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“How to Engage Employees throughout the Employee Lifecycle”
The employee lifecycle illustrates the interaction between the firm and the employee. It encompasses the whole of an employee's lifecycle. Even though it's an important part of the employee lifecycle that may help a company reach its full potential, some of the largest businesses in the world have yet to fully embrace employee engagement. The level of emotional and mental connection that employees have with their jobs, teams, and employers is referred to as employee engagement (Fisher and Southey, 2019). When an employee feels linked to their firm, they not only perform better but also remain there for longer and encourage other workers. More than 90% of corporate leaders feel that engaged workers improve both team and organisation performance as a result of their efforts (Warner, 2022). This essay applies Hilton Hotels' successful strategy to investigate employee engagement over their whole working lives.
The importance of HR to employee engagement cannot be overstated. Even with all the many roles and programmes available, HR managers need still to think about employee engagement. To achieve optimal levels of employee engagement, proper HR practices are essential. The level of employee engagement is a more challenging issue than it first seems since it influences almost every HR function (Grayson, 2020). Nevertheless, in order to engage workers, the HR department has to take into account the employer-employee relationship in its entirety. The HR department is responsible for ensuring that employees have the necessary skills and a productive environment. To sustain employee engagement, HR must develop staff. It is essential that this be made clear to employees. Workers who are engaged in their job are aware of their responsibilities and work hard to achieve both personal and organisational goals.
As employee engagement is necessary, the next step is to develop strategies to engage a team in order to improve productivity, the satisfaction of customers, and the retention of existing customers. Employees are most engaged when their employment is directly related to the company. If employees are prevented from seeing essential company information, they will be coerced into developing views about the company (Opayemi, 2020). Therefore, whenever it is feasible, employees should be kept up to speed on the company's financial performance, goals, and the reasons why this information is important. The loyalty of the workforce may be increased by keeping them informed.
Having clear expectations for employees is beneficial to employee engagement. It's known that employees won't have much enthusiasm for a project if they don't understand what they're working on (Arslan, 2018). Employees need to have every aspect of the job that the organisation is working on verified and explained to them. These responsibilities have to be elucidated by the company. A business should never give the impression that it is dishonest about the activities it engages in.
Consistency in the workplace is necessary for employee challenges. The needs of each individual worker have to be met by the organisation. A consistent result may be achieved by treating employees similarly. Even if management is popular, they may favour certain employees. The best way to engage workers is to lead by example (Grayson, 2020). Engaged employees earn larger incentives. Reduced absenteeism is one of the most significant benefits.   If nothing is done to stop it, it might end up being very expensive for the firm. Absenteeism might be reduced by increasing employee motivation, pleasure, and participation. According to research, employee participation has the potential to reduce absenteeism by 40%. It's possible that happy employees will lead to better business results.
Participation from employees is beneficial to occupational safety. This benefit is realised as a result of the increased commitment to both quality and safety shown by employees who show up to work and engage in workplace activities. When they are not worried or distracted, they are better able to focus on their task and avoid making mistakes there. When they are employed by a firm that is more stable and trustworthy, engaged employees have a 70% lower incidence of safety incidents (Kabst, 2020). Employee involvement in hospitality is best shown by Hilton Hotels, which is often considered to be among the best hotels in the world.
The Hilton Hotels Corporation, which has now evolved into Hilton Worldwide Holdings, is responsible for operating the biggest hotel chain throughout the United Kingdom (Hilton, 2022). There are 162 Hilton Hotels in the UK, which are known for their excellent service. The organisation makes investments to ensure the success of its employees. The company is supportive of workers' professional development throughout the UK. The hotel also provides its staff with training on social issues that are relevant to the goals it has set for 2030. In 2022, Hilton made a pledge to its team members that they would "help them grow and thrive in body, mind, and spirit” (Hilton, 2022). The company has said that the company believes its workers should be provided with the opportunity to develop both emotionally and professionally since they are deserving of a great career (Hilton, 2022). Employees have access to complimentary training at Hilton. Because of this, the hotel chain is an exemplary place to work.
In order to comprehend the employee engagement process, Hilton Hotels has to comprehend the employee lifecycle. The cycle may be used by HR executives to assist employees in realising their full potential. However, being aware of the cycle enables businesses to better control the risk of employee turnover. The model of the employee's connection with the company is broken down into its component parts using the employee lifecycle (Mazenod, 2019). At every stage of an employee's career, Hilton strives for excellence.
Attraction is the first step in increasing employee exposure to a brand (Tucker, 2021). Because of its standing in the world, Hilton is able to draw in talented individuals. The hotel's strategy regarding its finances ensures that the establishment will grow successfully.
The subsequent stage is recruitment, which is the process through which an applicant is converted into an employee (Tucker, 2021). The impression that a prospective employee of the company forms as a result of this journey is significant. Interviews, psychometric tests, and general evaluations are the primary methods that HR uses to attract and choose Hilton workers. The hiring process at the hotel is carefully controlled to match the hotel's culture and goals, and it makes use of a variety of activities, including role play, group activities, and tray exercises (Hayward, 2019).
The third step is onboarding. During this phase, employees are instructed on the values and norms of the firm. When done correctly, making new hires feel welcome and at ease at the organisation is one of the best ways to give them the impression that they can have an influence there (Yaneva, 2021). Hilton is organised into divisions, each of which is responsible for a certain set of tasks. During the onboarding process, employees get consistent training on the requirements of the department. To better serve its guests, the hotel employs these and other approaches, among others.
Step five is to maintain top talent retention (Hayward, 2019). It is vital to get to this stage since often companies take their long-term workers for granted. Tough issues, like incentives and recognition, need to be handled as quickly as possible in order to assist people in achieving their goals (Allen and Turner, 2018). The Hilton hotel brand aspires to be the greatest in the world. Hilton provides an in-house awards and recognition programme for employees who consistently perform at a high level. This contributes to the retention of exceptional employees.
Typically, employees may enhance their careers by participating in a variety of career development events (Yaneva, 2021). A firm may maximise the performance of its employees in a number of different ways by investing in strategic development.
Separation is the last stage of the employee lifecycle. There are many various reasons why employees leave their jobs. It is much like other businesses in that it has internal rules that make it simple to fire workers or ask them to quit (Allen and Turner, 2018). Former employees have not mentioned any time-consuming processes when they departed, despite the fact that this information is not readily available to the public.
Engaging employees across the whole of the lifecycle helps to ensure a smooth sailing experience, and as a student of hotel management, I want my personnel to take pride in the job that they do. After determining the areas in which the organisation might be improved, I would put these strategies into action in order to assist its success. First, the easiest place to start is getting to know the personnel (Tamayo, 2018). Taking the time to talk with employees is both easy and rewarding. In order to better connect with the other individual, I would inquire about their personal experiences here. To increase their level of participation, I would make success instruments available to them. I would also let them know where the company is headed, offer them a chance to grow, give them my full backing, recognise their hard work, let them know how much I value them, build a good team spirit for them, and reward them.
Models of employee engagement provide light on the factors that contribute to the contentment and productivity of employees. The Zinger model may accommodate the initiatives that managers take to encourage employee participation (Möller, 2019). This method of employee involvement is used by Hilton Hotels in order to establish a culture that is long-lasting. The engagement of employees is emphasised using this pyramidal structure. This strategy needs to focus on fundamentals in order to produce high-quality work. The next row up is the business unity row, and this is the bottom row. It places a focus on recognising employees and cultivating ties among people. The third row fosters a sense of camaraderie while also enhancing performance. The company would place a primary emphasis on advancement and performance. Results are at the very top of the pyramid. Any effort to engage employees ought to result in increased profits and output from those employees (Cattermole, 2019). A company should begin the process of employee engagement by establishing strategic engagement objectives in order to guarantee the desired results.
Hotels may utilise employee engagement models to improve morale, motivation, and job satisfaction. Two widely used models are the Zinger and the Gallup Model (Warner, 2022). According to the Gallup Model, there are 12 characteristics that contribute to employee engagement, such as strong leadership, career growth opportunities, and recognition from superiors and peers (Möller, 2019). In contrast, The Zinger Model is a comprehensive employee engagement paradigm that focuses on employee growth to build a pleasant and productive workplace (Grayson, 2020). The hotel industry may encourage a more dedicated and productive workforce by setting and reviewing results against specific goals. For example, Hilton Hotels & Resorts uses the Zinger method to regularly survey employees and incorporates their feedback into the company's efforts to better meet employees' needs and boost their level of satisfaction. Marriott International has also used the Gallup Model to foster an environment of appreciation and thanksgiving among its staff.
In conclusion, the hotel industry is strongly reliant on employee engagement and the employee lifecycle. Employee engagement is the driving force behind productivity, job satisfaction, and retention, while the employee lifecycle provides a complete view of a person's progress through an organisation (Gupta, 2019). Hotels should concentrate on providing a nice environment, enough opportunities for professional growth, and regular opportunities for two-way communication in order to keep their staff happy and productive. In addition, hotels should have a complete personnel lifecycle strategy that supports their overall goals (Collinson, 2021). This area includes activities such as orientation, periodic performance evaluations, and opportunities for professional advancement. A hotel's success is dependent on its workers' satisfaction and loyalty to the organisation, thus management should seek to increase both. Investment in employee engagement and the employee lifecycle may offer hotels a competitive advantage and assist them in recruiting and retaining the finest staff.
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