[bookmark: _GoBack][image: Press Releases 2020 | University of Wales Trinity Saint David]

Module Name: Personnel Resourcing and Development
Module Code: BMIH5005
Topic: Employee Engagement
“How to retain and engage employees throughout the employee lifecycle?

Student Name: Saiyful Alam Chowdhury
Student Id: 2132062
Lecturer Name: Helen Evans
.



Essay: How to retain and engage employees throughout the employee lifecycle
This essay takes a close look at the hotel industry's best practices, analysing the factors that make hotels like The Ritz London successful and competitive. Topics discussed range from individualised service to environmental consciousness to the training and development of staff to the use of cutting-edge technological solutions. In this article, "best practices" consistently refer to the most effective methods, procedures, and policies that hotels have used to get superior outcomes. The essay also discussed the industry's dedication to quality and progress by dissecting these defining concepts and investigating the instances provided.
In a major establishment like The Ritz London, HR plays a pivotal role in personnel management and growth. Human resources are in charge of finding and employing the best employees and creating a welcoming environment for all employees (Aguinis and Pierce, 2018). They are essential to the hotel's success because of the vital role they play in the onboarding and orientation of new workers. They coordinate educational programmes and activities meant to improve personnel's abilities so that customers get first-rate service. Human resources also participate in succession planning, which entails the identification and development of future leaders. Human resources help the hotel succeed in the long run by improving its competitive edge, employee performance, and retention (Allred, 2016).
In a hotel of this scale, talent management and development are crucial. A competitive edge may be gained in the hospitality business via the use of a competent and motivated personnel. A great guest experience can be provided only if the hotel has the appropriate individuals on staff with the correct capabilities (Armstrong and Taylor, 2014). The hotel will see increased performance and output from its staff if it invests in their professional growth and offers them possibilities for advancement. Retaining valuable employees, cutting down on costly turnover, and keeping a steady staff all depend on effective personnel management. Succession planning and leadership development programmes help keep the hotel running smoothly even when key employees move on to other positions, protecting against potential setbacks to the business. The Ritz London's reputation, ability to consistently surpass guest expectations, and ability to succeed in a highly competitive industry all depend on how well the hotel manages and develops its employees.
The employee lifecycle of the hotel has a number of factors to consider such as attraction, recruitment, onboarding, development, retention and separation.
The Ritz London places a premium on developing a captivating employer brand in order to lure qualified applicants during the attraction stage. Human resources and marketing work together to highlight the hotel's distinctive culture, values, and perks. They can highlight the hotel's dedication to providing visitors with a five-star experience, the welcoming nature of the workplace, and the generous perks offered to employees (Collings et al., 2018). The objective is to promote The Ritz London as an attractive workplace in order to attract talented individuals. Once the recruiting phase begins, human resources will aggressively seek prospects via a variety of means. To get the word out to as many qualified people as possible, they might advertise the opening on popular online job boards and social networks for professionals (Delaney and Huselid, 2016). The Ritz London may also attend industry events and employment fairs to network with job-seeking hospitality professionals. 
A good example is the opening for a Food and Beverage Manager at the Ritz London. Attract top talent by posting enticing job openings on the hotel's website and social media accounts, describing the hotel's great dining options, service standards, and the possibility of becoming a team leader. The commercial portrays working at The Ritz London as an opportunity for prestige and financial gain (Farndale, Paauwe and Stahl., 2017). Human resources uses their relationships in the hotel sector to spread the word about the vacant position on niche employment boards. Interviewees are put through a battery of tests designed to gauge their potential as leaders, familiarity with the business, and success in a fine dining setting. The Ritz London can find a Food and Beverage Manager who shares their vision for the hotel's continued success by using an efficient attraction and recruiting process.
The Ritz London's onboarding process is designed to help new hires settle into their jobs and feel welcome in the company (Farndale, Paauwe and Stahl., 2017). New hires, for instance, participate in an in-depth orientation programme that introduces them to the hotel's history, beliefs, regulations, and processes. They are given a tour of the facility and introduced to key team members to help them feel more at ease in their new surroundings. A mentor or buddy may also be appointed by HR to help the new hire get settled in, learn the ropes, and become an integral part of the team. By following these steps, new hires at The Ritz London will feel more at home in the company and more equipped to make an immediate impact (Goldsmith, Greenberg and Robertson, 2018).
When it comes to the next phase of growth, The Ritz London understands the value of investing in its employees' personal development and professional advancement (Maden, 2018). The Ritz London has a highly qualified staff because the company invests in its employees' professional growth, which also increases employee engagement, contentment, and loyalty. The Ritz London, for instance, may bring on a new receptionist for the lobby. Human resources makes sure a new hire gets a thorough orientation throughout the onboarding process (Kuniavsky, 2017). They learn about the establishment's history, core beliefs, and expectations for service. They are schooled in the ways of the hotel's front desk, its computer systems, and its routine for dealing with guests. During the first few weeks on the job, the new receptionist is partnered with an experienced mentor who can answer questions and provide advice. Human resources also provides opportunity for the receptionist to get experience in other areas of the hotel via cross-training.
The Ritz London provides its receptionist with regular training and development programmes to help them improve their abilities in their position (Goldsmith, Greenberg and Robertson, 2018). The hotel may also send the receptionist to relevant seminars and conferences to keep them abreast of the newest developments and best practises in their field. The employee's performance is reviewed on a regular basis, with the employee receiving helpful comments and the opportunity to learn about potential growth areas (Haines III and Petit, 2017). The Ritz London is investing in the Front Desk Receptionist's training and professional development so that they may provide excellent service, boost customer happiness, and even move up in the company.
In order to keep its current staff happy and loyal, The Ritz London prioritises providing a stimulating and rewarding workplace. Human resources is crucial in developing and executing plans to retain key employees and cut down on turnover (Hoffman et al., 2017). This includes a wide range of measures, such as offering generous pay and benefits, recognising employees, and promoting their careers. The Ritz London can increase efficiency, client happiness, and long-term success by prioritising staff retention to keep a stable and dedicated team.
When an employee departs the company for whatever reason—retirement, firing, or resignation—human resources administers the separation process. All parties involved in the departure process are treated with respect and professionalism at this time. To lessen the impact of a significant employee's departure, this phase also includes knowledge transfer and transition preparation. The Ritz London is able to keep its excellent image as an employer and keep its good standing with departing workers because to its careful handling of the separation process (Marler and Fisher, 2013).
For example, if a seasoned Housekeeping Supervisor chooses to retire. To keep the supervisor on board, Human Resources at The Ritz London provides a generous salary package that incorporates retirement benefits and a pension plan (Martin, Reddington and Alexander Haslam, 2018). The hotel holds frequent performance evaluations to show appreciation for the supervisor's hard work and provide suggestions for future advancement. 
When it's time for the Housekeeping Supervisor to go, HR throws a retirement party in her honour. Before a supervisor retires, HR will conduct an exit interview to get their thoughts on their time there, the company's leadership, and any areas where they feel the company may need improvement. HR makes sure that the retirement benefits and settlements are completed without any hiccups. The hotel also plans a knowledge transfer session to keep the team's access to the supervisor's skills and facilitate a smooth handoff of duties .
The term "team/organizational performance" is used to describe the efficacy and accomplishments of a group of people working together to achieve organisational objectives in a setting such as The Ritz London. 
Collaboration and teamwork are two ways in which people may contribute to the success of their team or organisation. Employees' unique sets of knowledge and experience may be used in a synergistic manner to better complete assignments and projects (Tymon, Stumpf, and Scott, 2018). For example, the banqueting staff at The Ritz London works together to provide first-rate service during high-profile wedding receptions. The team leader facilitates open lines of communication and gives members tasks that play to their individual skill sets. The serving crew is attentive and kind, and the kitchen serves up delicious meals. 
There are many instances of the hotel industry's dedication to quality and innovation that serve as best practices. Personalization of services for visitors is one such example. The Ritz London, like many other hotels, makes an effort to learn about its guests so that it can provide more personalised service (Allred, 2016). This strategy, which includes such touches as individualised welcome gifts and suggestions, has been shown to increase visitor pleasure, strengthen loyalty, and earn rave reviews.
Taking steps to reduce the company's environmental impact is another standard procedure. Hoteliers are aware of the need to lessen their impact on the environment and are taking steps to do so via the use of renewable energy, recycling initiatives, and the procurement of regionally grown foods (Delaney and Huselid, 2016). In order to promote sustainable practises and provide visitors eco-friendly alternatives, The Ritz London, for example, may work with neighbourhood vendors.
Both employee autonomy and training are important best practices. In order to provide guests with outstanding service, hotels provide extensive training programmes for staff. Employees who have autonomy and who feel respected and supported are more likely to provide exceptional service. The hospitality business is thriving because of the innovative incorporation of technology (Collings, Wood and Caligiuri, 2018). Smart room technology, which includes mobile check-in and digital concierge services, has increased both hotel productivity and client satisfaction. A smartphone app for making bookings and seeing hotel details might soon be available for guests of The Ritz London.


In conclusion, the Ritz London exemplifies the hotel industry's dedication to best practices that boost customer service, productivity, and good corporate citizenship. Hotels may set themselves apart and provide excellent service by emphasising guests' individual needs, promoting environmental responsibility, encouraging staff autonomy, etc. The success of hotels over the long run depends on their ability to adapt to the changing demands of the hospitality industry and the expectations of their customers.
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