How to engage employees throughout the employee lifecycle


Name: Robert-Cristian Matyas


Module title and code: Personnel Resourcing & Development (BMIH5005)

Lecturer Name: Kathryn Roberts



Student number: 2111528















Employee lifecycle is the way of identifying and expressing different stages of employees while they are engaged in a company. The stages of the employee life cycle are the attraction, recruitment, onboarding, development, retention, and separation (Byrne, 2019). This essay will explain how the human resource department of Ritz London engages its employees throughout the employee lifecycle within the hotel organization. Employee engagement is the concept of understanding and describing the relationship between employees and the organization both qualitatively and quantitatively (Carbonara, 2022). The role of human resources, ways of engaging employees, and advantages of engaging a team will be discussed with six stages of the employee lifecycle. An example of the Ritz London hotel will be provided for discussing the way they engage their team (Faisal Malik and Akhtar, 2019). Moreover, an employee engagement model and the implementation process will be discussed by providing examples from the hospitality industry of the UK.

Employee engagement is a big issue in the hospitality industry of the UK as employees tend to switch jobs because they are not happy in their working environment (Truss, 2020). The Human Resources department can play a very crucial role to engage the employees in the workplace and create a great workforce that can provide competitive advantages to Ritz London (Christensen Hughes and Rog, 2022). The HR officials need to ensure that the employees of this organization have the right skills, environment, and tools to do their job efficiently (Yadav, 2020). Moreover, HR can engage employees to make sure that they have clear career progression and contributions in this hospitality business. The HR department can motivate and inspire employees by understanding the objectives of the Ritz London and the individual contribution of employees (Christensen Hughes and Rog, 2022). They can safeguard company culture by engaging employees in their workplace. If the HR department of Ritz London can engage employees, it will help this organization to garner huge benefits from employee engagement in the workplace (Widyawati, 2020). 

Employee engagement provides benefits of reduced employee absenteeism as employees are very satisfied with their work and workplace (Yadav, 2020). It provides better employee safety as all are working together as a team. It defines the values of a company as engaged employees working according to the objectives of a company to enhance its reputation (Alarifi and Al-Abbasi, 2020). The hospitality companies which are operating in the hospitality industry of the UK can reduce employee turnover through employee retention. Employees of the hospitality industry of the UK can be engaged throughout the six stages of the employee lifecycle. The stages are attraction, recruitment, onboarding, development, retention, and separation (Alarifi and Al-Abbasi, 2020).

The attraction phase is the first stage of the employee lifecycle which occurs before the recruitment of an employee. Potential employees research hospitality companies like the Ritz London to apply for their career prospects (Byrne, 2019). Potential candidates can see the organizational structure, rules, stories, systems, and employee interaction within this hotel before applying for a job. Prospective employees will choose Ritz London as their employer for many reasons such as salary, job fit, and job title. To build engagement with these potential employees of the Ritz London, the HR officials of this hotel should use employer and consumer branding to address the interest and desires of the prospective candidates (Carbonara, 2022). The HR department needs to recognize the candidates and the underlying desire for work as an employee of the Ritz London. They need to broadcast their message to the candidates by using multiple channels such as social media, websites, and in different events (Faisal Malik and Akhtar, 2019). Moreover, the Ritz London has a career section on their website which can help the HR team to provide a one-stop shop for potential employees. The Ritz London can showcase the stories and experiences of their employees with updated career opportunities and online chatting to stay engaged with potential employees (G, S, and R, 2022). Employee referrals can be helpful to stay engaged with the right employees for the right job. This engagement in the first phase of the employee life cycle will help the HR of Ritz London to recruit the right candidates.

The recruitment phase can engage employees through personal communication where conversations between candidates and recruiters (Holbeche and Geoff Matthews, 2022). This will help to create a positive candidate experience by knowing the candidates before addressing the role they will play in the Ritz London. The HR team can identify the gaps in the current employment of each employee to strengthen engagement (Hutchinson, 2021). Moreover, they can build a unique value proposition for the candidates to make them join this organization. To engage the workforce during the recruitment phase of the employee lifecycle, the HR team need to have regular touchpoints to keep employee updated (G, S and R, 2022). The employees will not leave at any point of this stage which will feel them that Ritz London cares about their employees. This can enhance better recruitment outcomes by leaving a positive impression on the organization and having employees on board.

The onboarding process is concerned with connecting newly hired to other employees of the Ritz London (Hutchinson, 2021). The HR team can create the first employee experience through an orientation program for newly hired employees. Personalization, reminders, and real-time communication can keep new employees valued, comfortable, and excited in their new roles at the Ritz London (Holbeche and Geoff Matthews, 2022). This on-boarding can provide a first impression of the working environment of the Ritz London. The new employees can meet with the manager and their team to learn how they can be successful in their new role. The HR managers of the Ritz London can engage the employees physically and virtually to engage employees in this stage (Kwon and Park, 2019). This will help HR officials to develop a good workforce for enhancing business success through customer satisfaction.

Employees of the Ritz London will want to learn and grow while working in the hospitality industry of the UK. Opportunities for personal development will motivate them to work and stay in this hospitality business (Mcgee, 2021). They can be engaged in this employee life cycle by fostering connections between colleagues to teach each other. HR officials of the Ritz London can establish mentorship programs to teach the less experienced employee by using the expertise of the veteran staff (Mone and London, 2018). Employees can be motivated to adopt independent learning opportunities for enhancing their quality of work. The HR department can create paths of career progression for employees by providing new roles. HR officials need to collect continuous feedback from employees regarding their aspirations from the Ritz London to develop their careers (Mone and London, 2018). Moreover, employees can be engaged in the development stage by making them learn through play or experiential learning (Kwon and Park, 2019). Finally, a culture of learning can be developed by the HR department of the Ritz London to develop and engage the employees. This will increase the retention rate of employees. 

Retaining employees is very important for Ritz London because they have to put lots of effort to recruit new talent and nurture them (Mcgee, 2021). Engagement is very important to retain employees by ensuring a happy and motivated workforce in the organization. Employee recognition is very important besides providing benefits to the employees which makes them valued and stay in the organization. HR of the Ritz London can provide recognition in different means in their workplace (Saran, 2021). HR should help employees to have a work-life balance which will help them to stay engaged in this stage of the employee life cycle. Wellness resources can be given to the employees to make a positive contribution to the organization (Thomas, 2020). The work of the employees of this hotel needs to be challenging rather than boring and mundane. There should be career growth and development opportunity for employees with consistent roles to play during their job. Finally, there should be transparent company goals for employees which will inspire them to achieve them rather than doing a mere job (Saran, 2021).  HR authority of the Ritz London needs to engage their employees in the retention phase to have a happy separation when they have to exit from their workplace. 

In the separation phase of the employee life cycle, an employee of the Ritz London can decide to move on because of retirement, changing career direction, or personal issues (Thomas, 2020). To make this exit a pleasant experience, the HR managers of this hotel need to engage them in this process which will make them feel that this was a great workplace and will recommend this hotel as a very good employer to their network of contacts. An effective off-boarding process can be utilized by having appropriate feedback and exit interviews from the employees (Arslan, 2021). An alumni channel can be created and maintained to keep in touch with valuable employees who have left the Ritz London (Truss, 2020). Finally, as these employees are a potential source of referrals from the pool of future talent, the HR of this hotel can promote their current opportunities and get some referrals for potential employee recruitment (Arslan, 2021). These activities in this last phase of the employee life cycle can engage the employees while they are taking an exit from this company. The role of human resources is very crucial in this whole employee life cycle process. 

To reduce the retention rate and increase the efficiency of my team, I can keep my team connected to the company I am working with (Salsabil, 2022). I can define my expectations to the team clearly by avoiding sugar-coating unpleasant projects and by being consistent with them. I can set a good example by showing the work of our veteran employees to help the newly hired employees to stay engaged in our organization. I can ask for input from employees which will make them valued and will work as a part of this organization (Salsabil, 2022). Moreover, I will show that I care for my team and will reward creativity in the work process to help them to stay glued to the workplace. Finally, I can implement an employee engagement model in my workplace to engage my employees. 

Employee engagement mode is a blueprint that can make employees feel valued, productive, and empowered in their job (Saran, 2021). Maslow’s employee engagement model focuses on the needs theory and applies it to the employee experience in the workplace. Employees of the hospitality industry of the UK can be engaged by providing basic salary and remuneration with safety and security. They can be more engaged if they feel love and belonging in their workplace (Saran, 2021). If an organization can engage them in the workplace they will work better for self-esteem and will fully realize their potential in the self-actualization stage.

This essay is concerned with engaging employees with the help of the HR department of an organization. The Ritz London can engage its employees by providing different facilities and creative activities which will help them to stay glued to the workplace (Mone and London, 2018). HR officials can engage employees in all six stages of the employee life cycle. It will help any hotel business who are operating in the hospitality industry of the UK.
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