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How to Engage Employees throughout the Employee Lifecycle

Engaging employees is essential for organisations as it can lead to increased productivity, job satisfaction, and employee retention. When employees feel valued and connected to their work, they are more likely to contribute their best efforts and remain loyal to the organisation. Effective employee engagement also promotes a positive work culture, improving employee communication and collaboration (Armstrong & Taylor, 2020). This can lead to increased innovation, problem-solving, and better teamwork and overall performance. Engaging employees through their lifecycle is important for increased job satisfaction, productivity, and retention, leading to improved organisational performance. A well-designed employee engagement program addresses the needs and expectations of employees at each stage of their employment (Torrington et al., 2020). Additionally, engaged employees are more likely to provide exceptional customer service and positively impact the organisation's reputation. This can help organisations attract and retain customers and ultimately drive business growth. Considering this, this essay highlights the importance of engaging teams and employees in large hotel management. Also, it aims to highlight the employee engagement cycle and how it can be utilised in hotel management by HR. 
Human Resources (HR) plays a vital role in engaging employees and fostering a positive work environment that supports employee satisfaction, productivity, and retention. HR is responsible for designing and implementing an effective onboarding program that helps new hires feel welcome and integrated into the company culture (Friedman, 2012). This can include providing orientation programs, pairing new hires with mentors or buddies, and ensuring they have the tools and resources they need to succeed. This department is also responsible for designing and implementing performance management systems that encourage employees to develop and grow in their roles. This includes setting clear performance expectations, providing regular feedback and coaching, and recognising and rewarding outstanding performance (Cattermole, 2019). HR ensures that employees receive regular, open, and honest communication from the company. This includes sharing company updates and news, addressing employee concerns and feedback, and providing opportunities for employees to voice their opinions and suggestions. Employee development is performed by HR and it is responsible for providing opportunities for employees to grow and develop both professionally and personally. This includes offering training and development programs, encouraging employees to take on new challenges and responsibilities, and supporting employees who are seeking career advancement (Singh, 2019). HR of an organisation works to promote employee well-being by creating and maintaining a healthy and safe work environment. This includes providing resources for mental and physical health support, promoting work-life balance, and addressing workplace stress and burnout. They help facilitate employee engagement by promoting a positive company culture that values diversity and inclusivity and encouraging teamwork and collaboration (Goswami, 2021). Additionally, HR can measure employee engagement levels through regular surveys and focus groups and use the feedback received to improve the work environment.
Several theories related to employee engagement help explain why engagement is important and how it can be fostered within the workplace. Two-Factor Theory also known as Herzberg's motivation-hygiene theory, suggests that two types of factors determine employee satisfaction and engagement: hygiene factors (e.g., working conditions, pay, and job security) and motivators (e.g., recognition, opportunities for growth and development). The theory suggests that organisations must meet basic needs (hygiene factors) to avoid dissatisfaction, but that long-term engagement requires providing employees with motivators (Fortier et al., 2019). Engagement-Performance Link theory suggests that employee engagement positively relates to job performance and organisational outcomes. Research has shown that engaged employees are more productive, committed to their jobs, and less likely to leave the organisation. Social Exchange Theory illustrates that engagement is a reciprocal process between the employee and the organisation. Employees engage in behaviours that benefit the organisation because they expect to receive something of value in return, such as recognition, career advancement opportunities, or a supportive work environment (Kwon & Park, 2019). Transformational Leadership explains that leaders can play a critical role in engaging employees by creating a vision for the future, inspiring employees to achieve their full potential, and providing individualised support and guidance (Kwon & Kim, 2020). According to Positive Psychology Theory, employee engagement is related to a positive work environment that fosters psychological well-being, such as hope, optimism, and positive emotions. These theories provide valuable insights into why employee engagement is important and how organisations can foster a positive and engaging work environment (Shrotryia & Dhanda, 2020). By understanding these theories, organisations can develop strategies that effectively engage employees and promote long-term commitment and productivity.
Engaging a team is important to maintain a productive and motivated workforce. Some engaging strategies include communication, reward and recognition, growth and development opportunities, and so on. Encouraging open and honest communication between team members and leaders and creating opportunities for regular feedback and discussion helps in engaging teams (Ohemeng et al., 2020). Recognition and rewards play a significant role in recognising and rewarding individual and team achievements and celebrating successes. Providing opportunities for growth and development plays an active role for team members to develop their skills and take on new challenges, and support their professional and personal growth. It is important to note that offering flexible work arrangements, such as remote work options, flexible hours, and paid time off, helps team members maintain a work-life balance, hence ensuring their engagement (Mertens & Recker, 2020). A collaborative work environment is important in engaging teams as it fosters a collaborative work environment where team members feel valued and respected and where teamwork and cooperation are encouraged (Sivathanu & Pillai, 2019).
The advantages of engaging a team are numerous, including increased productivity, job satisfaction, and employee retention. Engaged teams are more likely to be motivated, committed to their work, and willing to go the extra mile. They are also more likely to provide high-quality work, be more creative and innovative, and have lower levels of absenteeism and turnover (Martin et al., 2022). In addition, engaged teams are more likely to be supportive of one another and work well together, contributing to a positive work environment and increased overall organisational performance. When there is effective team building in an organisation, it leads towards enhanced growth of the company and business. The building of teams ensures that the organisation is meeting its goals and enabling businesses to attain the vision, sustainability, and competitive advantage in the marketplace as well (Berber et al., 2020). It is significant to highlight that in the absence of effective team management, businesses can collapse as they cannot execute projects timely, which involves the risk of losing potential investors and key stakeholders.
The employee lifecycle refers to the stages an employee goes through, from recruitment to termination. It is an important framework for organisations to understand and manage the experiences of their employees in order to improve engagement, productivity, and retention. Recruitment is one of the important steps in the employee lifecycle. This stage involves attracting and selecting candidates for open positions (Cattermole, 2019). This includes advertising job openings, conducting interviews, and making hiring decisions. Onboarding is the second step, and this process is critical for helping new hires acclimate to the organisation and their new role. This includes orientation, training, and establishing a sense of belonging within the team. Performance management is the stage that involves regular monitoring and evaluating employee performance, providing feedback and coaching, and setting goals and expectations for future performance (Lipson, 2021). The stage of professional development includes the provision of opportunities for employees to develop their skills, knowledge, and abilities and supporting their career growth and advancement within the organisation. Engagement and retention are also important and foster employee engagement and motivation, reducing turnover by providing a supportive work environment and recognising and rewarding performance. The termination stage involves ending the employment relationship, either through resignation or termination (Singh, 2019). This stage can be difficult for both the employee and the organisation, and it is important to handle it with dignity and respect. Throughout the employee lifecycle, organisations should focus on creating a positive employee experience and promoting engagement, productivity, and retention (Singh, 2021). This may include investing in training and development programs, providing regular feedback and recognition, and creating opportunities for employees to connect and collaborate with their peers.
A large hotel management company's human resource (HR) team can use various strategies to engage and motivate employees. This can be done using open and effective communication between employees and establishing an honest environment for workers. Also, it is important to ensure work and life balance for the employees. This can be done by offering flexible work arrangements, such as remote work options, flexible hours, and paid time off, to help employees maintain a work-life balance (Saling & Do, 2020). Promote a healthy work environment with wellness initiatives, such as fitness challenges, healthy food options, and stress-management resources. Besides this fostering a collaborative work environment by encouraging teamwork and cooperation is another important step in team building in hotel management. By implementing these strategies, HR can create a work environment that supports employee engagement and motivation, leading to increased productivity and satisfaction (Sivathanu and Pillai, 2019). This, in turn, can help to reduce turnover, improve overall job performance, and contribute to the success of the organisation as a whole.
Many hotels in the UK have implemented an employee engagement model. One such example is the InterContinental Hotels Group (IHG). IHG has implemented the Gallup Q12 model, which identifies 12 key elements of employee engagement, as part of its overall strategy to improve employee engagement. IHG has developed programs to address each of the 12 elements, including providing opportunities for professional growth and development, recognising and rewarding employees for their achievements, and improving organizational communication and transparency (Voegeli, 2021). The company also supports work-life balance, offering flexible work arrangements and promoting a healthy work environment through wellness initiatives. Another example is the Hilton Hotels and Resorts chain, which has implemented the Hilton Purpose-Driven Engagement Model. This model focuses on the belief that employees are more engaged when they understand the purpose of their work and feel a sense of fulfillment. The model includes programs and initiatives that support the development of purposeful work, such as employee volunteer opportunities, sustainability initiatives, and recognition programs (André, 2022). These examples demonstrate how the UK hotel industry is using employee engagement models to create a positive work environment, increase motivation and satisfaction, and drive overall success. By investing in their employees and making employee engagement a priority, hotels can reap the benefits of a highly motivated and productive workforce.
In a nutshell, it can be said that engaging employees throughout the employee lifecycle are important for retaining top talent and improving overall workplace satisfaction. This can be achieved through various steps such as onboarding programs to help new hires feel welcomed, regular performance evaluations to provide feedback and set goals, professional development opportunities to encourage growth, and open communication channels for employees to voice their concerns. Companies can foster a positive work environment by consistently engaging employees, increasing employee morale and motivation, and ultimately driving business success. Additionally, engaged employees are more likely to stay with a company longer and be more productive, leading to decreased turnover costs and increased profitability. In conclusion, investing in employee engagement initiatives throughout the employee lifecycle is crucial for the success of both the employees and the organisation.
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