions for themselves in a given situation. Thus, if the employee believes that they can attain their expected career objectives in other firms, they can depart from their existing employer, and the HR department of hotel organisations must employ measures to make the experience memorable and based on trust and confidence (Connery, 2022). 
Similarly, being an HR professional at a large hotel organisation, I would introduce a neutral panel to conduct an exit interview with the worker to discover the reasoning for leaving the hotel. In addition, the neutral panel would furnish a transparent report identifying any workplace loophole resulting in employee separation so that future separations can be prevented. 
Conclusion
 	The findings of the essay summarise that the advantage of employee engagement at each employee lifecycle stage in the large hotel organisation is making ensuring a positive experience of recruitment and onboarding, and retention. Positive signifies that the HR function of the hotel can recruit skilled and qualified talent for the firm through engagement activities and develop them to ensure career progression, which improves retention of hired workers for the long term. Furthermore, as a major benefit of employee engagement, it is found that hotels can reduce employee turnover and reduce rehiring, training, and development cost to maintain market reputation. 
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