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Employee Engagement

Employee engagement initiatives are always taken as temporary strategies in large companies like hotels because of a lack of understanding of the value of engaging employees. Employee engagement involves mobilization, reviewing, and planning on the various employee lifecycles. The employee life cycle involves six stages: attraction, recruitment, onboarding, development, retention, and separation (Edeh et al., 2022). The stages determine the potential employee engagement application of the company's Human Resource Management (HRM). The stages also cover the phases an employee experiences in the workplace. A large hotel HRM can develop effective employee engagements for the various stages to acquire accurate results. The stages give insight into areas involving the employees that require proper advancement; like when a company has an excellent recruitment strategy but an increased employee turnover, the retention strategies are modified. A large hotel requires a great employee experience, leading to more productivity and loyal customers (Hassanein et al., 2022). In the cycle stages, the most significant ones are recruitment and retention. The average cost of recruitment is high hence the need for effective retention. Training employees benefit the company through a quality workforce. The various stages in the employee life cycle inform the HRM on proper employee engagement, management, and talent development. 
 Employee recruitment processes are expensive hence the need to create a happy and engaged employee who will stay in the company longer. A company's future can be improved through employee engagement through the various stages of the employee life cycle. The lifecycle is an effective HRM blueprint that curves the stages of employee progress, even though some stages depend on management (Singh et al., 2019). HRM is significant in the development, execution, and monitoring of employee lifecycle and management strategies. In large hotels maintaining employee lifecycle progress is significant to give a consistent plan that meets their unique needs and forges a career path in the organization. The various stages inform the HRM to manage and develop talent within the employee lifecycle in the company, and HRM can implement various strategies in specific stages. 
The attraction stage is the first in the employee lifecycle. A large hotel can benefit from positive branding strategies that give the proper attention. In the attraction stage, the focus is on the company image, even without recruitment. The aim is to attract potential talents and make people desire to work in the hotel. The attraction stage measures influence in the marketplace and entices people to want such a work environment even before advertising for job openings. Attraction involves appealing to great talents and consumers (Heydari et al., 2019). The HRM can apply various strategies to ensure compelling attraction for the company: increasing brand awareness, having an effective company culture, and attractive compensations and benefits. 
Increasing brand awareness by encouraging top leaders to participate in cooperating events like conferences. They should seize the chance to speak and represent the company well. Other ways for effective awareness are magazines, websites, and blogs which are ways to build a profile. The various platforms should speak for the positive influence of the company and the attractive work environment.  
	Excellent company culture makes up for an attractive brand. Employees are retained in a company with a great culture. Culture persuades stakeholders and promotes the company regardless of the platforms used. Existing employees will spread the word about excellent company culture, attracting the best talent for the company. The testimony of current employees is more trusted since they are in the system. Some employees may even decide to share publicly through various platforms on the company culture.
	Giving fair and beneficial compensation and benefits attracts top talent giving the company a competitive advantage. Employees are attracted to other companies primarily due to better compensations and benefits. HRM should consider offering softer and current benefits like team lunches and shares (Turner et al., 2020). Statistics reveal that most employees resign due to poor compensation (Edeh et al., 2022). 
	The recruitment stage comes second after attraction caters to the need to acquire a particular talent for the company. When talent is needed in the company, it is significant for HRM to send the right message, especially when the attraction is effective. The company brand will attract the right talent. The message for recruitment should be simple but effective in giving the correct details on the position. Recruitment comes from a vacant position or the creation of a new one. A recruitment plan should detail experience, collaboration, and effective data collection for future hiring. The HRM should ensure the success of the recruitment stage through proper referrals from current employees, the use of various platforms, proper descriptions, and employee involvement.
	Proper referrals from current employees allow employees to be involved in recruitment. Referrals give a chance to hire qualified and serious candidates. Professionals may have particular talents in mind that could be an asset to the company. In the referral process, HRM should be careful not to consider family members or close friends, which will interfere with teamwork. Referrals will appreciate the company and have a similar value base (Agarwal, 2021).
	Various recruitment platforms reach particular audiences. Using one recruitment platform will limit the number of applicants and possibly set aside the right talent (Stephens, 2021). The company should use many recruitment websites and media; the question should be the target talent and their frequent platforms. Research on the talent needed will give details on the best platforms. 
	The description helps clarify for the applicant if they are qualified or not. A company should be aware of what they want. Vague advertisements lead to vague applicants (Islam et al., 2022). HRM should balance casting a wider net and being specific to save time. Recruitment processes can be quite fruitless when unclear and lead to wasting time. The applicant may also be lost in a vague job advertisement. In the recruitment stage, time is essential since the position costs the company valuable time due to the unmet duties (Goh et al., 2020).
	 Employee involvement is through inquiring current employees about the proper requirements for the position and placing potential candidates. Having names of the right talent will narrow down the interviews and reduce recruitment expenses. They can also be involved in the CV reviewing process, checking on the qualifications of the right candidate. Employees can be part of the interview. Employee involvement brings a professional outlook and ensures a smooth transition for the qualified candidate. 
	The HRM now has the task of adequately orienting the new employee after the effective attraction and recruitment stages. The onboarding stage caters to acquitting the new hire into the company system and culture. It is done through a web portal for employees, having a background check, and starting a virtual onboarding process. Employees should be allowed to communicate their needs to enable a smooth transition. 
Company culture should be emphasized through training and by example. For better performance and productivity, onboarding should effectively introduce the new position and working environment. HRM learns about employee attitudes, behavior, knowledge, and skill to effectively perform their roles and foster teamwork. HRM can apply various strategies for effective onboarding, which are a precise job description, revealing company values and vision, having specific expectations and communicating them, and having regular checkups for any clarifications needed. 
	A job description involves the employee's roles and various functions. The description can be brief for proper understanding and not to make the employee overwhelmed. Highlighting their needed services and expected outcome will also give them direction on their superiors and to whom they report. Employee adjustment can take a while, but the onboarding process can be made faster and more effective through a job description. Their role in fulfilling the objective and mission of the company should also be communicated (Friedman, 2019). 
	The company should also communicate its expectations of the new employee. The position comes with specified goals, and they should be communicated. Matters of productivity and company culture should be made open to enable them to make effective individual goals. Taking up value systems, their routine, and their dressing should enlighten them on what is expected of them. A specific dress code is preferred in the hotel industry, which should be emphasized.
	Regular monitoring is applied through brief meetings where they can ask questions and describe their experience. After the induction, follow-ups should continue on the adjustment process and challenges encountered. Employee engagement is through giving tasks and setting goals that will assess progress. 
	The employee is now onboard and effectively flowing with the company's system; the next stage is development. The development stage is a period of constant motivation to develop skills in the team and have a career plan or goal. The stage involves personal future goals and also goals for their roles in the company. Both the new and existing employees participate effectively in this stage (Inamdar et al., 2020). 
Development involves encouragement to build a successful career and utilize various company opportunities to do that. The HRM can introduce a learning management system to ensure continuous learning and allow employees to gain better interest in their roles. Growth is significant in engaging an employee since progress will encourage them. HRM can apply various strategies to engage employees in this stage, including supporting external studies, assimilating abilities and information, taking accountability for individual growth, and recognizing developing employees.
HRM should support external studies by suggesting online programs that can impact teamwork. Including a budget for development will also significantly help offset some financial constraints. The company should also have career sessions that enlighten on building a reputable career path. External learning is through understanding the skills required through learning a proper choice of course and learning institution. Career sessions will enlighten you on the best practices of external learning. 
	Assimilating abilities and information is done through discovery by the managers. To encourage proper performance, there should be a plan that analyzes areas of improvement. Feedback encourages employees to seek more skill sets and appreciate learning. Assimilation is done by utilizing such abilities for the company. Various strengths should be recognized, and efforts appreciated.
	The company should take accountability for individual growth. There should be proper action to foster focus. The plan should allow them to advance and be done in groups or through templates for individual creation. HRM should consider what best fits their particular company. The hotel industry will require departmental plans since they have diverse roles (Goswami, 2021). Employee recognition will encourage other employees to seek more development. The sacrifice of studying should be recognized and appreciated. 
	The development stage is followed closely by the retention stage, where compensation, rewards, and recognition apply. A developing employee's excellent performance must be rewarded, and the company should determine the value. An effective reward system is where the best are granted a token, and others are shown where they should improve (Nappa, 2022). HR should ensure employee comfort and that they are adequately informed. Company culture is significant in retention, and a company should foster a positive culture to sustain longevity and satisfy employees. The HRM can apply strategies that encourage retention, like proper hiring, great teamwork, a reminder of the company mission, employee feedback, and motivation.
	 Retention is the fifth stage, and second recruitment is crucial for retention. Hiring the right people makes retention strategies effective to implement. The attraction and hiring stages should be effectively done to design a proper start to retain the right employees. A nonproductive employee is not significant in a company hence interfering with retention. 
	The company should foster great teamwork in the various departments. People are encouraged to stay when they are getting along with colleagues. Team dynamics should be open and honest. Employees can also be reminded of the company mission and align their roles with the bigger picture. Employees are encouraged by their significance and contribution to the bigger picture (Cattermole, 2019). Employees who understand their worth give their best and are encouraged to stay. 
	Employee feedback and motivation are applied through surveys and regular departmental meetings. Employees should be allowed the freedom to express themselves, and feedback is also given by leaders on concerns raised. Motivation is done by adequately understanding what drives them (Itam et al., 2020). 
	The final stage is separation which does seem sad but significant. Employees are separated through a new job or retirement, and a former employee acts as a brand ambassador for the company. HRM should develop a good separation strategy to give a good last impression. The process needs to be strategic and informed to avoid company disruptions. HRM should be involved in identifying reasons for resignation, staying positive in the process, and acquire reliable feedback, and focusing on the future (Nappa, 2022). Knowing the reason for resigning is proper feedback for company improvement. 
	Managing and developing talent in a company is significant because it increases job satisfaction, develops employee skills, ensures retention, fosters quality recruitment, gives structure, and establishes future relationships. Proper recruitment ensures that the right employee is hired, paving the way for effective retention strategies and increasing job satisfaction. Employees will develop their skills through a structured process encouraged by the company. Great company culture will give the company a great name even after employees are retired or find new opportunities. Employee engagement presents various benefits that flow through the employee lifecycle. The HRM needs to engage employees throughout the various lifecycles through the separation stage to retain them. 
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