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By definition Human Resources management is the strategy that any employer puts in place for there employee. The HR role is to respond to employee needs/demands, expectations responsibilities, and resources for a better employee and team engagement, deal with recruiting, selecting, and training. Manage redundancy, industrial and employee relations, payroll, disciplinary procedures, record keeping of all personal data, compensation, incentive programs, career development, confidential advise to internal “customers in relation to problems at work, to employee performance evaluation assessment, management. Dealing with absences, well-being and engagement overall. (CIPOD,2023)

By definition Employee engagement is a human resources (HR) concept, this calculates the amount of commitment and passion an employee has for its company. The employee engagement approach in the hotel industry of human resources (HR) connects with how much dedication an employee has to their jobs and duties. (Smith, 2020) “This is about how we create culture where employees can give more capability and potential” as stated by David MacLeod, 2021)

 Employee engagement practise is participating being available, taking time/care with one another, being present in meetings, surveys, conferences, briefings, being given opportunities/chances within the company to develop make improvements for the employee’s future career in mind, having good communication systems were both parties are able to respond, giving regular feedback being critical were needed but also too boost confidence when the employee has gone above beyond their ways to support the company.  Allowing time off for employee to refresh themselves with guidelines/procedures setting them up for success, giving opportunities for training programmes to help them further develop. Encouraging engagement by setting up recognition reward schemes for them to grow within the company.“Take care of your Employees and they’ll take care of your Business” As stated by Richard Branston Founder of the Virgin Group Company. (B Sotoohi, 2018) This concept should be at the heart of all organisations it matters a lot for all employees to be taken care off. (Armstrong et al, 2020)

Looking at the real world examples of employee engagement the Marriot Hotel engagement survey shows a positive response from staff showing 77% of staff are given opportunities within the company to advance take more responsibility by participating in learning/development programmes to further enhance their position within the company. E Williams (2019).  

Employee life cycle is a model that is applied to recognise/communicate different significant points, an employee experiences.  Employee life cycle is broken into six various categories, this includes: the first process: “Attraction” this is how companies engage to attract the employees on the first stage, this includes the employee being invited/selected through the advertisement process. Companies can carry out there research and do this in various ways to impact different generations to get the best access to all future employees, through using a socialisation models which includes the process of pre-arrival (this is before new employee joins organisation) if engagement is appealing enough there is a huge outcome of productivity, commitment,  and high turnover if the correct employee is selected through this stage of the life cycle. (Robbins et al,2017)

The second process of the employee life cycle is “Recruitment” this stage begins with managers making the correct decisions to shortlist- interview and select the correct candidate. The potential employee is required to communicate their experiences and qualifications, they may be examined and questioned, the candidate will need demonstrate their abilities and if successful the employee may be selected to join the company. The employee may be required to go through mandatory induction or training process to help them become ready for the job. This stage is also important as depending on how they are approached and treated may be the effect of their image of the company from the get go, therefore good engagement is required throughout. N Hoyne, (2022)

The Third stage is “Onboarding encounter stage – the socialisation process in which a new employee see what the organisation is really like and can confront the possibility that is expected of themselves. At this stage they will get on board, managers should engage and encourage the new recruited employee to feel supported, give them the chances to express their views and opinions and clarify anything they may be unsure about to get the best out of them,  there should be systems in place for, it will go along way, not only benefit the employee but is also building the steps for a successful company. A.S.Williams, (2021)

The fourth process is developmental stage, throughout this stage it is important for the employer to engage and have extra Metamorphosis encourage support employee to reach to a higher level and maybe a better role and grow within the organisation, giving them the correct tools, and showing them their talent to help them in achieving this, extra guidance & socialisation will encourage the employees to make changes, adjust to the work, group and organisation and thrive to succeed. “Nothing shows a company cares for its staff more than investing in their training and development to further enhance their career.” (M Schrage et al, 2020, pg12)

The fifth process is Retention stage: this is a crucial stage it is important to engage effectively so that your employee will not leave, having extra conversations, providing good facilities, resources, and giving the correct support needed for your employee, show good values & practises within the company it will pay off and build a better bond between employee and the rest of the team within the company. If employees are not engaged through this retention stage it may be a trigger or the reason for them to leave. Researched carried out shows that the great resignation is growing, and its starting to happens more often according to Gallup research 18 percent of employees are trying to modify and look for better chances from their company. This means a lot of companies are having to employ new staff, and having to re-train and re-engage making situation worse costing the company time & more money. (Cohen et al.2021) 

The sixth process is the separation stage this is end of an employee stage of employment,  i.e. through the employee moving on or through retirement etc. It is vital at this final stage that managers do not let go easily and still continue to engage until the last day, giving them the best send off to leave a great impression on the company, managers should give a positive off-boarding and make the leaving employee still feel supported. The departure of the leaving employee should be so positive i.e. keeping their contact details, emails continue to invite them formal and informal functions, reach out when recruiting new roles ask them for their opinions, all this will enable them that if they ever decide to come back they will feel comfortable enough to be able to return to the organisation. On the other hand the separation stage does not just affect the leaving employee but the remaining ones as well, it will enable them to see how you have respected and valued this employee whether it be them retiring or moving on. J Beardwell et al (2017)

There are different levels of engagement, positive engagement empowers both the employee and employer it enable them to work together as a team in harmony, according to the Gallup research 2023 the advantages of employee engagement includes: “147% of companies in engaged workforces outperform competitors in earnings per share, 28% in shrinkage (theft) 20% increase productivity sales and 23% in profitability, 41% reduction in employee absence, 10% increase in customer ratings. (Gallup.com 2023) However 65% of employees are still disengaged despite company spending so much money on employee engagement this could be due to timings or tone of voice. According to Forbes 2022, disengagement has many disadvantages this includes the effect of communication and the real link between employee and employer relationship. It has negative impact on the employee making them feel less passionate, insecure, less confident in their role within the organisation. Disengagement within a company is a loss because the loss of profit, money, and time, whereas positive engagement will be more profitable improve customer service skills, save money on recruitment and training. (J Kelly 2022)

There are various different tools and resources theory models companies have access to, this will improve employee engagement within the organisation whether they choose to use them or not. Looking at AON Hewitt Model of employee engagement concentrates on business outcomes and the goals are constructed by “say”  “stay” “strive”. However The Abraham Maslow’s Hierachy of needs is constructed into five different levels to motivate and understand the human behaviour, it starts with physiological( basic needs for anyone to survive), the second level is safety/security (once bare needs achieved the security of employment to continue). The third level is love & belonging (feeling of acceptance, belonging and feeling valued). The fourth level is esteem (receiving confidence and a boost, given recognition and acknowledgement. The Final level is self actualisation – being fulfilled and reaching your potential. (E Goodman et al, 2015)

The Zinger model of employee engagement this is a pyramid of blocks that include symbols and signs created by David Zinger, the objective is success is achieved when you concentrate and focus on ten blocks of employee engagement.
T Claydon & J Beardwell (2010) 
 
According to the institute of employment studies report 2023, the IES engagement model is a strong system to help employees feel involved engaged and valued it was developed 20 years ago in 2003, and its outcomes have been positive, especially during the COVID 19 pandemic were employees were isolated and instructed to work from home. Guidelines and situations had changed. This is more than ever were extra supervision was required from employer to help retain employee through other methods of employee engagement, i.e. via email, regular updates through online meetings and still make the employee feel they are important and not forgotten about just because they work remote from home. (Valamis Group,  2020)

There are advantages and disadvantages to each model the Zinger model is based on only symbols and terminology it is not simplified compared to the IES model, which is easier for everybody to understand as it is written in clear words. On reflection if a business is to be moving more quickly probably Zinger model not best suited. D Robinson et al/ IES report, (2004) Looking at the hotel industry from research it shows that some of them use there own models for example a good practise that Premier inn carry out to encourage their Employee’s is to take part in a successful reward scheme titled “Key to Success” this is carried out by there win card bonus system.  Employee Engagement is monitored as part of the win card programme. There is an engagement survey done every year with an analysis of the outcome of the rewards given to each and every single employee that had taken part of the employee engagement reward scheme.  “The company believes it provides employees with a great place to work with a great team around.”All of these measures is highly beneficial to the company.  Whitbread PLC, (2018)

HRM Academy (2021) states that internal and external environmental concepts of HR  role within the contemporary organisations is important. To define and distinguish between both is that internal=is known as the company environment and anything that belongs within the organisations culture the member of the company even. On the other hand external is actually the environment that exists outside within the organisation. With both environments there are reasons that can effect performances. Within external environmental triggers includes demographic-sociocultural -technological-legal and global. There are also many internal issues but to give a specific example for a disadvantage in environment is that it is more micro it usually has engagement/ communications with employees, suppliers, customers, competitors, everything is becoming more virtual meetings and communications are held through these technological advances when it works it is great but when there is fault e.g. a connection fail it can make a whole meeting and communication collapse. Some organisations only advertise, market and sell their business through the internet or social media. Giving an example from the hotel Industry Premier inn only sell there rooms through there online booking system, if there was a technological error then it can occur a loss as some customers prefer face to face sales. Whitbread plc (2018) To analyse companies need to consider there approach and techniques when it comes to these internal and external factors and what will improve better engagement. 

Overall looking into at the future of Human resources, things are changing, generations, trends and technology is evolving there be will lots of advantages and disadvantages to this as Beardwell quotes as: 

“There are changes to the nature of work and organisations as a result of social progress, technological development, economical/political factors, they are likely to trigger a need for organisations to train/ develop employees to ensure effectiveness, quality and competitiveness. Attention to HR development also plays a key role in attracting and retaining talent and ought to be a critical pillar of HR strategy in organisations operating in the public and not for profit sectors.” Beardwell et al (2017) pg214
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