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Title: How to retain and engage employees throughout the employee lifecycle
Over 100 countries are served by TUI Group. TUI Group, an industry leader, understands the significance of employee retention and engagement for competitive advantage. In a seasonal, high-turnover sector, maintaining great people may be difficult. TUI Group uses personnel management and engagement tactics across the employment lifecycle to manage their employees. Attraction, recruiting, onboarding, career development, and offboarding. These initiatives recruit, retain, and develop qualified individuals who share the company's values. "Employee lifecycle" and "talent management" are important concepts in this article. "Engagement" is building a pleasant work culture that inspires individuals to perform well.
This article examines TUI Group's personnel management and engagement activities across the employment lifetime. It will also evaluate TUI Group's plans against industry best practices. The article emphasizes the advantages of engaging and keeping tourism personnel while connecting people management methods with business objectives and values.
In the tourist business, where talented and motivated personnel can make all the difference in offering exceptional client experiences, the role of human resources in talent management is vital (Mooney, 2020). Managers of human resources are accountable for locating and cultivating high-potential workers inside a business, as well as providing those workers with the resources they need to thrive in their positions. Enhanced productivity is one of the main outcomes of well-executed personnel management. Companies that invest in their employee’s professional growth and development see gains in productivity, mistake rates, and customer satisfaction (Oviedo-García, González-Rodríguez and Vega-Vázquez, 2018). More than that, it may aid in lowering employee turnover, which is especially useful in sectors like the tourist industry where keeping a talented workforce is crucial to success.
The company's values and objectives should inform the company's approach to talent management. Human resource managers, therefore, need to collaborate closely with other teams to ensure that their efforts further the company's overarching goals. TUI Group's people management program, for instance, should place a premium on identifying and cultivating individuals who share the company's value of sustainable tourism and who possess the necessary skills and expertise to help the company achieve its stated goals.
TUI Group prioritizes HR. Training and development programs ensure that employees have the skills and information needed for success (Oviedo-García, González-Rodríguez and Vega-Vázquez, 2018). TUI Group's "Talent Factory" program offers a choice of career paths and ongoing training to help employees attain their full potential.
Better employee management may enhance morale and productivity. Appreciation and a sense of ownership make employees more inclined to remain and perform well. The company's bottom line and customer happiness may increase.
Finally, talent management is crucial to tourism HR management (Ramseook-Munhurrun, Seebaluck and Naidoo, 2015). By developing and retaining its finest employees, the TUI Group boosts productivity, reduces turnover, and creates a pleasant environment. Talent management must match the company's values and objectives to ensure everyone is working toward the same goal.
TUI Group, like many other companies in the travel sector, recognizes the importance of attracting and retaining talented employees. TUI Group uses a number of methods aimed at recruiting and choosing the most qualified people to build a strong talent pool.
Employer branding is one method of attracting and retaining top talent since it emphasizes the good aspects of an organization's culture, values, and working conditions. TUI Group's employer branding campaigns highlight the company's dedication to diversity and inclusion, employee development and training, and environmental responsibility (Shalbafian and Zarandian, 2019). TUI Group hopes to recruit the best and brightest people who believe in the same things and have the same vision for the firm by emphasizing these distinctive features. Making the application process enjoyable for potential employees is also critical. TUI Group places a premium on this by giving candidates regular updates and making job descriptions as straightforward as possible (Thompsen, 2019). Applicants may now easily check the progress of their applications and get timely information thanks to the Applicant Tracking System recently established by the organization. TUI Group hopes to stand out from other tourism-related companies as an employer of choice by providing an exceptional applicant experience.
New hires have a far better chance of assimilating into the company's culture and succeeding in their jobs if they get the guidance and information they need throughout the onboarding process (Thompsen, 2019). TUI Group has developed a thorough onboarding approach to ensure that all new employees have a favourable first impression and are prepared for long-term success with the company. TUI Group's onboarding program introduces new employees to the company's culture, values, and mission statement, among other essential elements (Sharpley, 2020). Information regarding the company's goods and services, as well as its structure, policies, and processes, are all covered in depth throughout the course. We also provide customized training and development to assist our new hires’ success. TUI Group also pairs new hires with mentors to aid them through onboarding. This ensures that new recruits have a familiar face to meet them and contact for early concerns. To make sure new recruits are adjusting smoothly and their requirements are being addressed, the onboarding program also involves frequent check-ins and feedback sessions.TUI Group's onboarding approach places a premium on these factors to guarantee that all new hires feel appreciated and supported from day one (Sharpley, 2020). As a result, productivity and employee satisfaction rise, and the workplace becomes a more pleasant place to be.
TUI Group invests in its workers' professional and personal growth to maintain its position as a market leader in the tourism business. This helps them succeed and contribute to the company's growth. Providing workers with continuing training and development opportunities is one way TUI Group strives to help them learn and advance in their careers (Vanegas, Gartner and Senauer, 2015). TUI Group provides staff with a variety of training opportunities to help them learn new skills and improve their existing ones.. Another program that helps workers achieve their full potential is called "Talent Factory," and it's offered by TUI Group (Vanegas, Gartner and Senauer, 2015). TUI Group also promotes overseas assignments and employment rotation to increase cross-departmental communication and cultural understanding. These types of programs provide workers with a chance to learn about new sectors of the company and obtain practical experience. In addition to these initiatives, TUI Group places a premium on conducting regular performance evaluations and feedback sessions with workers to provide them with the opportunity to discuss their professional development with their supervisors and get constructive feedback on their work (Wolf et al., 2019). TUI Group shows it cares about its employees' future success by providing such training and development opportunities. As a result, the firm is able to keep its best employees and stay ahead of the competition by investing in the growth of its skills and expertise.
Employees in the tourist business experience long hours, high stress, and seasonal work, all of which contribute to the industry's retention problem. However, TUI Group has adopted a number of measures to address the difficulty of keeping qualified and engaged employees. Building a pleasant workplace culture that encourages and supports employees' health and happiness is a powerful retention tactic (Woo, Kim and Uysal, 2015). The TUI Group is committed to fostering a healthy work-life balance by facilitating a variety of work-from-home options, supporting employee wellness programs, and encouraging group bonding events. Equally important to the organization is making sure that all of its workers feel like they belong there, no matter who they are or where they come from. TUI Group also hosts frequent town hall meetings, suggestion initiatives, and social events to encourage participation from its staff. According to the company's employee engagement survey, these changes have increased job satisfaction and reduced turnover (Woo, Kim and Uysal, 2015). TUI Group also shows its dedication to its employees by providing them with extensive career development programs and performance-based rewards (Alarcón and Cole, 2019). The corporation provides its employees with generous benefits and pay, and it consistently acknowledges and rewards superior work. TUI Group has been successful in maintaining top personnel by meeting the difficulties of retention via the provision of a conducive work environment and culture and the provision of competitive remuneration and benefits packages (Bloch, 2017). Furthermore, TUI group guarantees that its workers are both motivated and dedicated to contribute to the success of the company by giving chances for employee involvement and progress.
Careful management is required throughout the offboarding or separation process since it is an integral part of the employment lifecycle (Brown and Osman, 2017). TUI Group understands that offboarding may have an effect on present workers, potential hires, and the company's image. To ensure a smooth transition for all parties, the organization has implemented best practices for offboarding workers.
During offboarding, it is important to keep departing workers informed about the next stages in the process, as well as any necessary documentation or deadlines (CHRISTIAN, 2015). When an employee leaves TUI Group, they are provided with comprehensive information on their benefits, last payment, and any other matters pertaining to their employment.
TUI Group also uses exit interviews to learn more about why workers are leaving and how they felt they were treated while they were there (Dashper, 2018). TUI Group uses data to improve its rules, processes, culture, and management practices. When an employee leaves, they are given access to career transition options to facilitate a smooth transition and demonstrate the company's commitment to their professional development. TUI Group's offboarding process exemplifies the company's dedication to these core principles throughout the entire employment relationship (Dashper, 2018). TUI Group takes offboarding seriously and uses best practices to make sure leaving workers are treated with respect and gratitude for their time and effort. When it comes to present staff, potential new hires, and the company's image, this method may assist lessen the blow of a leave.
Talent management and engagement may boost TUI Group team and organizational performance. TUI Group improved numerous indicators by investing in staff development and retention. First, talent management and engagement have improved productivity (Ferguson and Alarcón, 2014). Employees gain confidence and expertise through continuing training and development. This boosts organization-wide efficiency and production. Second, TUI Group's talent management has increased profitability. Retaining competent and experienced workers decreases recruiting expenses and company disruption (Jovanović and Ilić, 2016). TUI Group can also boost sales and profitability by fostering a good workplace. Third, talent management and engagement improve customer happiness. TUI Group understands that staff engagement drives consumer satisfaction. Satisfied and engaged staff are more inclined to go above and beyond to serve consumers, which increases loyalty and favorable word-of-mouth marketing. Finally, these methods may strengthen company teams. Talent management may develop a culture of cooperation and teamwork and increase departmental communication. This improves problem-solving, inventiveness, and performance.
In conclusion, effective personnel management and engagement initiatives improve team and organizational performance at TUI Group (Figueroa-Domecq et al., 2015). TUI Group boosted efficiency, profitability, and customer pleasure by emphasizing staff development and retention. Any company wanting long-term success should prioritize people management.
Tourism organizations have embraced personnel management and engagement best practices to boost employee happiness, retention, and performance. Some examples Like 
Marriott International, the corporation offers leadership and online learning programs to its workers. Data analytics helps them measure employee engagement and improve.
Hilton Worldwide, benefits include health and wellness, retirement, and tuition reimbursement. Their unconscious bias training and Women's Leadership Program promote diversity and inclusion. Four Seasons Hotel and Resorts,the organization uses surveys and feedback to boost employee engagement. Their "Pathways" program offers professional growth and excellent pay and benefits. TUI Group outperforms them in various categories. TUI Group's "Talent Factory" program offers customized career development and promotes work rotation and foreign assignments. "Better Holidays, Better World" promotes sustainable tourism at the firm (Khoshkhoo and Rasool, 2020). TUI Group supports employee well-being via flexible work options and work-life balance.
TUI Group can also enhance talent management and engagement. Hilton Worldwide's extensive and comprehensive benefits packages may benefit TUI Group. Like Four Seasons Hotel and Resorts, TUI Group might boost employee engagement through frequent surveys and feedback.
Performance management is another people management strategy TUI Group can enhance (Khoshkhoo and Rasool, 2020). TUI Group values continuing training and development, but it might enhance employee performance monitoring by using data.
Finally, TUI Group may learn personnel management and engagement best practices from other tourist organizations. The firm has made tremendous progress in these areas, but it can always improve. TUI Group can retain great people and expand sustainably by emphasizing employee development, engagement, and well-being.
In conclusion, TUI Group's personnel management and engagement practices have increased employee happiness, retention, and performance. Employer branding, applicant experience, onboarding, career development, and offboarding are corporate efforts. Tourism firms gain efficiency, profitability, and customer happiness via personnel management and engagement methods. Positive work cultures encourage cooperation, creativity, and lower turnover. Organizations must integrate talent management with objectives and values. This makes workers feel appreciated, respected, and driven to help the company succeed. Talent development and retention are essential for long-term success. TUI Group may learn from other industry leaders to strengthen people management and engagement methods. Tourism organizations can retain great talent and expand sustainably by addressing employee development, engagement, and well-being.
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