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INTRODUCTION


Employee engagement is the process or a degree of involvement and enthusiasm of an employee towards its work and work premises (Antony, 2018). This is helpful in measuring and managing perspectives of each and every employee on the crucial aspects of work culture in the business organisation. It is important for decision making and taking necessary actions regarding the treatment of employees in the business firm. This is the degree to which employees invest their cognitive, emotional and behavioural energies towards the positive organisational annual results. 


This is an essay report on the process of employee engagement in an organisation through throughout their employee lifecycle. Employee engagement uses several employee models to operate its employee base in a business organisation. This also checks for the well being of its staff in order to create and maintain healthy work environment. 

MAIN BODY

Different models such as Maslow's need theory is taken into consideration to understand the employee engagement function of an organisation (Bhat and Bharel, 2018). Maslow's need hierarchy in context to employee engagement is given below:
Maslow's hierarchy of needs

Maslow's need hierarchy theory deals with an ideology that motivates employees in an organisation to collectively work for the fulfilment of organisational goals (Burnett and Lisk, 2019). This describes the need of employees that attracts them to join a business organisation. It states the human psychology of motivation that can be categorised into five levels of need that describes human behaviour prevailing in Marriott. These five levels of needs include physiological needs, safety needs, belonging or recognition needs, esteem needs and self actualisation needs. 


Physiological needs are the first level of need hierarchy theory, it includes basic survival needs such as food, water, clothes, shelter, time to rest, good health, etc. (Burnett and Lisk, 2019)). This states that these needs are required to be addressed before any other consideration. In Marriott, they provides their staff with all the basic necessities in the hotel premises itself by introducing a separate staff corner. 


Safety needs are the the second most level and most important one after the physiological needs in the need hierarchy theory. These involves protection from accidents, theft or violence, emotional stability, good mental or physical health, well being, health security and financial security. The hotels like Marriott ensures and maintains good safety standards for their staff members and provide them with clean, hygienic and safe environmental. It also provides model job security to its workers by signing a contract with them and giving them a positive work environment. 


Belonging needs describes the social needs on the third tier or level of need hierarchy theory (Cattermole, 2019). This entails human interaction, their friendships, family bonds- both biological and the chosen ones. In addition to this, social meets or greets forming formal or informal groups that enhance the need for belongingness. In an organisation such as Marriott, sense of belongingness can be shown through a team of co-workers to form a group forgoing their identity as a collective group not as an individual. This may be represented as a union, club or group of individuals sharing similar interests. 


Esteem needs is the second last needs on the ground, these are ego driven needs that contains elements such as self respect and self esteem. Self respect is the belief of getting a value  and dignity at the workplace (Jones and Gorell, 2018). Similarly, self esteem describes the confidence in one's own potential growth and accomplishments. This can be further bifurcated into one which is based on respect and acknowledgement from others. The another one  is based on self analysis or self assessment of an individual in business. Here, the employees of Marriott are provided with the appropriate recognition from their superiors on their achievements. This boosts the employee morale of this organisation and motivate them to increase their productivity, thereby contributes towards the increment in sales. 


Self actualisation needs are the last among the tier that explains the fulfilment of a complete potential of an individual. These needs incorporates education, skill development in terms of learning new skills or modify the old ones. These are attained to achieve broader goals such as learning new languages, travelling to new places and winning awards. It also includes the development of co-curricular activities such as athletics, music, designs, etc. for the personal development of an individual. In Marriott, the workers or employees are allowed to take a break for a definite period so that they can relax and avoid fatigue due to excessive work. Along with this, they indulge them into several co curricular activities to enhance their exposure to work and life. 

Employee lifecycle

Employee lifecycle is a model that identifies or expresses the several stages through which an employee engages with the functions and work culture within a business organisation  where they are working (Lappalainen and Et. Al, 2019). There are six different stages in an employee lifecycle including attraction, recruitment, on boarding, development, retention and separation. This is a continuos lifecycle that an employee undergo through his entry or exit in the company. It is important for the organisation to keep a track on its employees and provide them with the consistent series of steps through the career of an individual within the firm. The hotels like Marriott uses this employee lifecycle to ensure easy entry and exit of an employee. The first stage of employee lifecycle is Attraction which is all about establishment of employee brand, identifying the talent pool and stopping at nothing to attract. In this stage, several key tasks are held such as role profiling, employer branding, vacancy marketing and rewards and benefits to the employees. The second stage describes the Recruitment planning which constitutes several tasks such as recruitment strategy, recruitment outsourcing, executive search, psychometric profiling, etc. this is helpful in setting a roadmap for a recruitment over time. Moreover, recruitment strategy involves several processes such as vacancy review process, job profiling, skills analysis, budgeting, succession planning, feedback mechanisms, screening and interview processes. The third stage is On boarding of employees with a good impression to retain them for a longer period in an organisation. This is done within several processes namely, induction, health and well being, HR documentation, learning and development. Here, the process of induction takes place with the introduction and orientation programme of the new employees within an organisation such as Marriott. This  orientation programme gives a brief introduction to the employees about health and safety procedures, IT facilities, learning and development opportunities, organisational structures, etc. The fourth stage of employee lifecycle describes Employee development, it states the investment in talent management for enhancing the productivity of a business firm. This lays a direct impact on the productivity which in turn helps to foster a satisfied, motivated and dynamic workforce. It includes various elements like career development plans, coaching, succession planning and organisation change and development. The fifth stage of employee lifecycle involves the concept of Employee retention to protect the investment of company into a skilled personnel. These includes personal development plans, employee relations, employee assistance programs and reward and recognition. The sixth and the last stage involves Employee separation, it entails a smooth exit of an employee from the company. This stage is the evaluation of a work performance of an old or existing employee to ensure their easy departure. This includes their performance capabilities, disciplinaries, redundancies, and settled agreements. This is not the end the cycle here continues to operate again from attraction of a new employee. 

Engagement and well being 

Employee well being deals with the feeling of an employee during working within an organisation (Li and Et. Al, 2021). Engaged employees tend who have good mental health in terms of dealing with the work pressure or work stress. They build the strong work culture contributing towards the success of the business organisation. The human resource plays a vital in the employee encouragement and the creation of better personal as well as working relationships in routine activities. There are several examples explaining the employee engagement in a team of an organisation. First, employees showing a sense of purpose at the workplace and second, collaborative attitude and many more. 


Managers in an organisation can engage workforce through three key points namely, feedback, recognition and validation. Feedbacks allows managers to analyse work performance of new and existing employees in a firm (Mone  and London, 2018). Recognition from managers encourages the employee performance as well increase their retention rate. Lastly, validation from managers defines the treatment of employees and their intrinsic value within the firm. Engagement of appropriate employee base often facilitates a firm with numerous benefits such as reduced absenteeism, increased productivity, lower employee turnover, secure and safe work environment for the staff.  


Employee engagement model entails a blueprint describing the feeling of an employee being valued, empowered and productive in their job (Gorell,  2018). This serves as a backbone for company's work culture implementing policies and appropriate managerial and senior leadership behaviours. These includes three main models for the smooth running of firm's operations, they are namely Zinger model, Deloitte model and AON Hewitt model. 


The Zinger model follows a three layer pyramid structure. The bottom most layer of this structure includes enhanced well being, enliven energy, make meaning and leverage strengths. The middle layer of this pyramid includes necessities that unite the company on the whole. These includes building relationships, foster recognition and master moments. The third row of this pyramid boosts performances by maximising performances and marks the progress. The top layer checks the achievement of desired results of an organisation. 


The another employee engagement model is Deloitte model creates an irresistible work environment for the employees where employees are involved, respected and challenged. These includes five core elements that is meaningful work, hands on management, positive work environment, trust in leadership and growth opportunities. The hotels like Marriott involves this model of employee engagement which deals with providing motivation to the employees. Motivation is a driving force that directs the flow of employees towards productivity and profitability of a business firm.  


The last one is AON Hewitt model keeps a track on the relationship between engagement drivers and business outcomes to create more holistic employee engagement strategies. This tells that employee engagement directly affects metrics across the organisation ranging from customer satisfaction to profits and beyond. These involves three engagement outcomes such as, say, stay, strive. Employee engagement divides these drivers into two categories namely foundational drivers and differential drivers. Foundational engagement drivers includes basic needs such as job security, good work life balance, company practices such as good communication and the work itself such as encouraging collaboration. Differentiating engagement drivers includes brand leadership and performance. 

CONCLUSION

This report is concluded with the necessary information on the employee engagement throughout their employee lifecycle. Maslow's need hierarchy theory makes it easy to understand the need fulfilment of employees within the business organisation. This theory synchronises the needs of a workforce of an organisation these are namely physiological needs, safety needs, belonging needs, esteem needs and self actualisation needs. It is the brief explanation of different stages of employee lifecycle. This involves attraction, recruitment planning, on boarding, employee development, employee retention and employee separation respectively. Employee well being is the subject matter concerning the health and safety of an employee during their working hours in the organisation. Employee engagement contains three models for the smooth running of its business operations. These models are Zinger model, Deloitte model and AON Hewitt model. Each model has its own specific features which helps the business organisation in their own way. The managers of a business firm needs to choose a suitable employee engagement model to choose and manage right personnel for the particular task. This helps the business organisation to achieve its goals and objectives by increasing its productivity and sales. 
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