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How To Engage Employees Throughout the Employee Lifecycle
At every step of employee engagement, human resources are critical. The problem affects the job of all HR professionals, even if different HR experts may be given the responsibility of organising employee engagement initiatives or performing related tasks. Given that it involves so many HR practises, understanding employee engagement is trickier than it first seems. In order for employees to accomplish the goals of the organisation, human resources must guarantee that they have access to the right training, tools, and working circumstances. Additionally, HR has a duty to continuously train and develop workers to maintain high morale and productivity (King, 2016). Make sure that individuals can locate chances for career progression. Employees that are actively involved in their work are aware of their duties and the expected results. They are working for both their own and group objectives. The employee lifetime and how HR may help boost overall business engagement are the main topics of this essay.
Because they have a strong feeling of belonging to their colleagues and the firm, engaged employees demonstrate a great dedication to and pleasure of their job. Employees that are highly engaged at work are happier, more productive, and more inclined to go above and beyond. The formula is the most secure wager on a successful company future. It goes without saying that human resources experts will always find themselves in the heart of the discussion whenever the subject of the experiences of an organization's workers is brought up. The only department that regularly informs all workers on business developments is human resources. Human resources specialists are more aware of the general demands of their workers and have a wider understanding of the benefits and drawbacks of their organisation (Arulrajah et al., 2015). This is a crucial advantage. Human resources specialists are thus essential to the success of any strategy aimed at increasing employee engagement.
Engagement of employees is crucial for the success of any company. Leaders who appreciate their employees' enthusiasm for their job have an edge over rivals. Employee engagement is easy and effective. Human resource managers build relationships with staff members by learning about their backgrounds, families, and goals. Ask about their family and interests after making an introduction. This little action might show employees that their management values them. Human resource managers are responsible for managing a variety of company units and making sure that workers are aware of their roles (Popli and Rizvi, 2017). Their confidence may rise with job-specific training. Work may be put on hold while they figure out how to handle a crisis if one of his team members is unsure. If it becomes too big, a little issue could get worse. Inform workers about the organization's successes and setbacks. The team may come up with fresh ideas for weaker areas and have an aggressive attitude in areas of strength when they are aware of what works and what doesn't. Give department managers permission to inform your teams about the results of the employee engagement survey. Employee engagement may boost annual profitability. The whole business benefits from engaged personnel. Employees that are proud and motivated provide greater service to customers. Sales are boosted by customer pleasure. As a result, investors made more money. An encouraging, team-focused work atmosphere is advantageous to the firm. Employee involvement lowers the number of sick days. Employees who are engaged miss four fewer days of work a year (Albrecht et al., 2015).
The employee's journey through the organisation may be described and understood as a number of discrete phases when the employee life cycle model is used. The goal of the employee life cycle model is to create a framework for employee engagement at each stage of an employee's employment with a firm. It is not by chance that the employee life cycle model and the consumer journey are identical. The idea that employee experience is equally important as customer experience serves as the foundation for developing an employee life cycle strategy. Large companies often place a higher priority on customer happiness than employee satisfaction and see employee engagement initiatives as one-offs rather than the foundation of the business culture (Cattermole, 2019). Attraction, enrollment, growth, maturity, commitment, and departure are the six phases that are at work. Attraction begins the moment a prospective employee learns about the organisation. There is simply the attraction stage before a firm really has an employment opportunity. The employer brand of a business is comprised of its standing as a desirable place to work among its present workforce, the broader public, and other important stakeholders. Additionally, it indicates that his clients, customers, and potential stakeholders favourably view working with him and his company. To get hired means going through the hiring process and getting used to being a new employee. Human resources aggressively seeks for and employs potential new employees during the second stage of the employee life cycle. Recruitment efforts or the creation of a new position may be prompted by an open position. The best recruiting strategies optimise the applicant experience, foster teamwork in the selection process based on defined standards, and provide actionable information to boost hiring performance. The process of introducing new hires to your company and assisting with their integration into the team is known as onboarding. The onboarding process is the next step after HR has been successful in attracting top talent, and it is essential for helping new hires rapidly settle in and start producing (Singh, 2019). A new hire gains a greater grasp of their role and the company as they go through the onboarding process. They also learn how to develop the mindset, abilities, and habits necessary for success. Progress is shown We are improving our workers' job performance by implementing a range of programmes. Employees actively support the professional growth of their team during this period, which not only benefits their own professional growth but also provides opportunities for future advancement within the company. Retention is the practise of using incentives and rewards to keep current staff on board. The main goal of human resources in this area is to keep their best workers by making sure they feel challenged and content in their jobs (Lipson, 2021). The impact of organisational culture right now might be substantial. Human resources will always have to deal with replacement expenses if the business culture is bad, as it would be if there is a high turnover rate. By emphasising retention, one may reduce this risk while also boosting employee longevity and job satisfaction. Segregation is the term used to describe the process of a person leaving an organisation. The majority of workers eventually reach the end of their professional lifetime, whether via retirement, a change to a different position, or a decision to leave the workforce for personal reasons. The separation process requires the same amount of intelligence from human resources as the recruitment stage does. The other workers are impacted when a team member departs (Kwon and Park, 2019). Management and the HR department are in charge of making sure that the firm doesn't suffer undue hardship as a result of the departing employee's leave.
In many sectors, but notably in the hospitality sector, engaging staff is crucial. The only public faces of the company are its workers since the hotel industry places a strong emphasis on providing excellent customer service. A single mistake might be the difference between a happy client and an irate one. Running a profitable business and making sure that customers always have a positive experience require attracting and maintaining long-term, well-trained workers. Top talent must be hired, developed, and retained if a service business is to succeed. A new employee needs training and experience before they can function at that level. For instance, a top-notch front-desk personnel will go above and beyond to please clients and entice them to come back (the traditional upsell), which will improve conversions and promote recurring business (Wheeler, 2017). Employees who interact directly with customers may give their company identity and, if they are successful, distinguish them from rivals. The happiness of a hotel's staff is crucial to maintaining a positive reputation. Employees, not consumers, are an organization's first focus, according to Bob Kelleher. Employers that are dedicated to employee development will find that their staff members are as dedicated to contributing to the success of the business.
Employees who are willing to put out their "best effort" on the job are those who are engaged, in accordance with William Kahn's theory of employee engagement. Although Kahn's work was published in 1990, the idea can be found in the early history of team building, when researcher Elton Mayo found that elements like upper management's worry, more comfortable physical conditions, and social connections with co-workers affected a worker's mood and motivations, thereby boosting productivity and employee retention. Kahn's strategy focuses on creating an environment where workers feel at ease contributing their "whole selves" to the workplace. According to William Kahn's thesis, three behavioural conditions—meaningfulness, safety, and availability—are necessary for an employee to feel a connection to the organization's goal, corporate culture, and daily tasks of the position (William Kahn, 2018). The term purposefulness also refers to meaningfulness. Employees are more invested in the company's success when they believe they are contributing to the goal of the business, which is to improve society via its product or service. Employees are more likely to participate and take pleasure in their job if they do not worry about being judged or reprimanded by their peers or superiors. The capacity of an individual to do their duties, both physically and mentally, is referred to as availability. Any human's potential is constantly constrained. A worker's confidence in their ability to do the fundamental tasks is crucial to their sense of fulfilment and growth, but a challenge can only be beneficial if it is seen as realistic and doable. The capacity to strike a good work-life balance is a factor when determining availability. William Kahn advocated for a more comprehensive knowledge of employee motivation and a greater focus on their needs in his research (Al-Amin, 2017). Organizations shifted from appreciating transient methods of reward to more comprehensive strategies that tried to fulfil the needs of their staff in all areas of company.
Premier Inn has more than 72,000 rooms and 800 locations, making it the biggest hotel chain in the UK. In opposition to Travelodge and Ibis, it runs hotels in a variety of places, including city centres, suburbs, and airports. Engaged employees that consistently go above and above for Premier Inn tends to prosper in their roles (Ghandour et al., 2015). Both their supervisors and their clients have admired their initiative and willingness to take the lead. People that share these values are in great demand in the hospitality sector. An engaged workforce is crucial in the hospitality sector. The quality of a hotel's service determines its success, making its personnel its most noticeable representation. The hotel sector depends on giving customers outstanding service. For Premier Inn to continue offering top-notch customer service, it must invest in the present and future training of its employees. The concepts of employee engagement and job happiness are often mixed together. It is possible for a worker to be content with their job yet uninterested in it. Employee satisfaction and retention are both included in the broader concept of employee engagement. Employee engagement shows that workers are aware of and committed to the organization's mission. All Premier Inn staff members need to believe they have a say in how the company is perceived. As a result, you should expect nothing less than extraordinary service from them (Williams, 2020). Customers are then more likely to leave favourable reviews, come back, and recommend the business to others.









An easy way to boost engagement is to give workers the impression that the company's leadership values their work. A useful tool for predicting and organising future interactions at each stage of an employee's employment with an organisation is the employee life cycle model. A person's emotional, mental, and physical commitment to their work as a way of improving their performance in their assigned function is referred to as job engagement. Managers may often speak with workers and exchange information and perspectives in order to have a more thorough grasp of employee engagement (Bowie et al., 2016).
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