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During a conference J.W. Bill Marriott once said “the most important and efficient thing leaders can do to improve employees’ engagement is to listen to them and provide them opportunities to grow (2014).

Sheraton Heathrow Hotel is situated 10 minutes’ drive from London Heathrow Airport.
In addition to being just a few minutes away from the airport, the hotel is conveniently located near London’s most popular attractions such as the historic Windsor Castle, Twickenham Stadium and Legoland (Google,2023).
The hotel offers 428 comfortable and modern bedrooms and suites, 18 luxurious meeting rooms, a 24 – hour fitness centre, and a car park.
Guest can dine at the lobby bar or at the Cast Iron Bar where they can enjoy mouth-watering steaks, delicious British seasonal dishes as well as fresh bread and pizza from the hotel’s stone oven.
The aim of the following research is to let, every associate of Sheraton Heathrow Hotel, understand how Human resource department operates in order to allow employees to engage and remain motivated throughout their lifecycle within this company.

An employee lifecycle has six phases: attraction, recruitment, onboarding, development, retention, and separation (Cox, 2000).


[image: Bubble chart

Description automatically generated with medium confidence]

                                                          
In other words, a person might be interested in joining Sheraton Hotel because of its reputation or the brand’s popularity (Comparably.com, 2023). That person will then apply for the job position and if successful will start the onboarding process.
In order to enhance and develop the employees’ talents and skills the company will then provide training and online tools to keep them updated and prepared, retaining their talents and knowledge within the organisation over many years (Cattermole, 2019).

People currently working in Sheraton Hotel are hired, managed, and promoted by the Human resource management which is therefore responsible to help and support new entrants to comprehend and embody the values and standards of the company (Cattermole, 2019).
As a result, the Human Resource Management is considered to be one of the most important departments in the hotel because it provides the company with the most valuable resources such as know-how, abilities, talented people, experience, and new ideas (Bracken, Rotolo, 2022).
One of the top priorities of the HRM department is to create effective strategies to keep employees engaged, energised, and satisfied in order to prevent them looking elsewhere for better jobs and opportunities (Cattermole, 2019).
Human Resources are accurately known as the resources that are deep-rooted in the human being which it can apply to different tasks at work (Bracken, Rotolo, 2022).
People’s knowledge, intellectual abilities, skills, physical and emotional health are part of the Human resources (Boxall et al, 2007).

Back in the history, when most people were employed to provide manual labour, finding the right person was not a huge problem because little skill, experience and competence was required (Roberts,2023).
Training methods were cheap and fast, with no restriction when it came to firing people not performing the job as required. 
During the industrial revolution people started working in big factories where they had to work in horrific conditions; welfare officers started to take care of the employees. 
Trade Union also started to fight employers and the appalling conditions to have better conditions at the workplace (Roberts,2023).
At the same time, employers needed someone in their department to deal and negotiate with the Trade Union. 
Ultimately, Human Resource department became a professionalised body, a vital part of the organisation, trained to run interviews with knowledge of laws and able to professionally manage and looking after the staff.

Like every other workplace, the hotel is made of people who represent the most important assets of the company (Walker,2021).
Compared to twenty years ago, today, the demand of higher-level skills has increased drastically (Boxall et al, 2007), the majority of jobs require some sort of specialised skills.
Exactly as the workforce has been revolutionized over the years, so have the techniques and procedures to manage people.
As a result, finding skilled people with the right qualification and attributes has become harder as well as keeping people after employed (Boxall et al, 2007).

Nowadays welfare and wellbeing role is played by HRM department (Roberts,2023) which is most commonly identified as synonymous of recruitment since its responsibility is to hire the right individual who fit into the organisation. However, while this belief is not completely untrue, recruitment is just one aspect of it. 

The HRM has been defined as a strategic approach to managing, motivating, and developing the staff, the ultimate goal is to make sure that every individual employed by Sheraton Hotel is rigorously following the plan that has been put in place (Armstrong,2006).
It is vital for the HRM to support the business decisions in order to grow and be successful (Armstrong,2020).
When HR strategies are established, it is significantly important to integrate them with the business strategies in order to reach organisation’s targets and to integrate them with one another in order to grant a mutual reinforcement (Torrington,2020).
Purcell states (2001) that HR is about taking strategic directions and decisions and ceaselessly adapt them whenever changes are required.
Employees are going to be hired and developed following a coherent planned framework in order to create the ideal behaviour and attitude needed to reach the prefixed targets of the company (CIPD,2023).
As for many other companies the biggest challenge here is to find the best way to manage people, prioritizing and focusing on hiring suitable people, promoting, and motivating, in order to retain them by providing a satisfactory work experience. (Chamorro- Premuzic, 2010).

Nowadays, applicants willing to join the team are attracted by the well-established Sheraton brand with an impeccable reputation where individual needs are met and linked to personal development, appraisal, and opportunities to work with a great team (Rene’,2022).
They could also be attracted by salary, benefits, and organisation culture.
The aim is to make sure that employees feel valued for what they do and meet their needs ensuring that they are working in a great and safe environment; this concept reminds the Maslow’s hierarchy of needs theory.
Based on Maslow’s theory, employees are mostly motivated and loyal by meeting and satisfying basic human needs such as physiological needs, safety needs, belongingness and love needs, esteem needs and self-actualization (Transylvanian Review of Administrative Sciences,2020).
An employee achieves satisfaction and fulfilment by experiencing all five needs.
According to the UK government a well-designed job improves health and well-being of people (GOV.UK,2019). A “good work” is referred to a secure job where people feel safe with fair working hours and conditions, caring management, and better prospects for the future.
It is clear now to everyone that people would be more engaged and connected if jobs were well designed and well rewarded (Roberts, 2023).
More importantly, a satisfied employee within an organisation, supports productivity and promotes business success (Brown et al, 2019).

In fact, here at Sheraton, the priority is to ensure that all employees are treated fairly and have equal opportunities to grow.
The HR department is working hard to ensure better working conditions, equal opportunities, training, and work-life balance as well as a quality management that is able to walk side by side with its employees throughout their lifecycle making their overall work experience positive at each stage. 

In order to find the right and suitable people that the organisation needs, the recruitment process has become quite complex. The face-to-face structured interview is the method of selection that Sheraton uses the most (Balconi et al, 2022).
The aim is to gather information about candidates in order to establish if it is the right fit for the role. Experience based questions are asked to see how the candidates handled specific situations highlighting skills and abilities necessary to perform the job they are applying for.
The interview can also include situational questions where candidates show how they would deal with certain hypothetical situations.
Competency based interview is also used for specific roles, during these interviews candidates are asked to provide evidence of their experience, and to demonstrate that they have the core competency required to perform the job (Dubois et al, 2004).
Candidates whose personality and skills are most closely matching the job description are the successful ones.
Their personalities and values will fit into the organisation (Torrington,2020).
The final stage in the selection process is to confirm the job offer by accepting and signing the contract of employment.

It is the organisation intention to treat the candidate like its most valued guest, providing a great experience in the earliest stages of the employee’s lifecycle.
According to Sheraton standards a strong onboarding strategy is about setting precise objectives and expectations which are essential to create a culture of performance that eventually leads to hard working employees that with their attitude and dedication are able to bring the business to the next level.
The company onboarding program is focusing on letting new employees familiarize with the organizational culture by allowing new entrants to shadow employees onsite for the first two weeks providing them mentoring programs and, on the job-coaching using in house training as well as training platform tools (Marriott Global Source MGS, 2022).
By building a strong approach to onboarding the company is willing to speed up employees’ success, giving them the opportunity to blossom quicky within the organisation (Sohn, 2017).
Regular and effective feedbacks will also be performed in order to ensure that every single individual within the company is working productively and with enthusiasm.
It is extremely important to be able to manage people’s performance, setting clear targets and giving them opportunities to understand how they are performing, and what their future goals are (Roberts, 2023).
Employees generally remain loyal and hardworking if they are given new opportunities to improve their lives.

Surveys are also essential to analyse employees’ journey, the level of engagement and their lifecycle.
In order to create new strategies, managers must understand why people are attracted to the company and why they decide to leave on certain occasions. HR analyses the results of the surveys and when necessary, it is committed to change the employee’s journey, coming up with new ideas and strategies. In a world which is continuously changing, businesses must be dynamic with a great sense of adaptation.

One of the biggest differences between small family businesses and big companies like Sheraton is that big hotels are inclined to invest in people and people’s development in order to get their highest level of engagement and dedication (Rene’,2022).

The organisation is also aware that in certain circumstances an employee will leave the company looking for new challenges elsewhere.
However, even so it is extremely important that the relationship with the employee has been based on mutual trust and genuine loyalty in order to achieve an amicable separation which is undoubtedly beneficial for the organisation.

The nature of the workforce has been changed throughout the years.
The increasing diversity as well as the generational differences have altered not only people’s approach to the work experience but also their ambitions and aspirations (Sinek,2016).
As a result, employee engagement strategies adopted by companies have been transformed over the years (Mani,2021).
A company can even spend billions of pounds on Human Resource to enhance employee engagement (Armstrong, 2020).

Throughout the years many studies have been made to explain employee engagement.
The Zinger’ Model created by the psychologist David Zinger which focuses on relationships between people also emphasizes the reasons why employee engagement is fundamental for the success of the business.
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The Zinger’s model follows a pyramid structure which focuses on well-being and meaningful work (contactmonkey,2023).
The bottom of the pyramid highlights the vital factors that each individual needs in order to perform a great job such as well-being, individual strength, purposes at work and energy.
The second row of the pyramid are key factors to boost relationship between employees and employers, foster recognition and master moments where employees are mentally and emotionally connected at work.
The third pyramid row is meant to track and maximize performance.
The top of the pyramid enhances the end goals which are of course a more satisfied and engaged employee and a successful organisation.

In conclusion, it is extremely crucial for the organisation to be aware that employees who are treated fairly by their managers are the most loyal, productive, and engaged ones.
In a workplace where employees feel valued and satisfied, they go above and beyond their employers’ expectations (Bailey, 2015).
In other words, a genuine and effective social exchange between employees and employers generates beneficial reciprocity in attitudes and behaviours (Trinchero et al, 2019).
In a well-designed and rewarded job where employees feel respected, their work performance is higher and outstanding, managers benefit because of the support they get from the employees and their decision making and at the same time the organisation get advantages from a profitable and efficient working environment.

What really boosts employee’s engagement and performance is a workplace where rewards and recognition are part of the organisation culture. When employees are treated as humans worthy of respect and dignity, they feel satisfied about their roles, and they do engage with their employers and brands (Biro, 2014).
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