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[bookmark: _Toc126944451]How to engage employees throughout their employee lifecycle:

It is dependent upon how companies analyse the strengths within the personality of an individual that is working for their betterment and increasing their own competitive advantage. It depends upon how companies involved human resource management techniques and strategies based on which employees will be able to analyse their own personality aspects and increase their chances enhanced personality aspect studio in this report, we will analyse the life cycle of employee performance and how to engage employees for them to become better in their performances in office (Albrecht, 2015). Apart from this, there are different techniques associated with engaging employees and their advantages and this report is based on identification of different advantages as well as techniques of engaging employees throughout. Attraction, recruitment, onboarding, development, retention techniques and separation are the different aspects based on which companies analyse the performances of their employees and make them stronger because employees are the ones that will be representing the whole organisation in front of the international as well as national market (Bal, 2015). This will increase the chances for an organisation to increase their own competitive advantage and there will be no more concept about new entrants because the existing organisations will have a stronghold on their organisation as well as the services that they are providing. In the upcoming content, this essay is based on identification of different techniques of engaging employees and employee engagement model (frameworks Gallup Q12) that will analyse different examples from industries in the current time (Hans, 2015).

Remember sports management system within an organisation is responsible to increase the performances of their employees and applied those strategic approaches based on which employees will be able to perform well and achieve goals of the organisation. It is the responsibility of human resource management system to identify that employees have the right set of skills based on which they will be able to perform within a team as well as outside because they are the ones who are representing the whole organisation. This is not the only role because communication skill, interpersonal skills, problem solving skills, organisational skills, adaptability, ethical judgement are all the different skills HRM wants to find in a candidate in hospitality industry. Apart from this, different tools an environment to perform duty in an organisation is important because dear enhancement in ability will provide fruitful results for everyone (Bal, 2015). 
There are different drivers that are responsible to engage employees within their performances and the first one is that employers look up to their managers and get motivated in a proper manner because their managers are much more experienced than the employees and they can apply different techniques in order to engage employees. It is also dependent upon the type of effective communication that is implemented within an organisation (Belsare, 2009). Apart from this, whenever employees are working within a team, they are likely to contribute according to their own rule of Belbin role roles. Everyone is provided with a bell been role that they will have to fulfil in order to get the job done (Dash, 2016). So, the overall dependency of success for an organisation is upon how everyone can acknowledge their own roles. Whenever an employer is working within an organisation, they will have a complete understanding of what their role is and how they will complete a specific job and this is the idea that must be imposed upon an employee by the HRM.

The first and most important aspect of engaging employees within an organisation is to keep them connected towards the organisation and acknowledge them related to the expectations of an organisation towards them. This will identify the different aims and objectives of the organisation that it also includes vision. Consistency enhancement is important, and it is also important to set a good example for everyone within an organisation including employees and managers (Gladka, 2022). Asking for input will benefit the organisation because if everyone is providing their input within an organisation, they are likely to come forward with innovative ideas and as it is known that modern business world is all about innovation and every consumer love innovation. If it connects consumer towards employees, then they have a deep relationship between each other. Apart from this, human resource management should apply those kinds of techniques that may show that employees within an organisation matter (Goswami, 2021). This means that, whenever employees are providing their ideas for the organisation, then those ideas must be[footnoteRef:1] entertained if they are applicable. This directs us towards decision making processes that are going on within an organisation and it is also dependent upon the type of leadership and management style that is implemented. Based on these aspects, human resource management system identifies the type of employee engagement that they will have within their organisation and what their expectations are. [1:  https://www.linkedin.com/pulse/marriotts-quest-inspire-every-employee-david-rodriguez/
https://www.mews.com/en/blog/employee-engagement-hotels] 


This recent pandemic has disrupted the flow of every organisational infrastructure because everyone is working from home and there is lack of communication between organisations and their employees’. Now that the pandemic is over, there is more chance for an organisation to get in contact with their employees so that their employees may align their expectations with the expectations of the organisation. This also helps to complete the missions and goals of the organisation (Hinzmann, 2019). There is also another important point related to employee engagement because whenever employee engagement techniques are implemented, this will direct us towards consumer experience and consumer loyalty overtime. This indicates that, whenever human resource management system within an organisation is applying strategies that will boost up the engagement of employees, this will result in increasing loyalty of customers and boosting up the relationship between consumers and organisation (Imperatori, 2017). The perfect example would be marriot hotel and how they retain their employees throughout. 

There are different steps involved in engagement of employee’s life cycle and it is dependent upon the type of system that is implemented by human resource management system. Attraction, recruitment, onboarding, development, retention techniques, separation et cetera are the different stages of employee life cycle. This essay is based on identification of each one of them in the upcoming content.

Every company an organisation in this world is looking to improve their employee engagement and it is estimated according to a survey that only 36% of the employee all around the world are engaged in their task that is provided to them (Smith, 2021). Now it is the lack of attraction towards the work that is provided to them and it is the responsibility of an organisation to increase the attraction for their employees (Johnson, 2018).

Basically, HRM system is responsible to recruit employees in a beneficial manner and this means that whenever organisations recruit their employees, they set different expectations in the beginning. Recruitment process is fluent in most of the organisations because when recruitment is done, organisations will identify the type of expectations that they have from their employees and employees agree upon those terms and conditions to work within the organisation. The connection between recruitment and employee engagement is that they will be able to align the values of the organisation and will get a proper job description, this will also increase positive candidate experience that they will remember if they are selected (Kraneis, 2022). Example, job advertisement, career fairs and events, employee referrals, internship program, online advertising etc, whatever is displayed in the advertisement must be provided that is why it is a clear example of onboarding (Kwon, 2019).	

Onboarding processes are simple to understand because it is dependent upon the type of responsibilities that every employee has and how they understand those responsibilities and complete them in the meantime (Lacmanović, 2017). This will benefit the organisation one way or another big cause the employee life cycle is dependent upon how they are treated within an organisation and how different attraction techniques are implemented to make employees efficient and increase their own standards of enhancing dear personality aspects.

As we have stated earlier, that needs of an organisation must be fulfilled by employees that they are recruiting but at the same time, it is responsibility of an organisation to identify the different needs of their employees and fulfil them in the meantime. this indicates that the company or the organisation should be able to identify how they will be providing different opportunities for their employees to grow and fulfil their needs (MADAN, 2017). If an employee is working within an organisation, they expected the organisation will fulfil their needs and that is the best motivation that will help to increase the competitive advantage of an organisation and training programs, professional development opportunity, performance feedback, career path planning and connected to the development in an organisation. The profitability of an organisation is dependent upon how employees are working and same is the case with the competitive advantage within hospitality industry as well because these developments also happen in this industry as well (Malik, 2022). 

This is the most important step for an organisation to understand the cause it is dependent upon the last four steps that we have discussed and if those last four steps have been good for the organisation that are affecting, recruiting, developing and on boarding, then retention will have no problem to be implemented in a beneficial way.   The concept of retention is related to engagement because job satisfaction, connection to company, positive work environment etc are responsible to increase the experience of employees and make them to stay. Now it is dependent upon different incentives and paid leaves nowadays that will help to retain employees within an organisation because when an organisation has invested a lot in developing the talent within their employees, then it is not beneficial to let them go just because of lack of incentives are not being able to fulfil their needs (Meintjes, 2018). 

The perfect example of engaging teams is how employees come to the work having a sense of purpose within their mind and commitment towards the organisation. If they are very dedicated towards the work that they are about to perform or they are performing within an organisation, this will reflect upon how their human resource management system is implementing different strategies to retain them as well as provide them with different incentives at the same time (Blomme, 2014). What an example of good communication within an organisation from manager site will motivate their employees to have a healthy relationship with each other and this is directing us towards the cultural aspect within an organisation as well (Mitsakis, 2014). Engaging teams will identify different roles that people have within a team because everyone is provided with different responsibilities and if they are full of purpose and can work in a beneficial way, then they will provide fruitful results for the whole organisational infrastructure and increase the competitive advantage in the same manner (Shaw, 2011).

The framework of an organisation will direct an employer towards the outlining of an organisation including their aims and objectives. Staff members feel happy when they are satisfied with their organization in which they are working, and vendor cared for. Employee engagement model acts as a lot of frameworks that outline how to keep employees happy within an organisation to increase the trust and engagement of employees in workplace and this will directly affect the relationship between customers and organisation (Purcell, 2014). 

Marriott Hotel has clear expectations towards their employees because they provide the perfect job description, and they know what is expected of them. There always is manage your support and all kind of resources are provided to perform well. Their feedback and recognition system are also well to do and that is why it is responsible to retain and engage their employees throughout and gain profitability. 

Human resource management system within an organisation is starts from the very first step that is to recruit employees in a most beneficial way and provide them with the expectations of an organisation towards them. Then it moves towards the last step that is to increase the competitive advantage of an organisation including profitability with the help of different strategies off retention, on boarding and development of tenants within the employees. Employer engagement model and life cycle is dependent upon how an organisation is able to engage their employees in a most beneficial way possible so that it may increase the chances for an organisation to grow and prosper well and to complete their aims and objective.
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