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Essay: Employee Engagement

Hilton Hotels has been chosen for this task which is one of the biggest hotel chains in the UK and in the world. This paper will look at the methods used by the Hilton Hotel's HR division to deal with disgruntled or barely engaged workers at different stages of their employment. The business started its business operation in 1919 and now it has 584 hotels around the world (Darban, Karatepe and Rezapouraghdam, 2022). The benefits of HR's involvement in employee engagement are covered in this essay. The stages of the Hilton Hotel employee lifecycle, including attraction, recruitment, onboarding, development, retention, and separation, will also be covered. This essay will outline and illustrate a Hilton Hotels employee engagement strategy using hotels in the UK as examples. This essay addresses the "employee lifecycle," which covers hiring, training, retention, and termination, as well as "employee engagement," which measures how emotionally invested workers are in the company's objectives (Torrington et al., 2020). To appreciate how Hilton Hotel may improve employee engagement and performance, it is essential to have a solid grasp of the terms involved.

[bookmark: _GoBack]The Hilton Hotel's Human Resources Department facilitates employee engagement (Reidhead, 2020). The primary objective is to improve the happiness, motivation, and loyalty of the workforce. This entails coming up with as well as putting into action various policies, programmes, and activities designed to combat disengagement and strengthen the culture of the business. HR oversees recruitment efforts to ensure a cultural and value fit with the property. The candidate's capabilities as well as their potential for getting along are evaluated. In addition, HR ensures that newly hired staff members go through exhaustive onboarding procedures, which are designed to acquaint them with the goals, beliefs, and responsibilities of the hotel (Alreahi et al., 2022). This helps new employees feel welcome and informed from the moment they start working there. The Human Resources department at the Hilton Hotel offers opportunities for career progression, as well as mentoring and training programmes. The identification and support of each person's unique developmental needs occurs. The provision of competitive compensation, benefits, and a supportive working environment are all ways in which HR assists in the retention of staff. Employee disengagement can be reduced by the use of regular check-ins and active problem-solving (Johnston, Shulver and Clark, 2012). The HR department contributes to the creation of an atmosphere in which employees are motivated, satisfied, and dedicated to the success of the hotel. Their efforts increase the hotel's production and the level of happiness felt by its guests.
Engaging the team at the Hilton Hotel demands finding solutions that are tailored to the requirements and preferences of the team members (Darban, Karatepe and Rezapouraghdam, 2022). Components of this strategy include individualised strategies for the improvement of skills, consistent feedback and communication, and the advancement of professional standing. Participation in teams can bring about numerous positive outcomes. Productivity is increased because engaged team members are more motivated and dedicated to their work (He, Morrison and Zhang, 2020). Because satisfied employees are less inclined to look for other jobs, engagement also helps cut turnover rates. Employees will feel happier and more motivated as a result of increased team engagement, which will raise morale. Members of the team who are content and motivated are more likely to provide exceptional service, which in turn improves the experience of the guests (Armstrong and Taylor, 2020). Teams that are engaged in their work are also more adaptable and imaginative, which helps the organisation adapt to changing situations and find new solutions to issues. In conclusion, employing staff from the Hilton Hotel improves productivity, as well as employee retention, morale, and customer service.
Employees at the Hilton Hotel go through the processes of Attraction, Recruitment, Onboarding, Development, and Retention before finally leaving the company (Ahmad and Shariff, 2019). People are drawn to the organisation through the Attraction process, recruited through the Recruitment process, onboarded through the Onboarding process, developed through the Development process, retained through the Retention process, and separated through the Separation process.
The Human Resources Management practises at Hilton Hotel are influenced by significant theories during the personnel attraction process. It is important to note that the Expectancy Theory has an impact on hiring practices (Boella and Goss-Turner, 2020). People who have confidence that their efforts would result in positive performance and employment opportunities are likely to be drawn to Hilton, according to this theory. The Expectancy Theory is utilised by the Human Resources Management department of the Hilton Hotel to strategically promote the hotel's brand, fundamental values, and employee benefits. A desirable company image is created by HRM, which satisfies the expectations of those looking for employment. Because of this method, Hilton is more appealing to those who are looking for jobs since they link perceived effort and performance outcomes (Ma, 2021). Hilton can attract and engage applicants who are a good fit for the company's values and culture because of the deliberate application of HRM theories that take place during the attraction phase.
The Person-Job Fit Theory is used as a guiding principle during the recruitment phase of the hiring process at the Hilton Hotel (Raza and Khan, 2022). This concept places a focus on aligning the characteristics of an individual with the characteristics of a profession and the culture of an organisation. The Human Resource Management department of Hilton places a high priority on recruiting individuals whose skills and beliefs are a good fit for the culture of the firm. According to the Person-Job Fit Theory, this alignment leads to increased job happiness as well as improved performance. The Human Resources department at Hilton takes the time to carefully evaluate applicants based on their skills, cultural compatibility, and career aspirations. The objective is to fill open positions with candidates who not only possess the necessary skills but also share Hilton's values (Ari et al., 2020). Because the organisation uses HRM theory intentionally during the recruitment process, it can pick applicants who are qualified and culturally compatible, which in turn improves employee happiness and performance.
The Socialisation Theory is utilised by Hilton Hotels in the onboarding process to facilitate the smooth integration of newly hired employees (Tuan, 2022). This concept highlights how socialisation can affect the behaviour and attitudes of employees. The HRM department of Hilton is in charge of managing the structured onboarding during this phase. New employees are educated on the hotel's mission, values, and expectations through the following procedure (Tabrizi et al., 2023). By providing opportunities for socialisation, Hilton facilitates speedy adjustment for new hires and encourages interaction with co-workers. This results in an increased sense of connection and loyalty to the firm, which in turn enhances employee engagement and makes it easier to transition into the Hilton Hotel work culture.
During the retention process, HRM practises at the Hilton Hotel must always include Equity Theory (Hastuti and Timming, 2021). Finding a happy medium between the amount of effort, time, and abilities put in by workers and the amount of money they make, the perks they receive, and the opportunities they have for advancement is the objective. According to the Equity Theory, workers who have the perception that they are not receiving fair compensation may get disengaged from their jobs and look for alternative opportunities. The Human Resources and Management division of Hilton takes care of this by offering a competitive salary, benefits, and an environment that is welcoming. This makes employees feel fairer and motivates them to stay, which in turn reduces disengagement and turnover rates (Munawar et al., 2022). Additionally, HR follows up with employees, listens to their problems, and finds solutions to challenges, all of which contribute to an increase in employee satisfaction and commitment to the Hilton Hotel.
The Hilton Hotel employs a variety of successful strategies to inspire and involve its staff. Plan frequent workshops and team-building exercises. During these activities, team members can collaborate, build relationships, and enhance communication (Zhao and Zhou, 2020). Team-building activities at the Hilton Hotel include problem-solving, cooking, and outdoor adventures. Through fostering better teamwork and making the workplace more enjoyable, these activities raise morale and engagement. Staff engagement can also be increased with a robust recognition and incentive scheme. The Hilton Hotel can recognise exceptional work and achievements (Azorin et al., 2021). Staff members who consistently receive positive feedback from guests, exhibit commitment, or offer creative solutions may be eligible for rewards such as bonuses or public recognition. Giving employee’s recognition fosters a culture of gratitude and motivates them to achieve. Establishing a communication atmosphere that is inclusive and open is also crucial. To address staff concerns, Hilton Hotel offers anonymous surveys, suggestion boxes, and one-on-one meetings. Demonstrating that HR values employee opinions and may take appropriate action. These techniques improve team ownership, problem-solving skills, and job satisfaction. Lastly, fostering professional development increases involvement (Otoo, 2019). Hilton Hotels has the resources to support staff professional development through training, workshops, and mentorship programmes. These opportunities can increase job satisfaction and team loyalty while demonstrating the hotel's dedication to employee progress. By using these strategies, Hilton Hotel employees will be more engaged, motivated, and committed.
Hilton Hotel needs a successful employee engagement strategy to inspire and involve staff members. The "Four-Enablers Model" is an organisational framework that is helpful (Torrington et al., 2020). Hilton Hotel can state a compelling organisational mission that is consistent with its ideals and objectives. Employees feel more invested in the organisation when they are given direction and can understand the impact of their job. Hierarchy-wide leadership is necessary for this enabler. To enable managers and supervisors to guide, motivate, and assist their employees, Hilton can spend money on leadership development. Employee engagement is strongly impacted by strong leaders. Feedback and open communication are crucial (Johnston, Shulver and Clark, 2012). For employee input, Hilton can provide suggestion boxes, surveys, and one-on-one meetings. Encouraging and responding to employee feedback fosters engagement and trust. The Hilton Hotel may cultivate strong work relationships. Companionship, cooperation, and mentoring create camaraderie and assistance. Positive working relationships increase engagement and job satisfaction. To execute this paradigm, Hilton should include HR in the development and execution of enabler-aligned initiatives. Regular leadership development and training are necessary. Provide a robust feedback system and encourage candid dialogue (Boella and Goss-Turner, 2020). Strong employee relationships can also be fostered through team-building and mentoring activities. The Four-Enablers Model can increase staff engagement at Hilton Hotels overall.
It is possible to learn about effective staff engagement from UK hotel examples. A large hotel company, Marriott International, invests in staff development (Pham, Tučková and Jabbour, 2019). Their "Spirit to Serve" initiative equips staff members with the abilities necessary for success. Investing in professional development increases employee retention and job satisfaction. InterContinental Hotels Group (IHG) is an additional one. Employees who consistently deliver exceptional service are granted the "IHG Rewards Club" designation through their robust recognition programme (García et al., 2021). These methods increase guest pleasure and employee morale. Furthermore, hotels in the UK that are renowned for providing customised guest experiences are the Ritz-Carlton and The Dorchester. Employees who are committed and enthusiastic usually inspire this dedication. The ability of these hotels' employees to go above and beyond to provide exceptional guest experiences increases employee engagement and pride. These examples from UK hotels demonstrate how employee engagement programmes enhance customer service and worker happiness (Kloutsiniotis and Mihail, 2020). These procedures foster an environment where workers are motivated and actively participate in the success of the business.







At Hilton Hotel, reducing employee disengagement is a difficult task that demands an approach that considers multiple dimensions. As this essay has demonstrated, the Department of Human Resources plays a critical role in employee engagement and the benefits that come with it. Attraction, Recruitment, Onboarding, and Retention are critical stages of the Employee Lifecycle, and HRM Theories and practices have Influenced Each of These Stages. In addition to that, we introduced a paradigm for staff engagement as well as effective team engagement strategies. Examples of great employee engagement may be found in the hotel business in the UK. Both Marriott and InterContinental have made investments in leadership development, employee recognition, and providing more individualised experiences for their guests to boost employee morale and quality of service. Motivating, satisfying, and committing workers should be top priorities for Hilton Hotels, thus they should adapt these strategies and models to fit their needs. Hilton Hotel's performance in the hospitality business can be maintained through the promotion of staff engagement, increased productivity, and increased satisfaction among customers.
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