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How to engage employees throughout the employee lifecycle.
Employee engagement refers to the level of involvement, commitment, and satisfaction an employee has with their job and organization (Mcgee, 2011). It is a measure of how invested an employee is in their work and how motivated they are to contribute to their company's success. Engaged employees typically have a positive attitude, high levels of job satisfaction, and low turnover intentions (Custers, 2012). As employee engagement comes up with a lot of benefits, organisations operating out there always tries to ensure high level of employee engagement throughout the lifecycle of the employees. The human resource management (HRM) function of an organisation is normally accountable of ensuring intensive level of employee engagement at an organization. To explain employee engagement at different stages of employee lifecycle the case study of Hilton Hotels will be considered in this essay.
Hilton Hotels & Resorts is a global brand of full-service hotels and resorts, headquartered in McLean, Virginia, USA. It is one of the largest hotel chains in the world and operates over 5,200 properties in 113 countries (Jackie, 2019). Hilton Hotels & Resorts offers a wide range of accommodations and services, including guest rooms, suites, meeting and event spaces, restaurants, and fitness centres. The brand is known for its high-quality hospitality and commitment to providing guests with an exceptional travel experience. There are a lot of hotels in the UK which are managed by the company. In the city of London alone, there are 68 Hilton Hotels. Hence, considering this organisation will provide ensure a good representation of the UK hospitality industry.
The role of Human Resource Management (HRM) in employee engagement is critical as HR is responsible for creating and maintaining a work environment that promotes engagement and job satisfaction among employees. HR activities support developing and communicating a clear company culture and values (van Berkel et al., 2017). Aside of that, HR is also responsible for providing competitive compensation and benefits packages and opportunities for career growth and development. Ensuring open and effective communication between employees and management is also another important role of HRM which leads into better employee engagement. HRM also contributes in employee engagement by fostering a supportive and inclusive workplace culture, rewarding employee contributions, encouraging work-life balance and flexibility, and providing opportunities for improvement with regular feedbacks. By focusing on these areas, HR helps an organisation to create a work environment that engages employees and drives their motivation and commitment to their work and the organisation.
Improving employee engagement requires a strategic and proactive approach. An organisation needs to encourage open, two-way communication between employees and managers, and provide regular updates on company news and goals. Aside of that, it is important to implement programs that recognize and reward employees for their contributions to the company. Offering opportunities for career growth and professional development, such as training and education programs helps the employees to be better at the workplace and thus help them to better engage with the employer. Fostering a supportive work environment that values work-life balance and promotes employee well-being and thus foster employee engagement (Zaman, Khwaja and Hameed, 2022). Encouraging the employee involvement in decision-making and problem-solving processes, and give them a sense of ownership and responsibility for their work, and thus better employee engagement can be achieved. Helping the employees understand the purpose and meaning of their work, and how it contributes to the company's mission and goals can ensure clarity in relationship, and thus better engagement can be achieved from the employees. Fostering a positive and inclusive workplace culture that values diversity and promotes teamwork and collaboration leads to better employee engagement (Yadav, 2020). By taking these steps, Hilton Hotels can create a work environment that engages employees, drives motivation and performance, and leads to improved business outcomes. The key challenges in employee engagement is lack of communication, lack of defined roles, excessive work, employee exploitation and vagueness in operations (Widyawati, 2020). Those are required to be eliminated with preference to enjoy the best possible benefits from employee engagement.
To ensure better engagement of the employees throughout their service at an organisation, it is important to take up different engagement initiatives at all the stages of the employee lifecycle. Hilton Hotels have dedicated employee engagement actions that are undertaken during the employee attraction, recruitment, onboarding, development, retention, and separation stages.
Employee attraction refers to the process of attracting potential employees to an organization. It involves identifying, attracting, and connecting with the best talents to fill open positions and support the organization's goals and objectives (Deepa and Baral, 2021). Hilton Hotels focuses on building a strong employer brand helps to attract top talent and differentiate the organization from its competitors. Job postings and recruitment websites can help to reach a wider pool of job seekers and make the organization more visible to potential candidates. Hence, the company uses renowned job posting websites and journals along with continuously updating its own website. The organisation strongly encourages the employees to refer their friends and colleagues to consider it as an employment opportunity. Aside of that, the organisation focuses on building relationships with the universities to attract recent graduates and up-and-coming talent to the organisation. Aside of that, the company also focuses on ensuring high compensation packages for the employees. Thus, the organisation ensures that a lot of people are interested in working at the organisation.
Employee engagement during recruitment refers to the level of involvement and interest shown by potential employees in the recruitment process and the company they are applying to join. This can include activities such as researching the company, asking questions during interviews, and expressing enthusiasm for the role and organization (Cruickshank, 2013). By promoting engagement, companies can increase the likelihood of attracting and retaining high-quality candidates who are a good fit for the company culture and values. To ensure high engagement during the recruitment process, Hilton Hotels communicate about the job opening via its own website. Aside of that, the company goes for campus recruitment and job fairs. Thus, a lot of target audiences are reached easily which improves the chance of getting the desired employees onboard.
Employee engagement during onboarding refers to the level of involvement and connection a new employee feels to their company and role during the early stages of their employment. This can involve activities such as comprehensive orientation programs, exposure to company culture and values, opportunities to meet and connect with colleagues, and clear communication of expectations and responsibilities (Graybill et al., 2013). High levels of engagement during onboarding can lead to increased job satisfaction, better job performance, and lower turnover rates. During the onboarding process, Hilton Hotels arranges both on the job and off the job training for the newcomers. The orientation programs are designed in a way so that the new employees get a positive image about the company and what it is doing. Aside of that, a holistic idea about the career at the organisation is provided. Thus, the employees can see their future at the organisation and their suitability. The more communication is made, the better relationship is achieved with the new employees during the onboarding process.
Employee engagement during employee development refers to the level of involvement and commitment the employees demonstrate towards their own professional growth and career advancement. This can include taking initiative in seeking out development opportunities, actively participating in training and skill-building programs, and taking ownership of their own career path (John, 2019). Hilton Hotels fosters engagement in employee development by creating a supportive culture that values learning and growth, providing access to a range of development opportunities, and encouraging employees to set and work towards their own career goals. When employees are engaged in their own development, it can lead to increased job satisfaction, motivation, and overall performance. Hence, the company always tries to keep the employees engaged with their own development. To do so, the company has a rewarding program where the learners of the new skills and the best performers in each training are rewarded.
Employee retention to the ability of an organization to retain its employees over time. It is very crucial in the modern-day operations as the employment market is very competitive. To ensure high rate of employee retention, there is no alternative to a high level of engagement with the employees. High employee engagement can lead to better job satisfaction, higher productivity, and increased employee retention (Taylor, 2020). To improve employee engagement and increase employee retention, Hilton Hotels implements various strategies such as providing opportunities for professional development and growth, creating a positive and inclusive work environment, offering competitive benefits and compensation, and regularly seeking feedback and addressing concerns from employees. By fostering a culture of engagement and investing in the well-being of employees, the company creates a workplace that employees are motivated to stay and contribute to. Thus, the company ensures a competitive edge over the competitors with its efficient employee engagement and high rate of employee retention.
Employee engagement activities during separation can refer to actions taken by an organization to maintain a positive relationship with employees who are leaving the company, whether it's due to retirement, resignation, or any other reason. Conducting exit interviews with departing employees can provide valuable feedback and insights into the company culture and ways to improve it. Hosting farewell celebrations or acknowledging the contributions of departing employees can show appreciation and help maintain positive relationships (Saengchai, Siriattakul and Jermsittiparsert, 2019). At Hilton Hotels, farewell and interviews are often arranged for the retiring employees. For the employees leaving for other employers, the company encourages to stay in touch with the company through email, social media, or other means can help maintain a connection and keep the door open for potential future opportunities. Aside of those, the company ensures a smooth offboarding for the departing employees with clear instructions, resources, and support to ensure a smooth transition and maintain a positive relationship.
There are a range of motels to ensure employee engagement at an organisation. The Deloitte Model of employee engagement is a framework developed by Deloitte, a global professional services firm, to help organizations understand and improve employee engagement. The model is based on the idea that engagement is a combination of cognitive, emotional, and behavioural elements that can be influenced by various factors within the organization. The Deloitte Model includes four key components; purpose, opportunity, impact and connection (Eldor and Harpaz, 2015). This model encourages a clear understanding of the organization's purpose, values, and goals that aligns with employees' personal values and motivations. This model promotes providing employees with meaningful work and opportunities for professional development and growth. As per this model, ensuring employees to understand the impact of their work on the organization and its stakeholders. The model also promotes fostering a sense of connection and belonging among employees through supportive relationships, effective communication, and a positive work culture. The Deloitte Model is used by organizations to identify areas of strength and areas for improvement in their employee engagement strategies. By addressing each of these components, organizations can create a work environment that supports employee engagement, job satisfaction, and productivity.
As it can be understood from the discussion above, employee engagement is a complex concept that can be influenced by many factors within an organization. As employee engagement comes up with a lot of benefits, it is important to ensure intensive employee engagement activities throughout the lifecycle of the employees. All the activities taken to ensure employee engagement should have some common values. The values are easier and effective communication, recognition and appreciation, personal development opportunities, work-life balance, employee empowerment, fair compensation, and inclusiveness. By ensuring these basic values, organisations like Hilton Hotels can create a work environment that supports employee engagement, job satisfaction, and productivity. However, it's important to keep in mind that employee engagement is a dynamic and evolving concept and these rules may need to be adjusted based on the unique needs and circumstances of each organisation.
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