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How to retain and engage employees throughout the employee lifecycle
Hotel worker retention and engagement are vital since high turnover rates may hurt revenue. Hotel personnel management must encourage employee happiness, growth, and long-term commitment to overcome this problem. To satisfy corporate requirements, talent management recruits develops, promotes, and retains personnel. From recruitment until parting, the employee lifecycle covers all phases of employment. Employee engagement is their emotional connection and passion to their job and business. This article examines hotel talent management and Travelodge Hotel. This article will first examine industry best practices and their suitability for Travelodge Hotel and other companies. It will then evaluate Travelodge Hotel's personnel management procedures and suggest ways to boost staff retention and engagement. The UK's largest cheap hotel chain, Travelodge, with over 580 locations. Travelodge Hotel's talent management policies affect employee happiness and commercial performance as one of the UK's leading hospitality companies. Thus, to retain and engage people, talent management must be analysed and improved.
In the hospitality sector, talent management is crucial. The key to a hotel's success is finding and keeping exceptional employees who will delight customers with their hospitality. Hotels can only reach this goal with the help of efficient talent management.
Increased productivity is one outcome of efficient people management. Better morale, more productivity, and greater work satisfaction are the results for both guests and hotel personnel when hotels put effort into training and nurturing their employees (Tooke-Marchant, 2015). As a consequence, the quality of service provided to visitors improves and satisfaction rates rise.
Furthermore, talent management has a constructive influence on business results. Organizations that put an emphasis on talent management techniques tend to outperform their peers (Gallagher, 2016). McKinsey & Company conducted research showing that businesses that invested heavily in talent management had a 2.3x increase in revenue and a 1.8x increase in profit margins (Tooke-Marchant, 2015).
In addition, hotels that practice efficient personnel management may save money on training new employees and filling open positions. Hotels may save time and money on recruiting and training by investing in the growth of current employees rather than looking outside the company.
Last but not least, hotels' long-term success depends heavily on effective people management. Hotels in an increasingly competitive market must stand out from the crowd by providing visitors with outstanding experiences. To achieve this goal, businesses need a dedicated and enthusiastic team that can consistently wow their clients (Robinson et al., 2016). In order for hotels to create a strong, lasting brand that can compete successfully in the market, good people management is crucial.
For hotels to thrive in today's competitive hospitality market, strong talent management is crucial. It helps teams and organizations perform better, saves money on hiring and training new employees, and makes hotels greener. Therefore, in order to stay competitive, hotels must place a premium on talent management methods.
The Travelodge Hotel employee lifecycle includes attraction, recruiting, onboarding, development, retention, and separation. Each level is critical to managing and growing corporate personnel.
Attracting applicants is the first step. Participating at job fairs, posting job openings on social media and job portals, and promoting the business culture and values may help attract prospects.
Recruitment follows applicant selection. Screening resumes, interviewing, and choosing the best applicants for the position. Travelodge Hotel also follows equal opportunity legislation in its recruiting procedure.
Onboarding follows hiring. New recruits are introduced to Travelodge Hotel regulations, processes, and culture. Employees get training and resources at this level.
The development stage gives workers chances to learn more (Shaw and Coles, 2018). On-the-job training, coaching, and career development may help workers reach their objectives.
Employee retention is crucial. Travelodge Hotel prioritizes staff involvement, job happiness, and loyalty at this point. The hotel provides reasonable compensation, flexible hours, and health care.
The employee lifecycle ends with separation, when workers depart the organization for different reasons such as resignation, retirement, or termination (Statista, 2019). Travelodge Hotel conducts departure interviews and provides feedback to enhance employee experience to guarantee a professional and amicable parting.
Finally, managing and growing Travelodge Hotel people requires knowing the employment lifecycle. Each level helps the hotel recruit, train, develop, and retain workers.
Human resources at Travelodge Hotel must manage and develop people throughout the employment lifecycle. HR helps hire the finest individuals, train them, and support their career goals. HR promotes Travelodge Hotel as an employer of choice during attraction. They collaborate with marketing departments to build appealing recruiting campaigns that emphasize the hotel's unique selling qualities and values to attract applicants.
HR screens resume, interviews, and chooses the best people during recruiting. HR ensures its recruiting process is bias-free and follows equal opportunity legislation at this point. HR trains and equips new employees during onboarding (Orso and Rothermel, 2014). This involves orientation, meeting co-workers and management, and learning business regulations, processes, and culture. HR helps workers increase their skills and knowledge throughout development (Shaw and Coles, 2018). HR is essential for employee engagement, work satisfaction, and loyalty, and provides competitive wages, flexible hours, health care, and discounts to retain staff. Finally, HR conducts exit interviews with departing workers to learn why. This input improves employee experience by changing talent management approach. At Travelodge Hotel, HR manages and develops personnel across the employment lifetime. HR works with line managers and staff to attract, recruit, train, develop, retain, and professionally separate hotel personnel.

Travelodge Hotel offers methods for each step of the employee lifecycle, including attracting, recruiting, training, developing, retaining, and managing separation professionally (Holbeche, 2017).
Travelodge Hotel attracts applicants with diverse skills and experiences using recruiting efforts. The hotel offered local youth hospitality apprenticeships (Robinson, Lück and Smith, 2019). Open days and job fairs attract candidates.
Travelodge Hotel recruits thoroughly (Miller, 2015). The hotel evaluates applicants via competency-based interviews. Cubic, an online assessment tool, assesses applicants' critical thinking and personality qualities. Travelodge Hotel gives new recruits access to its employee portal, which comprises corporate rules and procedures, during onboarding (Miller, 2015). New recruits get face-to-face induction and virtual onboarding with business values and culture films.
Travelodge Hotel prioritizes training and development. The hotel's "Hospitality Management Programme" trains personnel for leadership roles. This software lets team members become managers.
Travelodge Hotel offers health care, incentives, and flexible work alternatives to retain employees. Paid parental and yearly leave promote work-life balance, and the hotel honours exemplary customer service with the "Heart of Hospitality Awards". Employee retention and participation are crucial to the success of any business, including Travelodge Hotel. The hotel has instituted a number of industry best practices and methods for boosting morale and productivity in the workplace. The Travelodge Hotel Group recognizes the need of cultivating a healthy business culture in order to attract, retain, and motivate its staff (Heljakka and Räikkönen, 2021). That's why it's important to foster a positive work atmosphere by doing things like embracing diversity and inclusion, rewarding exceptional performance, and fostering open communication.
In addition to competitive pay, Travelodge Hotel provides its staff with a number of perks, including paid time off, health insurance, savings on hotel stays, and advancement possibilities. The hotel also offers training and development programs that help workers acquire new abilities, boost their effectiveness on the job, and get them ready for positions of leadership down the road. Providing workers with some degree of control over their job is also crucial for keeping and motivating them (Kabia, Sunil K, 2015). To provide just one example, Travelodge Hotel encourages its staff to take charge of different initiatives so that they may have a voice in how work is done and feel like they're contributing to the team's success. The hotel also hosts social gatherings, team-building exercises, and volunteer projects to foster a collaborative environment (López-Andreu and Hamedani, 2019). The relationships between workers are strengthened and a feeling of community is fostered. Overall, Travelodge Hotel's strategy for retaining and engaging employees focuses on creating a positive and supportive work environment, paying competitive salaries and providing comprehensive benefits, providing opportunities for professional development and training, encouraging teamwork and rewarding exceptional performance. Because of these efforts, the hotel's staff is enthusiastic and committed to doing a good job.
Travelodge Hotel's retention and engagement techniques have decreased turnover rates and increased work satisfaction and engagement, and emphasize a rewarding work environment throughout the hiring process. The hotel advertises its special features, features staff testimonials, and shares its mission, beliefs, and goals on social networking sites like LinkedIn (Haynes and Egan, 2020). The goal is to get people emotionally invested in Travelodge Hotel before they ever apply for a job there.
Travelodge Hotel is committed to an open, fair, and bias-free hiring procedure throughout the recruiting phase (Guix and Font, 2020). The hotel employs online screening tools, competency-based interviews, and psychometric testing to determine whether or not an applicant is qualified for a position. Successful employment is more likely for individuals chosen because they share Travelodge Hotel's values and goals. New employees are given the necessary support and instruction during the "onboarding" process after their hiring. For instance, the hotel provides a digital platform called the "Learning Lobby," which has courses on subjects including service excellence and leadership development (El Haddad, Hallak and Assaker, 2015). The hotel also schedules one-on-one meetings with employees and their direct supervisors to discuss objectives and set benchmarks for performance (Brotherton, 2012). This is one way that Travelodge Hotel helps its new hires feel welcomed and supported while they adjust to their new positions.
Travelodge Hotel encourages its staff to continue their education and professional growth during the building phase. The hotel provides its employees with opportunities for leadership development via programs like the "Hospitality Management Programme," which helps them prepare for positions of greater responsibility within the hotel (Brotherton, 2012). The hotel also provides financial assistance and paid time off for staff to take part in external training and development programs.
Travelodge Hotel uses retention techniques including offering health insurance, incentives to staff, and a flexible work schedule. The hotel also has an awards program called "Heart of Hospitality Awards" that honours staff members who go above and beyond to provide excellent service to guests. In addition, there are prospects for advancement to management levels available to staff members who choose to further their careers at the hotel. The "Employee of the Year" program at Travelodge Hotels is an excellent example of an initiative that has successfully increased employee loyalty and satisfaction. Those that work hard and show dedication to the Travelodge Hotel's mission will be rewarded via this program (Battour and Ismail, 2016). Peers, supervisors, and guests recommend staff members who have gone above and beyond to ensure the hotel's success. The victors get cash, a customized trophy, and extra vacation time. Employees are encouraged to work together and take pride in their job via this program.
The 'Free Cake Friday' program is just one way the Travelodge Hotel keeps its staff happy and productive (Camilleri, 2018). As a method of demonstrating thanks and fostering a positive and friendly work environment, the hotel serves complimentary cakes and drinks to all staff every Friday. Employee morale is boosted, a healthy work atmosphere is established, and cross-departmental communication is fostered thanks to this effort.
Finally, throughout the employee lifetime, Travelodge Hotel has used a number of retention and engagement methods and best practices (Aroul et al., 2022). Examples of such measures include holding regular company-wide events, encouraging employee feedback, recognizing and rewarding exceptional performance, and encouraging collaboration via team-building exercises. Campaigns like "Employee of the Year" and "Free Cake Friday" are two examples of these kinds of techniques that have been implemented successfully at Travelodge Hotel (Camilleri, 2018). The success of Travelodge Hotel may be attributed in large part to the fact that the company places a premium on keeping and developing its staff.
The Pathways program established by Marriott International is an example of successful talent management in the hospitality sector. Employees may advance from lower-level jobs to management with the aid of this program's well-defined criteria and training (Battour and Ismail, 2016). There will be a combination of mentorship, classroom instruction, distance education, and on-the-job training. This program's success stems from its organized methodology, clear evaluation criteria, and enough room for reflection and development.
Another case in point is the 'Go Hilton' program provided by Hilton Worldwide to its workers and their families (Aroul et al., 2022). By providing useful resources to help workers manage their personal and professional lives, this program encourages participation and retention. Travelodge Hotel might use some of these tactics if it introduced a similar program for employee advancement or gave workers rewards like room discounts. Travelodge Hotel may improve employee happiness and retention by outlining clear advancement opportunities and offering concrete perks. Long-term retention and engagement may also be aided by investing in training and development programs, rewarding excellent performance, and establishing a healthy workplace culture.
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To sum up, hotels can't keep their staff happy and productive without good personnel management techniques. The management of Travelodge Hotel can do a better job of taking care of its employees by emphasizing the importance of a healthy work environment, giving enough training and advancement opportunities, rewarding superior performance, and more. Travelodge Hotel may greatly improve its chances of success by emphasizing the importance of staff engagement and retention.
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