[image: ]

LEVEL 5 ASSIGNMENT SPECIFICATION 
Hospitality & Tourism Management

	Student Name:
	Mirela-iuliana Covaciu

	Student Number:
	2121370

	Module Code:
	BMIH5005

	Module Name:
	Personnel Resourcing & Development 

	Lecturer:
	Emma Roberts

	Assignment Title:
	How to engage employees throughout the employee lifecycle

	Programmes:
	BA International Hotel Management
















In this essay will be discussed the meaning and importance of employee lifecycle, the external and internal environments that influence the employee, supporting change and initialise improvement. Engagement model and example, the importance of human resources, stages of employee lifecycle and advantages of employee engagement. The differences between large and small hotels, difference between training and development and factors that affect the performance level of the employee.
[bookmark: _Int_WiKqAvFk]The large hotel chosen for this essay is Marriott Hotel Leicester, United Kingdom belonging to the largest hotel chain in the world by the number of territories, countries and rooms available. (Marriott, 2022)
The hotel is situated close to National Space Center Enderby and holds a vast range of services such as swimming pool, spa, wellness centre, conference rooms, dining, and wedding versatile spaces. Highly rated,4 Star hotel with luxurious redecorated rooms with different choices from Classic to Deluxe and Executive rooms. (Marriott,2022)
Employee lifecycle:
[bookmark: _Int_vluh8gGp]According to Thompson, 2010 employee lifecycle refers to an HR model in which employees have various stages within the organisation: attraction, recruitment, onboarding, development, retention and separation.
[bookmark: _Int_uIShUxoB]Same author explains the importance of personnel management and their responsibilities. This includes maintain and create a healthy workplace environment for employees.[image: ]
Personio (2022) The Employee Life Cycle Model. Available at: https://www.personio.com/hr-lexicon/employee-life-cycle-model-uk/ (Accessed: 3rd February 2023).


Employee Engagement:
[bookmark: _Int_lbBsdb3f]The meaning of employee engagement, as Bridger,2022 sustains, is a human resource that measures the level of dedication, involvement and loyalty of an employee towards the organisation they work for. On same side, the author explains the importance of a strategy and well-designed plan to increase and develop engagement as this is a crucial factor for any business. 
[bookmark: _Int_ogEk73AG][bookmark: _Int_Q4Eo2Reh]Perley,2021 explains diverse ways of improving employee engagement within an organisation and sustains that each employee needs a different approach and individual attention to succeed. The author highlights that continuous feedback, learning and grow support scheme are extremely important to develop and create a stronger engagement as employee will grow and the training provided helps on building trust when managers work closely and support is received. However, the author mentioned the importance of gamification in the workplace as a strategy to create a stronger engagement including rewards, recognition and the most crucial factor: communication.
·  Engage Employee in Attraction Phase:
[bookmark: _Int_V5gTOXmD][bookmark: _Int_naPQTOB0]Leung (2022) describes the Attraction phase as being the image of a business and a major factor in attracting new employees. This includes a career section on website, reviews and events on various social media platforms, public feedback of previous / current employees. Interpersonal dimension is well important in this phase as involves professional and personal circle about the reputation of the business. Consistency plays a significant role on multiple platforms and involvement as a company to express their real interest on who the employee are as people. The above actions, as the writer suggest, will help the company in receiving the best list of potential employees to choose from.
· Engage Employee in Recruitment Phase:
Whittington et al,2017 sustains the Recruitment phase as being the 1st interaction with the future employee and suggests that during the above phase, future employees need unlimited touchpoints and continuous focus for the entire process in recruitment being vital for employees to acknowledge the steps and conditions requested to successfully achieve a positive opinion about the organisation. On same side, technology is a positive factor on employee engagement through video recruitment and flexibility through the process.
However, Leung (2022) explains about the risk of losing a great employee as Covid-19 had a negative impact through employment in hospitality and a high % of the staff have already reconsidered a new job on a different domain. 
· Engage Employee in Onboarding Phase:
[bookmark: _Int_4RPcaYlW]Dollins and Stemmie,2021 explain the Onboarding phase as ,,warm welcome’’ attitude by creating memorable experiences for employees during the process of onboarding using technology factors and not by ticking the checklists and completing the regular process only. Interactive, fun and clear start help gaining valuable new employees at initial stages. The authors mention about the concept of Onboarding Express tool, using technology, to create a more fun, communicative process. The Onboarding Express tool is made to create a connection within the organisation and the employee with factors such as:  visual induction timeline, tasks reminders, personalise and live communication with the management team.
· Engage Employee in Retention Phase:
According to Kamaraj,2022 Retention phase involve 3 main factors:
· [bookmark: _Int_5hJ0NBqa]Attract: classified as ,,the dance’’ between the employee and organisation, where the image as employer is perfect and authentic leading to employee spreading positive feedback about the organisation employed by
· [bookmark: _Int_TBTQJEP4]Acquire: involve all the interactions between employee and employer, behaviour and approach, development help and support 
· Advance: talent advancing, investment in employee development, career and growing personally and financially.
[bookmark: _Int_F194SqgN][bookmark: _Int_st3l2xHJ]On same side, personal development opportunities are the key factors in retaining employees. The desire to learn useful skills daily, retain employees within the organisation where employers offer the opportunity to learn and grow personally and financially. Few of the aspects include: connections between employees to allow training and spontaneous learning in designed arias with different employees from other locations, allowing ,,expert employees’’ to mentor the newbies on various locations, opportunities for upskilling and career progression, organisation feedback to help understanding individual employee’s needs, using strategies as gamification that help absorbing added information, experiential learning in practice without criticism and understanding level of information absorption of individual employee.
· Engage Employee in Development Phase:
Work-life balance, consistency role and recognition being the crucial factors on Retention phase as Kamaraj, 2022 sustains.
However, Mone and London, 2018 sustain that organised goals and employee success depends on managers attitude and performance, fail and fear of the employee is the result of a poor management, the above being part of system actions and should be based on organisational objectives. In order to integrate the employee in a program that contain coaching, mentoring and goal achievement, the management must be an example for the employee to help succeed and progress.
[bookmark: _Int_S975sGgR]The authors sustain that is essential for businesses not only to design their system to fulfil with employees values but to update and inform the employees with their intentions of fulfilment. The above allows the employees to feel important and valuable with the right to express themselves.
· Engage Employee in Separation Phase:
Harris, 2010 describes Separation phase as crucial point for referrals and recommendations the above phase being a major source of new employment.
Positive engagement through separation process allows the business to form employees, this action leading to happiness and satisfaction towards the organisation, increasing the chance of loyalty and long-term relationship within employee and the business.
[bookmark: _Int_S5DkcT9m]On same side, same author explains the separation cost that are present through this stage. Direct and indirect costs for the organisation include:  costs for development training, redundancy, voluntary leave, temporary staff for the vacant position.

The differences between small and large hotels:
Andricopoulos (2019) sustains that one of the principal differences are related to management revenue. Smaller hotels are facing the challenging situations as there are no resources to increase the level of technology, renewable energy and diverse needs that can bring further customers.
1. Software costs: smaller hotels are not able to request or buy a PMS advanced system that would help the business as the advanced system requires a huge data and small hotels do not hold the data for. While large hotels are most based on technology and less physical work
2. [bookmark: _Int_R6WF0nUE]Revenue managers and HR: smaller hotels hold an ,,in-house'’ manager and do not require a complex team to help maintaining the hotel up to date with all marketing and financial system. While large hotels are guided by HR and different aria managers in charge.
3. Simplicity: Expert staff and managers within the large hotels with a vast range of experience and expectations. While smaller hotels run on friendly, family concept with a minimal effort.
4. [bookmark: _Int_nFAxkn1r]Integration: Most of the employees of a large hotel are specifically trained on PMS, while smaller hotels are using cloud-systems cheaper for their budget. The advantage of a small hotel, training is ,,in house’’ while large hotel training is mostly online or in different location where company cost is involved.
5. Personal service: large hotels are based on high-standard training and steps in service for professionalism, while smaller hotels are based on friendly principles and minimum expectations.
As the author sustains, there are advantages and disadvantages from small to large hotels, depending on varied factors and different perspectives, both require attention towards employee.
Team Engagement:
According to Lopez and Hilliard, 2019 engagement strategy brings success through the business and happy employees. Same authors mention the importance of practical tools used during shifts and outside workplace. On 1st place is a manager attitude towards employees and his genuine interest on knowing his team. Helping employees to achieve their goals, understand and help employees on weaknesses without criticism is one of the keys to success. Activities organised for team engagement, team meetings and teamwork are also part of the engagement process with the organisation. 
Being positive example for the team and helping on practical tasks;
[bookmark: _Int_1bj61Tjd]Providing all the tools that employees need for success, informing employees how the organisation is doing and providing regular feedback, leading and motivating employees to follow organisation policies by highlighting the great side of the business and acting where employees need further training and information. (QuantumWorkplace,2021). 
Employee Engagement Model: The Zinger Model
Liston (2021) described The Zinger Model as Top 3 for the engagement.
The author relates that Zinger Model is made from 10 essential actions that managers should take to obtain engagement. The pyramid of the Model is related to employee wellness and needs, energy and strengths.
[bookmark: _Int_gmWXaUWa][bookmark: _Int_ogfjJefY]However, Kamaraj,2022 explains that Zinger Model is not created only for employees, managers using the above model to enhance their own engagement are apparently, more reliable and flexible at the workplace.
 Purushothaman,2015 sustains that Zinger Model contain the following elements:
Result achievement, strategic craft, connection, being authentic, offer recognition, care for employees, work roles, improve performance, respect policies of the organisation, community foster, customer service, career developing, energy.
Liston (2021) instead, explains that the model is made from 4 main factors:
 Necessities:
- Enhancing well-being by respecting the limits of physical and mental efforts at workplace
- Enliven energy: bring and gain energy from workplace, as manager, to identify patterns and situations where employee's energy is drained.
[bookmark: _Int_ewwsqyZP]- Meaning: motivating employees by finding ,, why’’ behind their work, the purpose and impact of their place at work
-Strengths: exercise and grow, empower employees to grow their strengths
United Company:
-Connecting employees with the organisation. Encouraging employees to build relationships through workplace with live activities, virtual team meetings. Offer recognition by creating a culture where employees are recognised for their ideas emotionally and financially. (Sprockets, 2019)
Performance Boosting:
Progress track and performance check: poor communication management block employees on career progression. Great management creates points for employees on each advancement step made through the organisation. (Parikh, 2022)
Result Achievement:
Engagement strategic objectives: tracking email is one of the current tools that managers use to keep engaged with the employees. Allowing employees to be updated with their results and progress show an effective communication and builds trust. (Harris,2021)
Conclusion:
Employee engagement: the journey is the most effective and essential part of both organisation and employee wellbeing. 
Advantages and disadvantages from a small to large hotels as mentioned above are related to employee engagement, as seen, in a small hotel employees know each other personally, while in a large chain hotel as Marriott, managers and HR hold a higher responsibility in managing the level of communication and engagement through the business and technology is an essential tool in keeping employees connected.
Every phase is important to be followed and considered to achieve positive results and maintain a healthy relationship of the employee with the organisation.
Encouraging and helping employees to reach their goals through the journey leads to positive outcome for both: the business and employee.
With the technology of 2023 employees can stay connected and healthy relationships can be maintained through virtual team-buildings as long time as wellbeing of the employee matters for the organisation.
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The Employee Life Cycle Model

The six key stages of every employee's journey.
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Best Practice: Every stage of the employee life cycle matters, which is why

you need an HR software that can optimize each and every one. .
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