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How to engage employees throughout the employee lifecycle

Employee engagement is an important aspect of a successful workplace, and the role of the human resources department in this process is crucial. The employee lifecycle in Hilton Hotel includes stages from recruitment and hiring to exit, and each stage provides an opportunity for the HR department to engage employees and support their growth and development. A commonly used model for employee engagement is the four-factor model, which consists of meaningful work, involvement and influence, relationships and support, and growth and development (Markos and Sridevi, 2020).
The Human Resource (HR) department plays a critical role in engaging employees throughout the employee lifecycle in a large hotel such as Hilton. In order to engage employees, Hilton’s HR department must employ a variety of strategies and initiatives, including:
Recruitment and Onboarding: Hilton’s HR department should ensure that the recruitment process is effective and efficient, with a strong emphasis on finding the right fit for the job and the company culture. Once an employee is hired, the HR department should provide a comprehensive onboarding program to help the new hire feel welcome and acclimated to the company (Verive and DeLay, 2016).
Training and Development: Hilton should offer regular training opportunities to help employees develop their skills and knowledge. This can include on-the-job training, workshops, and courses. Hilton should also invest in leadership development programs for managers and high-potential employees to help them grow and advance within the company (Rosethorn, 2019).
Performance Management: Hilton’s HR department should have a performance management system in place that allows for regular feedback and coaching from managers. This helps employees understand their strengths and weaknesses and provides them with opportunities to improve and grow (Dorsey, 2019).
Rewards and Recognition: Hilton should have a rewards and recognition program in place to acknowledge and reward employees for their achievements and contributions to the company. This can include formal awards programs, bonuses, and promotions (Shambi, 2021).

Work-Life Balance: Hilton should provide flexible work arrangements and time-off policies to help employees balance their work and personal lives. This can include flexible schedules, telecommuting, and paid time off (Cattermole, 2019).
Employee Engagement Surveys: Hilton’s HR department should regularly conduct employee engagement surveys to gather feedback from employees on a variety of topics, such as their job satisfaction, morale, and overall engagement. This information can be used to make changes and improvements that will enhance the employee experience (Singh, 2019).
Overall, Hilton’s HR department should employ a comprehensive approach to employee engagement that includes effective recruitment and onboarding, training and development, performance management, rewards and recognition, work-life balance, and employee engagement surveys. By taking a holistic approach to employee engagement, Hilton can create a positive and supportive workplace that attracts and retains top talent (Schwartz et al., 2019).
The role of Human Resources (HR) in engaging employees in Hilton Hotel is critical. The HR department is responsible for creating and implementing programs and initiatives that promote employee engagement and satisfaction. Some of the key responsibilities of HR in engaging employees at Hilton include:
Recruitment and Onboarding: HR is responsible for attracting and hiring the right employees for the hotel. This includes creating effective job descriptions, conducting interviews, and providing a comprehensive onboarding program to help new hires adjust to the company culture and work environment (Kwon and Park 2019).
Training and Development: HR is responsible for developing and implementing training programs that help employees grow and develop their skills. This includes offering ongoing training opportunities, workshops, and courses, as well as leadership development programs for managers and high-potential employees (Kooij and Kanfer 2019).
Performance Management: HR is responsible for overseeing the performance management system at Hilton, which includes setting performance goals, providing regular feedback and coaching, and conducting performance evaluations. This helps employees understand their strengths and weaknesses and provides them with opportunities to improve and grow (Rana, and Sharma, 2019).
Rewards and Recognition: HR is responsible for designing and implementing a rewards and recognition program that acknowledges and rewards employees for their achievements and contributions to the company. This can include formal awards programs, bonuses, and promotions (Shane and Heckhausen, 2019).
Employee Engagement Surveys: HR is responsible for conducting regular employee engagement surveys to gather feedback from employees on a variety of topics, such as their job satisfaction, morale, and overall engagement. This information can be used to make changes and improvements that will enhance the employee experience (Xie et al., 2020).
Employee Relations: HR is responsible for managing employee relations and resolving any conflicts or issues that may arise. This includes addressing complaints, handling disputes, and mediating conflicts (Nayal et al., 2022).
The role of HR in engaging employees at Hilton Hotel is multi-faceted and critical to the success of the company. By focusing on effective recruitment and onboarding, training and development, performance management, rewards and recognition, employee engagement surveys, and employee relations, HR can create a positive and supportive workplace that attracts and retains top talent (Malik et al., 2020).
Engaging a team involves creating a positive and supportive work environment where employees feel valued, respected, and motivated to do their best. There are several strategies and initiatives that organizations can use to engage their teams, including:
Clear Communication: Encourage open and transparent communication between team members and management. Regular team meetings, one-on-one discussions, and feedback sessions can help build trust and foster a positive work culture (Adikaram et al., 2021).
Employee Involvement: Involve employees in decision-making processes and allow them to provide input on key issues affecting the team. This gives employees a sense of ownership and responsibility, and helps build their commitment to the organization (Verive and DeLay, 2016).

Recognition and Rewards: Acknowledge and reward employees for their contributions and achievements. This can include formal awards programs, bonuses, and promotions, as well as informal gestures such as thank you notes and public recognition (Rosethorn, 2019).
Training and Development: Offer regular training opportunities to help employees grow and develop their skills. This can include on-the-job training, workshops, and courses, as well as leadership development programs for managers and high-potential employees (Dorsey, 2019).
Flexible Work Arrangements: Provide flexible work arrangements and time-off policies to help employees balance their work and personal lives. This can include flexible schedules, telecommuting, and paid time off (Shambi, 2021).
The advantages of engaging a team include:
Improved Employee Satisfaction: Engaged employees are more satisfied with their jobs, which leads to higher levels of job satisfaction, morale, and overall engagement (Cattermole, 2019).
Increased Productivity: Engaged employees are more motivated and productive, which can lead to improved efficiency, higher-quality work, and better results (McBain, 2017).
Reduced Turnover: Engaged employees are less likely to leave the organization, which can help reduce turnover and associated costs, such as recruitment and training expenses (Singh, 2019).
Enhanced Reputation: Organizations with engaged employees have a positive reputation and are more attractive to potential employees and customers (Singh, 2019).
Stronger Team Dynamics: Engaged employees have positive relationships with their colleagues, which leads to improved teamwork and collaboration, and a more positive work environment (Singh, 2019).


Engaging a team is critical to the success of an organization. By focusing on clear communication, employee involvement, recognition and rewards, training and development, and flexible work arrangements, organizations can create a positive and supportive work environment that engages employees, drives productivity, and leads to improved results (Schwartz et al., 2019).
The employee lifecycle in Hilton Hotel refers to the various stages an employee goes through from the time they are hired until the time they leave the organization. The typical stages of the employee lifecycle in Hilton Hotel include:
Recruitment and Hiring: This stage involve attracting and selecting candidates for open positions. Hilton uses various recruitment strategies, such as job fairs, online job boards, and employee referrals, to attract and identify the best candidates (Kwon and Park 2019).
Onboarding: This stage involves introducing new hires to the company culture, work environment, and policies. Hilton provides new hires with a comprehensive onboarding program that includes orientation sessions, job training, and introduction to their colleagues (Kooij and Kanfer 2019).
Performance Management: This stage involves setting performance goals, providing regular feedback, and conducting performance evaluations. Hilton uses a performance management system that helps employees understand their strengths and weaknesses and provides them with opportunities to improve and grow (Rodrigues et al., 2019). 
Training and Development: This stage involves offering training and development opportunities to help employees grow and develop their skills. Hilton provides ongoing training opportunities, workshops, and courses, as well as leadership development programs for managers and high-potential employees (Rana, and Sharma, 2019).
Rewards and Recognition: This stage involves acknowledging and rewarding employees for their achievements and contributions to the company. Hilton has a rewards and recognition program that includes formal awards programs, bonuses, and promotions, as well as informal gestures such as thank you notes and public recognition (Xie et al., 2020).
Employee Engagement: This stage involves measuring and improving employee engagement and satisfaction. Hilton conducts regular employee engagement surveys to gather feedback from employees on a variety of topics, such as their job satisfaction, morale, and overall engagement (Sun and Bunchapattanasakda, 2019).
Exit: This stage involves preparing for an employee's departure from the company, whether it's due to retirement, resignation, or termination. Hilton provides an exit interview to gather feedback from departing employees and to understand why they are leaving (Xie et al., 2020).
In conclusion, the employee lifecycle in Hilton Hotel is designed to provide employees with a positive and supportive work environment that helps them grow and develop their careers. By focusing on effective recruitment and onboarding, performance management, training and development, rewards and recognition, employee engagement, and exit, Hilton can create a workplace that attracts and retains top talent and leads to improved results (Nayal et al., 2022).
One commonly used employee engagement model is the four-factor model, which consists of four key elements:
Meaningful Work: This element refers to employees' perceptions that their work is important and makes a meaningful contribution to the organization and society (Malik et al., 2020).
Involvement and Influence: This element refers to employees' perceptions that they have a say in important decisions that affect their work and that their opinions are valued by the organization (Kular et al. 2018).
Relationships and Support: This element refers to employees' perceptions that they have positive relationships with their colleagues and that they receive the support they need to be successful in their jobs (Malik et al., 2020).
Growth and Development: This element refers to employees' perceptions that they have opportunities to grow and develop their skills and careers.
To implement this model in Hilton Hotel, the following steps could be taken:
Assess Current State: Conduct regular employee engagement surveys and focus groups to assess the current state of employee engagement in the hotel. This will provide a baseline for measuring progress and identifying areas for improvement (Adikaram et al., 2021).
Establish Goals: Establish goals for each of the four elements of the engagement model. For example, a goal for meaningful work could be to increase the number of employees who feel that their work is important and makes a meaningful contribution to the organization (Shambi, 2021).
Develop Initiatives: Develop initiatives to support each goal. For example, an initiative for meaningful work could be to implement job rotations or cross-training programs that allow employees to experience different aspects of the hotel's operations (Verive and DeLay, 2016).
Engage Employees: Involve employees in the implementation of the initiatives. This will help build ownership and commitment and ensure that the initiatives are tailored to meet the needs and preferences of employees.
Monitor and Evaluate: Regularly monitor and evaluate the initiatives to assess their impact on employee engagement and to identify areas for improvement. Use feedback from employees to refine the initiatives and to ensure that they are having the desired impact (Shambi, 2021).
By using this model, Hilton Hotel can create a positive and supportive work environment that engages employees and supports their growth and development. This can lead to improved employee satisfaction, morale, and productivity, and a stronger reputation for the hotel (Shambi, 2021).
By implementing the four-factor model and taking steps such as conducting regular employee engagement surveys, establishing goals, developing initiatives, engaging employees, and monitoring and evaluating progress, Hilton Hotel can create a positive and supportive work environment that engages employees and supports their growth and development. This can lead to improved employee satisfaction, morale, and productivity, and a stronger reputation for the hotel. The role of the HR department in this process is essential and requires a focus on employee engagement throughout the employee lifecycle.
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