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 Employee Engagement
How to retain and engage employees throughout the employee lifecycle






Introduction 
Employees are the key factors of any business due to the employee’s business can grow or either moderate. In a large company that wants to achieve its long-term objectives, its human resource management must prioritise retaining skilled and intelligent workers (Armstrong and Taylor, 2020). Some of the large hotels in the UK include the Royal National Hotel, Park Plaza Hotel, The Tower Hotel, Hilton Hotel London Metropolis, Strand Palace Hotel, and many others. These all hotels deeply concentrate on employee engagement because they know that they are the key pillar of the organization (Torrington et al., 2020). The phrase "lifecycle of an employee" refers to the many stages of a worker's employment. The first stage is the hiring procedure, and the final step is when a person leaves their current position. Therefore, a company must provide a variety of tasks for its employees so that they can complete all the phases of their jobs. The employee journey offers opportunities to assess the employee experience and enhance it at every level of this system (Marchington and Wilkinson, 2016). This essay aims to determine how large hotels in the hospitality industry can maintain and enhance the lives of their employees.

Discussion 
Human resource management works for the organization to handle all necessary activities for the growth of the organization. The most important factor for a hotel institution is to plan, get, choose, and nurture its current and future human capital needs. The procedure for examining job openings, choosing qualified individuals, and aiding the onboarding of new workers is also covered by human resources management (Friedman, 2012). Emphasise hiring highly qualified staff to guarantee the highest level of customer satisfaction in established hotels in the UK, like the Park Plaza Hotel. The management of human resources makes ensuring that workers are given the necessary tools, training, and working conditions to maximise their performance within this specific corporate operation. The hotel's employment was extremely reduced as a consequence of the epidemic's breakout and the subsequent state-wide lockdown. According to Guest (2017), the firm has launched a recruiting drive in reaction to the pandemic's effects, and the human resources division has developed creative engagement techniques, such as giving staff access to chances for ongoing education during their employment. The proper training and abilities might result in the desired results giving workers. This is a result of the new standards and norms that developed following the pandemic. Businesses increase employee productivity and engagement by offering recreational activities outside of the office and efficient communication channels. The hotel's human resources division works to improve the usefulness and accessibility of learning while taking the needs of the personnel into account. Hotel chains may increase employee happiness by making sure employees have everything they need to do their jobs well (Goh and Okumus, 2020).
Managing and developing talent in the hospitality sector play a crucial role in the growth of the organization. One of the most significant factors influencing an employee's motivation is the availability of opportunities for both personal and professional improvement. The Hilton Hotel in the UK offers its staff members the possibility to help others. Guest (2017), evaluated that the workspace and allows for career advancement. Participating in community activities fosters a socially responsible perspective both within and outside of the organisation. By demonstrating employee appreciation for their efforts, employees encourage others to put in extra effort. Due to this, Hilton Hotel goes above and above in rewarding abilities by granting credit and prizes to those who have earned them, and the brand ensures that skilled and intelligent workers are never forgotten (Kuo et al., 2022). This makes it simpler to retain employees and inspires them to participate in a variety of activities, which might assist the hotel business to prosper in a competitive industry. To prepare for future development, the firm also offers its employees the ability to learn more about culture and leadership.
This enables the Hilton hotel's staff to benefit society even when they are not working, in addition to assisting the hotel in operating in a manner that produces the desired outcomes. The employees of a hotel experience reduced stress, which is a positive thing for the industry. Stress and concern prevent employees from doing their duties (Delery and Roumpi, 2017). Employees choose to remain with the company because they feel that their needs are being encountered by their contribution. This demonstrates how co-workers work together and employees are engaged at work. They are less likely to leave and more likely to remain. It can be shown that workers are motivated by and satisfied with the services a firm offers, and increased worker performance and better customer service may be witnessed (Gannon et al., 2015).
	Armstrong and Taylor (2020) discussed that the employee life cycle is crucial for considering when human resource management understands the employee lifecycle so they can deal with the employee most effectively. There are numerous stages of an employee career and several ways that hotels engage staff members at each stage in the appropriate manner. Attraction is often present throughout the early stages of a relationship, and it may be argued that it is a key component (Popli and Rizvi, 2017). A potential applicant is now doing brand research by looking through recommendations and reviews made on online networks like LinkedIn. For a hotel company to recruit and retain skilled and clever employees, a set of guiding principles that promote a healthy workplace culture must be adopted and endorsed (Nieves and Quintana, 2018). Additionally, highlighting an organization's compensation, benefits, positive work environment, training opportunities, and opportunities for career advancement increase employee engagement.  To generate interest in their job possibilities, firms must emphasise improving their attractiveness and perceived value to potential workers throughout the recruiting process. Specific job descriptions and the skill sets that go with them offer a clear indication of the duties connected with a certain position and a trustworthy way to assess work performance. An important part of the hiring process is developing a policy for asking about social issues while conducting interviews. This will help identify people's cognitive functions and behavioural habits (Deery and Jago, 2015). 
After the hiring process, there is a training phase where line managers create an orientation programme that is tailored to the needs of newly hired employees. Utilising this method will increase consumer interest in the brand. It is usual for a hotel chain to introduce newly hired staff to the different divisions and tasks of the business during the onboarding period (Bharwani and Talib, 2017). The integration of newly hired employees to given duties and job functions must be evaluated regularly by firm management. Employee work engagement is likely to increase as a result of the recruiting and selection process. As employees get the chance to get to know their co-workers, social interactions at work can also show signs of employee engagement. Employees are always expected to improve their expertise in their particular sectors in addition to meeting their obligations (Wood et al., 2021). An organisation must evaluate the work and skills of its staff to develop effective metrics. It is essential to inspire people to strive for career progression. Offering workers, a variety of training programmes is essential for improving their performance on the job. People will be inspired and motivated to take part in educational courses designed to improve their occupational competencies (Yu, 2020).
 	Retention is the fifth stage, where a company's human resources division focuses on methods for keeping qualified employees on staff to accomplish both short- and long-term goals. Offering rewards and praising employees for their achievements is one way to keep employees interested in the operations of the company. This element of incentives that promotes talent retention enhances an employee's level of performance as well as their degree of enjoyment. Since employees in an organisation either retire at this point or resign, this is known as the final stage of separation. However, to develop a workable solution, human resources must comprehend and look into the factors that caused the resignation (Bruns et al., 2015).
Employee engagement and retention are being badly harmed by the company's primary focus on profit-making strategies, according to the staff at the Holiday Inn Hotel in the United Kingdom. Holiday Inn can now maintain links with its employees by offering a variety of inputs for both short- and long-term goals. This will help the company save money by reducing turnover. As a result, the brand will be more confident about delivering superior outcomes. Another example of a strategy the business use to guarantee client pleasure is offering prizes. Incentives will improve employee performance, which will raise total productivity (Nieves and Quintana, 2018). The corporation ensures better personal growth for workers by providing employees at Holiday Inn with training and educational possibilities and with improved skill sets, workers also ensure better organisational growth. The managers of the hotel must assist the staff when they are in challenging circumstances, they are to make them feel like valued team members. The percentage of employees who stay with the organisation can be increased with proper mentoring and evaluation. Employers can assist employees in becoming more motivated and satisfied with their jobs by promoting a healthy work environment and work culture (Deery and Jago, 2015).
	There are numerous ways to involve employees and get better results in terms of the development of the corporation.  Zinger Model is one of the effective techniques this hotel industry can increase employee engagement in their organization.  This model provides a lot of weight to any relationships that develop between individuals (Bharwani and Talib, 2017). Due to its emphasis on Connection, Authentic Relationships, Recognition, and Engagement, this approach is known as CARE. This concept allows employees to construct a skyscraper with several floors. The bottom row contains the fundamentals, including energy, health, and how to use power for employee benefit. When there are more rows, the pyramid is complete. A hotel firm can assist its workers become more engaged in job activities and achieve the outcomes it seeks. It can provide the benefits and resources they need for their health. The second row of the pyramid shows significant workplace interactions between leaders that encourage employees to reflect more deeply on the mission and vision of the organisation. The opportunity to get honours and approval is one strategy to maintain their interest and participation in company operations (Wood et al., 2021). 
Many businesses in the hospitality industry assist job seekers. The Intercontinental Hotels Group invests time and money in the personal and professional development of its staff members because it cares about their well-being. This company created a survey to gather opinions from all of its employees on how to feel more motivated and content at work (Bruns et al., 2015). The frequency of employee removals or replacements has an impact on loss in the hotel industry. A different hotel chain, Hilton Hotels, offered their staff paid time off to work on the issues that were upsetting them. To reduce the amount of staff quitting, they took this action. People could feel more confident their compensation is determined by how successfully they do their tasks. They could be able to do their duties more effectively as a result, which might enhance workflow and help them advance in their professions. This encourages workers and aids in achieving the outcomes. A hotel will be more successful and effective overall if it can do more to keep its workforce engaged (Yu, 2020).

Conclusion 
In conclusion, a company's development and operational effectiveness are significantly impacted by the degree of employee engagement in its structure. Employees in the hospitality sector must have a wide skill set, and it is the human resources departments of the numerous companies that make up the hotel business that is responsible for providing them with the essential tools. Hospitality businesses that do not put their employees' happiness and welfare first must come up with effective ways to offer praise and recognition in addition to basic amenities to keep their staff members. The Hilton Hotel in the UK offers its staff members the possibility to help others and the employees of a hotel experience reduced stress, which is a positive thing for the industry. A positive work environment, training opportunities, and opportunities for career advancement increase employee engagement.  Holiday Inn can uphold links with its employees by offering a variety of inputs for both short- and long-term goals. Hilton Hotels offered their staff paid time off to work on the issues that were offensive to them of activities.
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