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HOW TO ENGAGE EMPLOYEES THROUOUT THE EMPLOYEMEE LIFECYCLE
Human resources are the most important asset in a business organization. It is therefore the task of the Human Resources department team to ensure that these resources are taken care of (Matthis et al., 2016). The roles of the HR department are broad and can be defined under the umbrella of the employee life cycle. The employment life cycle is a model that tries to explain the journey of employees from the moment they get inducted into a company to the exact moment they leave. This model is described by six stages: attraction, recruitment, onboarding, development, retention, and separation. The key stages that an employee encounters when they deal with their company are identified and described in the employee life cycle model. The employee lifecycle helps the management team evaluate the employee experience at each stage, thereby giving the business the chance to improve where possible. This will translate to the company's increasing its retention capability of its best employees (Cattermole, 2019). The purpose of this essay is to identify and discuss the role played by employee engagement at each stage in the employee life cycle. This will be discussed in the context of how a large hotel manages its employees and will use the case study of the Hilton London Metropole hotel. With 404 houses and 1059 rooms, Hilton is perfect for this case study.
Human resources (HR) experts use the term "employee engagement" to refer to a worker's level of enthusiasm and dedication to their job. Achieving success for the business, their work, and whether their contributions are valued are all concerns of engaged employees. Due to the higher likelihood of disengaged employees quitting their positions, employee engagement is essential for keeping top talent on board and is a major component of employee happiness (Byrne, 2014). According to Kruse (2012), employee engagement is not a plan because it starts with the individual employee. It follows that it is thought that an employee's emotional attachment to the company drives them to go beyond what is necessary to ensure the brand's and company's success. According to Kruse (2012), higher employee engagement results in a lower cost-to-value ratio for your investment in human resources, which also boosts motivation and job satisfaction. Employee engagement does, however, cost the business more money than employee disengagement. Employees desire to be respected and trusted because of the autonomous decisions they might make and the possible influence they could have. Employee engagement is also at its highest when they do not feel constrained by rules and regulations. Therefore, the HR department ought to strive to instil this engagement in employees throughout the stages of the employee lifecycle (Bernadin and Russell 2006).
Experts in the field of human resource management have defined several models that can be used in employee engagement. Among these models is the Schimdt model of employee engagement. This model was developed in 2004 and is focused on the attraction and retention of employees that best fit and are aligned with the culture of the organization. The approach considers the idea that an organization's workplace will improve if it recruits the right individuals with the requisite abilities. By carefully choosing and keeping individuals that fit your company's culture, you can attain the highest levels of engagement, according to the Schmidt Model of Employee Engagement. This type of employee engagement strategy works effectively for companies that place a high priority on creating a particular workplace culture that includes a secure setting and a strong network of co-workers. This model is therefore best suited for the hotel industry and is best acted upon during the recruitment stage (Remo, 2012).
The first stage of the cycle is attraction. This stage dictates that the relationship between the employee and the employee starts way before they sign the letter of contract, way before they show up for the first day at the office, and it starts the first time they are exposed to the brand of the company. This stage is often referred to as the employer brand stage as it projects a positive image of the company as a suitable place to work to both potential employees and the external stakeholders willing to pour in their money for a profitable run (Barrow and Mosley 2011). To increase engagement with potential employees during the attraction phase, the company's HR department should use its employer and consumer branding to address the true wants and needs of the potential candidates, considering who they are as individuals and what they truly desire as part of their employee experience. The upkeep of this approach throughout a range of mediums, such as events, the official website of the business, social media sites, and other locations where the branding message is disseminated, is equally important. Employee engagement at this stage will ensure that the hotel attracts the crème de la crème, thereby having a vast talent pool to choose from. Once the potential candidate's interest in the company has been captured, the second stage of the employee life cycle, recruitment, begins (Smither, 2003).
The recruitment phase comes right after the attraction stage. Recruiting is a critical component of managing human resources (HRM). It cannot be done without careful strategic planning. Recruitment is defined as the process whereby the organisation chooses from the talent pool created during the attraction stage and HR chooses the best candidates for the job (Dale, 2003). Businesses need to use efficient forecasting and staffing techniques to estimate the number of employees they will require before hiring. Both an open position in a current role and the formation of a new role can act as recruitment accelerators. The best recruitment tactics offer the most positive candidate experience, promote collaborative hiring based on certain standards and norms, and provide useful information that can be applied to gradually enhance hiring outcomes. The HR division should experiment with a variety of recruitment tactics to increase the likelihood that the company will hire the top candidates. An effective technique for making the most of the recruitment stage is engagement. This can be achieved through personalised communication and identifying the gaps in each candidate's current employment (Gill, 2007). The decisions HR takes during the hiring process may have a range of impacts on how engaged the workforce as a whole and certain individuals are. Every new hire has the potential to have an impact on how employees interact with one another, either enhancing or detracting from the office culture and the core principles of the business (Coffey et al., 2020).
In the employee lifecycle, the third stage involves the process of onboarding. Stein and Christiansen (2010) define onboarding as the process of ushering in new recruits into a company. The activities involved during this phase include making the new recruits feel welcome in the business or company. The concept of engagement should be inducted into the stage all through, as this plays a huge role in determining the success of the onboarding The onboarding process is essential to ensure that your new employees integrate into the organisational culture and performance requirements of their new function as quickly and easily as is practical. During the onboarding process, new hires gain a thorough understanding of their job as well as the attitudes, skills, knowledge, and behaviours required to succeed in the organization. It is essential for the management to express the company's beliefs and vision during this time, which could prove instrumental in fostering the success of the company (Davila and Pina-Ramirez 2018). Making a good first impression on prospective employees is vital. Hiring managers should offer new hires a solid introduction on their first day of work. HR is required to provide employees with the information they need at this time, such as by emailing them a link to the corporate website along with usage instructions. Additionally, managers can email recent hires on the organization's behalf. Relationships are essential to making employees feel welcome and valued. A seamless onboarding process can increase employee productivity, engagement, and retention rates. This makes the employees mentally prepared and motivated for the phase that follows, development (Bradt and Vonnegut 2009). Hilton uses virtual reality to immerse business team members in hotel life. Another way Hilton uses VR is to give visitors a look inside the hospitality industry, but this hotel operator stands apart from competitors by concentrating on an internal goal. The current corporate staff of Hilton can receive virtual reality training.
After successful attraction, recruitment, and effective onboarding, the managers now ought to offer development strategies to improve and develop their skills sets. It is important to work closely with managers to identify each employee's key competencies and areas of expertise. Then, using their own evaluation of their performance, you can determine and rank the areas that need further development (Nickson, 2013). It is essential to keep your employees engaged in the practises at this stage. One of the best ways to maintain an open channel of communication and a sincere relationship with your workers is to do this. Programs that pair new hires with the most experienced employees may also be implemented by management. The transfer of corporate culture is facilitated by experienced employees sharing their knowledge, which also provides new hires with support and access to reliable advice (McGuire, 2014). These kinds of activities ensure there is employee engagement as well as the development of new and existing skills among the employees. A good example of employee engagement would be a five-star hotel that has taken its new recruits for a one-week training session on the importance of hospitality. The way these employees will be treated during the retreat will play a significant role in determining the kind of service they will give their potential customers (Heskett et al., 2010). This will help the management retain the best employees moving forward. At Hilton, new employees are assigned a "shadow buddy" during their first two weeks to help them learn more about the hotel. Employees are also given a 3-month probatory period, after which there is a pulse check to determine whether the contract should stand.
Retention of employees falls at the fifth stage in the employee life cycle. This stage has been often listed as the most important stage among the six that dictate the employee life cycle. It is one of the major roles of the HR department. Retention, according to Mathis et al. (2016), is the process by which the employer tries to retain the company's best employees, thereby avoiding turnover, which could prove costly. Retention strategies include proper remuneration and rewards. This stage's foundation is created right from the first stage of the attraction. Excellent talent must be recruited and hired before management can expect to keep it. If the organisation was involved in the hiring process and strategy from the outset, it would have a higher chance of keeping the right employees on the roster. Here, it is possible to evaluate the efficiency of the stages of attraction and retention. To create a successful retention program, organisations must not only develop their processes to promote these employee values but also successfully communicate their intentions to do so to their staff. By doing this, you may avoid the possibility that your employees will take what you do for them for granted and instead be aware of and appreciative of it (Phonsanam, 2010). The Hilton hotel also offers outstanding benefits to its staff. For its employees, these benefits include paid vacation days, paid paternity leaves, paid bereavement leaves, and extended bereavement leaves. Hilton outperforms in terms of recognition. They consistently offer programmes, activities, and prizes to recognise outstanding team members. Working well in Hilton never goes unnoticed, of course. (Scott, 2016).
As all things must come to an end, so does employment. It is therefore important for managers to be well versed in the separation of employees, which acts as the last stage in the lifecycle of employees. The separation could be because of retirement, self-employment, or finding greener pastures (Kemmery et al., 2019). The separation procedure must be treated with the same seriousness as the onboarding procedure, and this step must be handled methodically. The other team members are impacted when a member departs. It is the responsibility of management and HR professionals at the company to make sure that the departing employee does so without creating a large commotion. The absence of a cherished team member frequently results in a drop in morale. The managers should concentrate on reinforcing the importance of dedication to the remaining team members, reassuring them that, despite how disappointing it is for them to leave, the team will eventually bounce back and improve because of it (Thompsen, 2009). Employee separation is especially rampant in the hospitality industry, as the sector faces hundreds of employee separations daily. This is blamed on the treatment of the employees in this sector as well as the working hours, which are determined as too demanding (Vasquez, 2014).
In summary, the employee life cycle is the most important consideration when evaluating an organization's effectiveness. At each step of an employee's connection with a company, there are special chances to improve the employee experience. Using the employee life cycle model is one of the best ways to prepare for and anticipate each stage of an employee's interactions with your business. It gives you the information you need to make every step of their employment with your firm as profitable as possible. Giving everything, you have always increased your chances of attracting and keeping a wonderful team. The essay has discussed the employee lifecycle in fine detail and has listed the benefits of employee engagement at each stage in the context of a hospitality business. Having all this information in mind will help managers as well as employees work together to fulfil the goals of the companies with the utmost efficiency.
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