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Employee engagement is vital for success in any organisation. Engaged employees are more productive, motivated, and committed to their work, leading to improved performance and retention. However, engaging employees throughout the employee lifecycle can be challenging, as needs and concerns change throughout different stages of employment. This essay will explore strategies for engagement, including recruitment, onboarding, daily work, performance management, career development, and retention (Cattermole, 2019). Additionally, we will examine the role of the human resource department in creating a culture that values and supports employee engagement in the light of the perspective of a large hotel brand InterContinental Hotels Group (IHG). IHG is one of the world's leading hotel companies, with a portfolio of over 5,600 hotels in nearly 100 countries. They operate several well-known hotel brands such as InterContinental, Crowne Plaza, Holiday Inn, and many more. The ultimate objective of this essay is to provide IHG with the tools and strategies needed to engage employees effectively throughout the employee lifecycle, leading to improved organisational performance and greater employee satisfaction.

Developing a positive and productive work environment is essential to keep employees interested and involved during their time with the company. InterContinental Hotels Group (IHG) places a strong emphasis on employee engagement, with several practical programs and initiatives in place to support and develop employees at all stages of their careers with the company. In future, IHG must cherish a culture that values and encourages employee engagement, which is a crucial driver of employee happiness, productivity, and retention. Employee engagement is a critical driver of employee satisfaction and retention (Cattermole, 2019).

Ensuring that the recruitment process is inclusive and fair is one of the most effective methods to engage and attract employees from the beginning of the hiring process. IHG has a strong employer brand, which highlights the company's values and culture, as well as the benefits and opportunities available to employees. They also use a fair and efficient hiring process to attract and select the right employees (Voegeli, 2021). IHG can accomplish this by writing job descriptions that are open to everyone and easily accessible and by aggressively seeking applicants from a wide variety of candidate pools. It can cultivate a more accepting and tolerant culture of differing viewpoints and ideas if they take steps to develop a varied and inclusive workforce. It can assist in fostering a feeling of community and engagement among employees (Kleinaltenkamp et al., 2019).

IHG uses recruitment techniques to ensure compatibilities with the brand's core values and culture, such as behavior-based interviews and realistic job previews, to help candidates understand the responsibilities and culture of the company.  It can assist them in making an informed decision regarding whether or not to join the company (Kwon, and Park, 2019; Smith, and Cantrell, 2011). The HR department should also draft inclusive job descriptions and actively seek diverse candidates to build a sense of community and engagement among workers. These techniques evaluate an applicant's compatibility with the company's culture and values (Hinzmann et al., 2019).

After a person has been hired for a position, offering them a complete onboarding experience that makes them feel welcome and prepares them for their new responsibilities is critical. It may entail delivering a comprehensive orientation to the firm, its culture, and its expectations and providing employees with the training and resources they need to thrive in their new role. An efficient onboarding procedure can make it easier for newly hired workers to adjust to their new responsibilities, helping them feel more comfortable and confident in their new roles. It, in turn, can raise their level of engagement and motivation (Crane and Hartwell, 2019). IHG provides a comprehensive onboarding program that helps new employees understand the company's culture, values, and expectations, as well as the specific policies and procedures of the hotel. This can include training on customer service, safety and security, and other key skills required for working in a hotel. For example, new employees go through a series of training sessions, which includes learning about the company culture, safety and security, and customer service. They also have a designated mentor or buddy to help them feel supported and connected to the company (Voegeli, 
2021). IHG’s HR division ought to devise a complete onboarding program that will assist new workers in experiencing a sense of belonging and becoming ready for their new responsibilities. It may entail delivering a comprehensive orientation to the firm, its culture, and its expectations and providing employees with the training and resources they need to thrive in their new role. In addition, the department should ensure that all new workers have access to a mentor or buddy familiar with the company's culture, regulations, and operating procedures. New employees may find it easier to feel connected to the firm and involved in their work when they better understand the organisation's culture, values, and goals.

It is essential for human resources to give employees chances for growth and development, as well as to promote a feeling of community among workers to maintain employees' engagement in their day-to-day work (Barrick et al., 2015). It can be accomplished by providing chances for training and growth, providing consistent feedback and acknowledgement, and establishing a culture that values open communication and collaborative effort. IHG encourages open communication and feedback, fosters a sense of community and collaboration, and recognises and rewards employees for their contributions to the company. For example, they have regular team-building activities, employee engagement surveys, and opportunities for employees to share their ideas and suggestions with management. They also have a program called "IHG Way of Life" which focuses on promoting a positive culture and employee engagement. Giving employees opportunities for personal growth and advancement may make them feel more involved and motivated. IHG can also provide employees with opportunities for training and development that align with the authorities' expectations for their careers, which can assist them in acquiring new skills and information. In addition, they can allow workers to participate in cross-functional teams and projects, enabling them to pick up new skills from their coworkers and foster a feeling of belonging in the workplace.

For the retention of employees, keeping the employees motivated and committed becomes crucial (Temminck et al, 2015). To keep employees motivated and interested in their work, the department of human resources ought to carry out periodic performance reviews and define objectives for the workforce. IHG invests in employee retention programs that help employees feel valued and supported, such as benefits, work-life balance initiatives, and employee recognition programs. These can include things like flexible scheduling, employee recognition programs, and opportunities for professional development (Voegeli, 2021). It is also recommended that the department communicate clear expectations and consistent feedback to assist employees in comprehending how their work contributes to accomplishing the organisation's overarching objectives. Motivating and engaging people more effectively can be accomplished by recognising and thanking them for their effort and contributions. It could involve offering shout-outs during team meetings, awarding bonuses or other incentives, or providing staff with an opportunity to attend conferences or other professional development events. The organisation must ensure that employees have access to opportunities to further their careers, such as training and development opportunities, mentorship programs, and well-defined career routes.

A culture that fosters employee engagement, recognises and rewards contributions and values employee input should exist. This can be achieved by recognising and rewarding employees, building a sense of community, and increasing employee participation through surveys and feedback methods. Employee engagement can be increased by giving them a sense of ownership and control over their work, involving them in decision-making, and providing opportunities for leadership. IHG establishes clear performance expectations, provides regular feedback, and offers career development opportunities such as performance evaluations, skill-building workshops, mentoring programs, and a leadership development program (Kim et al., 2020). They also track progress and recognise and reward employees through bonuses, promotions, and incentives. The hotel may consider instituting a program that recognises and appreciates staff for their efforts and contributions, such as staff who receive positive customer feedback.

Increasing employee engagement is possible by creating an environment where employees can freely share their ideas, concerns, and ideas without fear of repercussions. This can include an open-door policy, regular team meetings, and opportunities for one-on-one interactions with managers or other leaders. Providing educational and professional development opportunities for employees can also boost engagement. This includes training, mentorship and specific career development pathways. Building a sense of community among staff can also improve engagement, through team-building activities, social events, and recognition of employee accomplishments. Providing flexibility in work schedules and locations can also increase engagement. IHG could involve employees in decision-making by establishing employee focus groups or committees, and empower them by giving them more control over their work, for example, giving housekeeping staff control over cleaning schedules, and front-desk staff control over handling customer complaints (Peng, Lee, and Lu, 2020; Havlovic, 2019).

The HR department's responsibility is to offer wellness programs to employees to promote their mental, emotional, and physiological well-being. Support for mental health, access to an employee assistance program, and the promotion of good habits such as regular exercise, healthy diet, and stress management are all possible components of such programs. The most critical point to remember is that employee engagement tactics should be adapted to meet individual workers' unique requirements and inclinations and put into practice reliably and consistently (Meister and Willyerd,2021). IHG provides employees with a safe, respectful and positive working environment, which includes but is not limited to fair treatment, addressing employee complaints, and promoting a positive culture. For example, they have regular employee relations training, open-door policies, and opportunities for employees to raise concerns or issues with management. Importantly, cultivating a culture that encourages open communication and collaboration among employees can assist in establishing a feeling of community among them, which can help raise engagement levels. This in turn can help to retain the best-performing employees. Open and transparent cultures can be created in organisations by encouraging staff members to communicate their thoughts, ideas, and feedback. 

Finally, as employees approach retirement or plan to leave the company (separation), supporting them to make a smooth transition (out of the organisation) is essential (Kwon and Park, 2019). It could be retirement, a new job, or personal reasons. It also includes terminated employees. It can include providing resources and support for job search or opportunities for employees to work on special projects or consulting. Regardless of the cause for departure, delivering a pleasant final experience is essential. In addition to other effects, an employee's departure impacts the remaining employees. IHG provides a fair and respectful exit process and maintains a clear process of separation and exit interview to understand why employees are leaving the organisation and make improvements accordingly. For example, they conduct exit interviews, final performance evaluations, and follow-up surveys to understand the reasons why employees are leaving the organisation (Havlovic, 2019). The company should make every effort to minimise disruptions to other employees. HR should speak with them if an employee resigns to determine why they are leaving. It will assist in identifying potential trouble areas inside the organisation. When terminating an employee, the company should follow the proper procedures. The senior personnel can request candid and frank feedback from departing employees. The optimal moment to do so is at the employee's leaving interview.

In conclusion, engaging employees throughout the employee lifecycle is crucial for creating a positive, effective and productive work environment. Employee engagement is a crucial driver of employee satisfaction, productivity, and retention, and organisations must create a culture that values and supports it. Strategies include recruitment, onboarding, daily work, performance management, career development, and retention. IHG places emphasis on engagement, with practical programs to support and develop employees at all stages of their careers with the company. To achieve this, IHG's HR department should conduct regular employee engagement surveys, provide employee wellness programs, implement employee recognition and rewards programs, and allow flexibility in scheduling and work location. Engaging employees requires a holistic and ongoing effort that addresses employees' needs and concerns at every stage of their employment. Overall, IHG’s HR department should be responsible for creating a culture that values and supports employee engagement and for implementing strategies that help engage employees throughout the lifecycle.
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