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Introduction


Employee engagement is a concept followed by the leaders and managers of an organisation to engage the human resource who are employees in the organisational activities. It describes the level of spirit and commitment an employee have towards their work (Sun and Bunchapattanasakda, 2019). Engaged employees care about the performance of organisation and understand their responsibility towards the growth and success of organisation. It is generally the nature of relationship between a company and its employees and it is very essential for a company to increase its productivity and boost creativity. Employee engagement is very essential in the hotel industry as this industry is based on customer experience and engaged employees are more likely to provide better services to the customers (Garavan and et.al, 2021). In short, engagement and dedication can possibly translate into valued business outcomes for an organisation. The following essay covers the managerial and business environment in which people work and evaluate the influence of internal and external factors on resourcing an organisation that interprets a firm's need to recruit, select, socialise and manage people to achieve the objectives and gain a competitive advantage as well as effectively pass on the connection between personnel development and organisational goals in research and practices followed by organisations to develop engaged and skilled workforce that allows them to sustain long-life employment.

Main Body


Human resource management is the planned approach to develop and support staff and creating a positive workplace environment. Unlike traditional human resource where they focused on only entry and exit of an employee, the new age human resource has transformed into a responsible talent management that focuses on developing and managing talent in order to build successful organisation having a  competitive advantage. Human resource formulate strategies and plans for training, boosting skills and making the work environment better to help in management of the talent in an organisation (Fenech, Baguant and Ivanov, 2019). They develop the talent management plans by implementing methods to gain talent management goals like hiring and recruitment process to get the right person for the job role at right time. Human resource identifies and understands the talent requirement in the organisation, analyses the end business goals, evaluates the gap in talent, formulate a recruitment plan using cost and time, execute the plan to fill the gap in talent and then develop a talent management strategy. After recruitment of talented and skilled workforce, the responsibility of HR do not get over as now they have to hold and develop the talent to help the organisation in achieving growth and success. The development and evolution in technology has been both a challenge as well as an advantage for the human resource as it require an effective plan to deal with the increase in competition due to the advancement in technology. For instance, HR manager of a hotel is responsible for recruiting, training, managing as well as taking necessary action to retain employees (Schreuder and Noorman, 2019). 


Talent management is the process followed by human resource manager to hire and create a workforce that is productive and more likely to sustain with the organisation for a longer period of time. Getting the efficient and skilled workforce and  retaining them is a challenge for most of the organisations. To overcome these challenges talent management is very important as it makes it simple to source talent, identify skills and educational qualification, aboard new hirings, manage the strengths of employees and acknowledge as well as appreciating best performers. With the help of strategical management of talents, an organisation can develop a high- performance and productive workplace, adopt a learning culture, add value to the organisation, and enhance diversity management (Tamunomiebi and Worgu, 2020). Talent management allows companies to attract, develop and hold a workforce focused to succeed. Some of the essential components of talent management are planning in accordance to needs, attracting skilled talent, selecting the most suitable individual, enhancing their skills as well as retaining skilled and valuable employees for a longer period. The main objective of talent management is to develop a motivated workforce that will stay with the organisation for long term. Talent management includes a variety of actions for HR like assessing the performance of employees, creating and implementing a performance management plan, developing a plan to train and develop to enhance the skills of hired employees (Li and et.al, 2020). For instance, in the extremely competitive hotel industry it is very important to have a effective and well executed talent management strategy to minimise employee turnover and enhance their engagement as well as customer services.


The human resource department in a large hotel has to carry out different plan of actions in order to manage and develop talent throughout the lifecycle of an employee within the organisation. Formulating and motivating an experience for the employees that leads to longevity, growth, success and higher employee engagement should be the motive of the HR (López-Gamero and et.al, 2020). Employee life cycle refers to the life cycle of an individual within an organisation and employee life cycle model is user to determine and present the most crucial stages from which an employee go through while they engage with their organisation. There are six stages in an employee's life cycle named as Attraction, recruitment, onboarding, development, retention and separation and in order to understand how each stage can drive employee engagement, here is an evaluation of each stage in detail (Cattermole, 2019). 


The first stage of employee life cycle is employee attraction and it is the most crucial stage of the whole cycle as despite having an innovative and strong product, without the attraction and retention of skilled and talented workforce, the organisation will not be able to succeed (Kumar, 2022). It is the only stage that arises before a company have an open position or vacancy and it projects the image of brand which is employing as an outstanding place to work in the mind of existing employees as well as external stakeholders. This means that this stage creates a positive perspective of working within the company to the employees, talented workforce, clients, customers and potential stakeholders. In context of hotel industry, in order to succeed in this stage an organisation may take some actions like increase brand awareness, be recognised to have great work culture, offer captivating benefits and compensation. 


The second stage of the life cycle of employee is recruitment stage and it is the time where an organisation's human resource seek out and find the best talent to recruit in their organisation. It can either occur as an outcome of any existing role becoming vacant, or at creation of a new position or job role (Crane and Hartwell, 2019). The ideal recruitment plan offers an outstanding candidate experience, assist cooperative hiring focused on clear processes and give significant data that can be used to make hiring results better over time. In context of hotel industry,  in order to succeed in this stage and hire the right talent for the organisation, human resource managers can follow various key tips in their recruitment stage likewise they can ask for referrals from existing employees, post a job vacancy on various recruitment platforms, be clear in what and who they are searching for and involve employees to determine the ideal requirements for the job role.


The next stage in the employee's life cycle is onboarding stage and it occurs after the human resource hires the talent. It is very critical period in which the managers tries to get the new hires adjusted to the organisational environment as well as make them understand their job role smoothly as quick as possible (Lange, 2022). At the time of onboarding, new talent covers more detailed view of their job role, determine the attitudes, knowledge, ability and behaviours that are needed for the effective functioning of the organisation. In context of hotel industry, the human resource of an organisation can implement some key strategies to make sure that the onboarding stage of the employee's life cycle runs smoothly likewise having a perfect job description which outlines all the important duties of the job role, lay out the company's vision and values, describe the expectations clearly in the job description, and follow-up on a regular basis.


The another stage of employee's life cycle is employee development stage and in this stage the manager motivates and encourages the employees in their team for professional development, which provides a base for their skill development as well as assists them in providing a career path for future within the organisation. In context of hotel industry, the human resource of the organisation may follow some key tips to enhance the skills of employees for their professional development likewise encourage them to attend relevant conferences for external learning, identify their skills, knowledge and area of expertise, motivate and encourage the team members to take account for their self development, appreciate the employees who learn in their free time to boost their skills.


The fifth stage of the employee life cycle is the employee retention stage where an organisation focuses on keeping their skilled employees employees and ensuring that they are happy and satisfied in their job roles in the team (Stout-Rostron, 2019). Poor organisational culture leads to increase in employee turnover rate and subsequently increases the cost of recruitment. Effective retention strategy reduces the risk and promote satisfaction and longevity among the employees. In order to improve the retention of employees, the human resource of the hotel industry may follow some actions like hiring the right candidate, foster a great relationship with the team members, properly communicate organisational mission and team aspirations, frequently find out employee feedback and measure team spirit as well as understand what motivates the employees in team.


The last or final stage of the life cycle of employees is the employee separation stage and this is stage where the life cycle of an employee will come to an end whether due to retirement, new employment or for any personal reasons. The separation process should be given equal importance to the onboarding stage and the approach to this stage is critical as when a team member leaves, it has an impact on the whole team. It is the responsibility of human resource manager in the hotel industry to make sure that the exit of employee do not create disruption in the organisation and for that they may use some tips to minimise the effect of employee separation like they can understand the reason that has caused the separation, remain positive, ask for genuine feedback and remind the team to keep looking forward to achieve the organisational goals.


The human resource of hotel industry can improve or benefit team and organisational performance by training and developing the workforce, setting clear goals, appreciating best performance, enhancing internal communication, effective management of projects, shared purpose and giving proper feedbacks. By using these steps tools and operation can be put in place to make the process easy (Aguinis, 2019). Working in collaborative way encourages personal growth, increases satisfaction as well as reduces stress and teams working together provides more productivity.


Best practices are combination of methods that produce outstanding results, increases efficiency and develop well planned processes. Engaged employees are the best performers and always take an initiative to walk the extra mile. The best practices to engage employees in hotel industry are providing them rewards and recognition, gifts in form of freebies, flexible time, friendly activities and competitions, opportunities to communicate and development opportunities (Turner and Turner, 2020). For instance, the employees of Premier Inn hotel chain are actively involved with the community and attend the weekly community outreach activities. Also the employees of premier inn meet outside of workplace once in a quarter. This is why they are efficiently engaged in the employment  and work with whole of their productivity to provide better customer service in order to achieve the goals of Premier Inn. 


Conclusion


With the help of above report, it can be concluded that employee engagement is very important to improve the working environment and culture, reducing turnover, increasing productivity, developing better relationship between the organisation and customer, and affect profits (Boella, and Goss-Turner, 2019). It is very important to retaining skilled workforce as disengaged employees are more likely to leave the workplace whereas engaged employees remain motivated and committed to their employer as well as to the organisation. 
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