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[bookmark: _dgpfyqmgok84]Introduction

In the current shifting business climate, employee devotion and participation determine a company's productivity and effectiveness. Any successful company needs employee involvement, not simply a buzzword. Engagement promotes productivity, morale, and business success by encouraging people to spend more time, effort, and ingenuity on their jobs. Large companies often have disengaged or inadequately engaged employees, which can hurt their success. Employee involvement encompasses both emotional and intellectual links to work. Job satisfaction requires passion, commitment, and personal and corporate goals that match. From hiring and onboarding to development, retention, and departure, workers go through the "employee lifecycle." Understanding the employment lifecycle helps manage and improve engagement.

This essay will focus on managing disengaged or badly engaged staff in large businesses, with a focus on the hotel industry. It’ll examine how HR can boost employee engagement and the benefits of teamwork. We'll also discuss how to include employees during recruiting, onboarding, development, retention, and separation.
[bookmark: _yp8moqz2hr6]1. The Function of Human Resources in Employee Engagement

Employee engagement is something that HR (human resources) is tasked with promoting and sustaining, and this duty goes well beyond standard HR duties. According to Cattermole (2019), HR divisions are increasingly acknowledged as acting as accelerators to improve employee engagement. The role of HR in this sector is complex and encompasses a number of crucial aspects.
[bookmark: _jq7fbqi8zmsx]1.1. Recruitment 
It is the first step in the process of engaging workers. Choosing individuals who not only have the necessary abilities but also fit with the company's values and culture is part of HR's responsibilities in this situation, according to Kaliannan and Adjovu (2015). A crucial element of long-term involvement is the initial match with company values.
According to Buchan et al. (2019), an efficient onboarding procedure may be a potent instrument for HR to foster engagement. The goal of onboarding is to make new recruits feel welcomed, integrated into the organization's culture, and enthusiastic about their contribution to the team. Onboarding extends beyond just orienting new hires to their jobs.

[bookmark: _g0652wvpudar]1.2. Development

According to Nieves & Quintana (2016), HR's contribution to employee development is another essential component of engagement. Employee engagement is higher when they feel that there are prospects for development and promotion inside the company. For employees to feel invested in their jobs, HR must make sure that training and development programs are in line with their personal aspirations.
[bookmark: _3jnixyozcit5]1.3. Retention

HR has a huge impact on the retention sector. According to Ramlall (2004), employee engagement and the retention of top talent are closely related. By fostering a compelling environment and preserving high levels of job satisfaction, HR must put initiatives in place to avoid employee churn.

Anitha (2014) stresses that HR practices have a direct influence on employee engagement, emphasizing the significance of HR in managing engagement. An effective and engaged workforce is built on HR's ability to provide an atmosphere that motivates workers to give their best effort at work. In the final analysis, HR plays a variety of roles in retaining and engaging workers, including recruiting, onboarding, development, and retention. HR policies and procedures have a big impact on employee engagement and are essential for developing a motivated and engaged staff.

[bookmark: _eciwfps3sxso]2. Models for Employee Engagement

Organizations frequently use several employee engagement models to inform their goals and activities since employee engagement is a complicated concept. These models offer organized frameworks for comprehending and improving engagement and are crucial tools for both management and HR experts.

One such model, as put forth by Padhi and Panda (2015), emphasizes the significance of a holistic approach to employee engagement, taking into account both the professional and personal lives of the employees. According to this concept, increasing employee well-being may increase employee engagement, leading to a more motivated and contented staff. Luxury hotel chains that provide wellness programs and encourage a work-life balance are good examples of this strategy in the hospitality sector. These programs have a beneficial effect on employee engagement.

Another well-known model that emphasizes the significance of team dynamics in employee engagement is the one put forth by Park, Johnson, and Chaudhuri (2019). The concept contends that team dynamics have a significant impact on employee engagement. In reality, hotels that place a strong priority on team-building exercises and collaborative work cultures frequently see better levels of employee engagement.

Employee engagement models are important because they may improve engagement through a systematic, data-driven approach. Organizations may adjust their plans and activities to target certain areas for development by understanding the many dimensions of engagement. 

In the context of the hotel industry, models like the one Kaliannan and Adjovu (2015) released emphasize the significance of work engagement in fostering wonderful visitor experiences. Hotels may use these models to improve overall service quality and customer loyalty by coordinating employee engagement with client happiness.

Overall, firms looking to promote an engaged culture should use employee engagement models as guiding frameworks. When properly used, these models provide an organized approach and may greatly raise staff engagement. These ideas may be immediately applied to the hotel business to raise service standards, benefiting both staff members and visitors.

[bookmark: _xuizxlc58apf]3. Models for Employee Engagement

Since employee engagement is multifaceted, organizations utilize several models to guide their goals and activities. Management and HR professionals need these models to understand and improve engagement. Padhi and Panda (2015) propose a comprehensive approach to employee engagement that considers both professional and personal life. Increasing employee well-being may enhance engagement and motivate and satisfy personnel. Hospitality chains like luxury hotels that promote work-life balance and wellness programs use this tactic. These programs boost employee engagement.

Park, Johnson, and Chaudhuri (2019) created another popular model that stresses team dynamics in employee engagement. The idea is that team dynamics affect employee engagement. Team-building exercises and collaborative work cultures can boost employee engagement in hotels.

A methodical, data-driven approach to employee engagement models can boost engagement. Understanding engagement's multiple aspects allows organizations to target development areas in their goals and activities. Kaliannan and Adjovu's (2015) hotel concept emphasizes work engagement's role in creating great guest experiences. By synchronizing staff engagement with customer satisfaction, hotels may increase service quality and loyalty.

Finally, employee engagement models may help companies foster engagement. These models are structured and can boost worker engagement when utilized appropriately. These suggestions may improve hotel service quickly, benefiting workers and guests.

[bookmark: _1t6uw37cveov]4. Stages of the Employee Lifecycle
[bookmark: _58eey22sm796]4.1. Recruitment
Recruitment marks the first touchpoint between the organization and potential employees. Nieves and Quintana (2016) noted that by creating a transparent and educational hiring process, HR can engage new hires during recruitment. Clear communication about the company's culture, values, and expectations sets the stage for a strong start to the employee lifecycle.
[bookmark: _zby7giz43sys]4.2. Onboarding
Effective onboarding practices, as highlighted by Buchan et al. (2019), go beyond paperwork. HR must ensure that the onboarding process immerses new employees in the company's culture and provides them with the tools and knowledge to succeed. Providing mentors or buddies, organizing orientation programs, and making employees feel welcome are key aspects of successful onboarding.
[bookmark: _vfjg3jim3kiq]4.3. Development
As Ramlall (2004) emphasizes, development is a continuous process. HR plays a critical role in supporting employee growth and development. This support can include providing training, offering opportunities for skill enhancement, and facilitating career advancement. When employees see a clear path for their development, they are more likely to remain engaged and committed.
[bookmark: _j5otk2nfcb6z]4.4. Retention

Karim et al. (2021) discuss retention strategies as being essential for sustaining engagement throughout the employee lifecycle. HR can employ a range of techniques to keep employees engaged and satisfied. These strategies may involve competitive compensation, opportunities for advancement, recognition and rewards, and a positive workplace culture.
[bookmark: _d4w6zv2rown3]4.5. Separation

Employee separation can be a challenging phase, especially when dealing with disengaged employees. It's crucial to approach separation with care and respect, as Cox and Kramer (1995) pointed out. HR should conduct exit interviews to gather insights into why employees are disengaged and use this feedback to make improvements in the organization. Additionally, a well-managed separation process can leave the door open for re-engagement in the future.

[bookmark: _h94qs9fjujlu]5. Examples of Employee Engagement in the Hotel Industry

Hoteliers value staff engagement because it improves visitor pleasure and commercial performance. Below are instances of successful hotel employee engagement methods and their results.

Four Seasons is an example. Four Seasons has always prioritized employee involvement. The company's "Golden Rule" drives employee engagement (Presbitero, 2017). Golden Rule: Treat employees as you would visitors. This strategy has created an engaged staff that provides excellent customer service. The hotel's excellent reviews and high levels of customer satisfaction demonstrate this.

Marriott International emphasizes employee involvement for success. The Marriott "Spirit to Serve" campaign promotes employee engagement and value (Park, Johnson, & Chaudhuri, 2019). This program offers thorough training, recognition, and staff wellbeing. Marriott has reduced employee turnover and enhanced guest loyalty, boosting revenue.

The Ritz-Carlton Hotel Company is another example. Ritz-Carlton "Gold Standards," which govern staff conduct and service, are famous (Kaliannan & Adjovu, 2019). Employees can make guest-enhancing decisions. This has led to a highly motivated staff and a solid brand reputation for excellent service.

These examples show how hotel staff engagement may improve visitor experiences, turnover, and market position.

[bookmark: _jodsmk4imic2]6. Employee Disengagement: Growing Issue

Employee disengagement has become a major issue for companies in many industries, including hotels. This rising issue has far-reaching effects for firms and employees.

Per Pech and Slade (2006), employee disengagement may lead to a widespread lack of passion, drive, and commitment. Disconnection can result from imprecise employment objectives, poor assistance, and restricted advancement prospects.

Employee disengagement has serious ramifications for firms. Disengaged workers are less productive, more likely to make mistakes, and more absent (Pech and Slade, 2006). This lowers profits and raises operating costs. Disengaged staff may lead to poor service, unfavorable online reviews, and decreased occupancy rates in the competitive hotel sector, where client pleasure is key.

Employees, however, suffer several harms. A lack of purpose, work satisfaction, and stress often result from disengagement. According to Mannelly (2009), disengaged workers are more likely to burn out and leave, resulting in high turnover.

In short, employee disengagement is rising and has major ramifications for businesses and workers. Hotel companies must address this issue immediately to ensure high-quality service and market competitiveness.

[bookmark: _j0rki2yhiyiz]7. Implementing Employee Engagement Models

Implementing employee engagement models in a large hotel requires a well-thought-out approach that considers the unique challenges and opportunities within the industry. However, the potential benefits of using these models in practice are substantial and can significantly enhance the hotel's performance.

In large hotels, such as those in the luxury sector, implementing employee engagement models often begins with a clear leadership commitment. As Cattermole (2019) noted, leaders play a crucial role in fostering engagement by setting expectations for the workforce and modeling the desired behaviors. In practice, this means that hotel managers and executives must actively support and promote the principles outlined in the chosen engagement model.

Furthermore, training and development programs are crucial for aligning employees with the model's core concepts. Training allows employees to understand the model's principles and how they relate to their roles. As Ritz-Carlton has shown (Kaliannan & Adjovu, 2019), these programs can include specific modules related to guest service, communication, and interpersonal skills.

The benefits of implementing employee engagement models in a large hotel are manifold. For instance, the hotel can expect improved guest satisfaction. The success of the Four Seasons serves as evidence that engaged employees are more likely to offer top-notch service (Presbitero, 2017). High guest satisfaction leads to repeat business and positive online reviews, enhancing the hotel's reputation.

Additionally, a workforce aligned with engagement models tends to exhibit lower turnover rates When employees feel valued and engaged, they are more likely to stay with the organization, reducing the costs associated with recruitment and training (Karim et al., 2021).

Thus Implementing employee engagement models in a large hotel requires leadership commitment, training, and development programs. The benefits of this implementation include improved guest satisfaction, reduced turnover, and a competitive edge in the industry.

8. Factors that can effect Employee engagement

Performance and work satisfaction depend on several elements that affect employee engagement. Innovation and HR strategies greatly affect engagement.
According to Anitha (2014), individual, work-related, and organizational factors all affect employee engagement. Personal values that match the company's mission and culture are crucial. Relevant work and skill development are crucial to employee engagement. Organizational elements like supportive leadership and clear communication boost engagement. 

These areas of alignment increase employee engagement.
[bookmark: _4og6h4v5l0qn]8.1. Well-documented: 
Employee engagement affects performance. Employees that are engaged work harder (Anitha, 2014). This boosts hotel visitor satisfaction, occupancy, and income. Engaged staff are more creative and innovative, which improves service (Nieves & Quintana, 2016).
[bookmark: _vddyvtwjmm6i]8.2. Practices and Innovation: 
HR practices greatly impact employee engagement. Employee growth, progress, and a safe, inclusive workplace are crucial (Karim et al., 2021). Hotel innovation also boosts engagement. Innovative technology and methods that simplify and enjoy work can boost participation (Nieves & Quintana, 2016).

In fact, individual, job-related, and organizational variables affect employee engagement. Employee involvement boosts productivity and creativity. Innovation and HR strategies may boost engagement.

[bookmark: _ajt80tfxrk5z]Conclusion

This essay examined hotel employee engagement, a crucial topic. It highlighted the importance of human resources in engagement and presented effective engagement approaches. We found effective employee engagement and retention tactics by studying the employee lifecycle and real-world instances.
The rise of disengagement and its dire repercussions must be addressed. Disengaged workers lower morale and productivity. However, engaged employees are valuable. It improves client pleasure, minimizes turnover, and sustains hotel performance. Thus, managing disengagement and fostering employee engagement is essential for hotel sector excellence.
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