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Introduction
This study is going to discuss the direction of the employee engagement process throughout the employee lifecycle within a large hotel organisation in order to achieve the employee engagement process that the human resource department must employ. This case study will consider different areas of the overall employee engagement process. It will elaborate on the role of human resources in engaging the employee and how to engage a team and what are the advantages of an engaging team. The employee lifecycle and its processes will be discussed and some examples will be provided of how a team can be engaged. Furthermore, an employee engagement model and its implementation will be discussed. In the end, some industrial examples would be provided. 


Employee engagement is one of the larger aspects of an organisation since the organisational performance depends on this element. Higher employee engagement in a hotel can better guest experiences. For every stakeholder, leader and manager, employee engagement should be the key responsibility. Human resources cover multiple areas in the employee engagement process (Sun & Bunchapattanasakda, 2019). The roles of human resources in the employee engagement process are-
Human resources can motivate and inspire employees using different tools and resources. HR can initiate an onboarding program that creates a company culture that supports and promotes employee engagement. This process helps managers to know how to motivate and inspire their team members. HR manages staff performance in the hotel. The HR of Marriott International provides training and development and conducts a performance review process. Another important role of HR in employee engagement is safeguarding company culture (Hoque, et al., 2018). The HR managers of Marriott safeguard the culture on two levels. First, ensures the newly recruited employees can make them fit into the culture and secondly, communicate with the staff members regarding the value and objective of the organisation. The HR time and again does the staff recognition process to drive employee engagement and commitment. A corporate formal employee recognition scheme has been introduced by HR which recognises the employees who put their best effort into the work (Saks, 2022). 
There are different ways to engage a team. Managers of hotels use different techniques to ensure the engagement of every team member of a team. The managers or leaders should give updates on the organisational performance and set long-term along short-term team goals to make them connected to the organisation (Wise & Jolles, 2019). Seasonality put immense pressure on the hospitality sector when hotel staff needs to visit multiple guests and provide satisfactory services, the managers should keep motivating and appreciating the team and create team bonding activities so that they could look forward to performing with their colleagues and achieving the best results for the organisation. Team bonding can increase employee satisfaction levels by 50% (Dusenberry & Robinson, 2020). 
Learning and developing new skills can increase employee engagement. In order to attain team engagement, managers can build teams where new staff and experienced staff can work together and experienced team members serve as mentors. In the hospitality industry, employees visit guests and deliver services directly so they need professional training to serve them with their best effort. The organisation needs to invest in the team collaboration process and professional development processes to attain the best outcomes. Organisations should use a collaborative process to enable employee communication within the team. Collaborative work is very important in every sector and due to covid-19 pandemic collaboration become difficult but organisations should use online tools to continue the team collaboration process (Siddiqui & Sahar, 2019).  
There are several advantages of engaging a team such as increasing overall productivity, reducing turnover and increasing revenue. An engaging team defines the bonding between the team member as good. The engaging team generally establishes effective communication between every team member where every team participates in the decision-making and shares their point of view. This process helps to engage every team member and commit to their work (nibusinessinfo.co.uk, 2021). Employee morale increases which positively impacts organisational productivity. An engaging team can be able to solve complex problems as each member tends to attain problem-solving ability. In the hospitality sector employee engagement is very essential since it makes guests feel welcome, cared and comfortable. The services and products can be improved by fostering improvement through teamwork. In order to handle pressure and difficult situations, engaged teams are stronger and better equipped (Antony, 2018). 
An engaging team can commit to continuous improvement which increases the organisational revenue. Having engaging teams Marriott has formed a culture of transparency and integrity (Simatupang & Saroyeni, 2018). This culture values Marriott staff members and 70% of them are proud of being part of the organisation. Engagement of the employees helps the organisation to increase its productivity by 11% and reduce guest problems and turnover by 16% and 28% respectively. Marriott’s team engagement process helps to achieve a higher level of innovation. The organisation is able to build a loyal employee base. Hence, it can better focus on enhanced customer service. Employees feel empowered and get opinions from other experienced team members about their future direction (comparably, 2020).                
The employee lifecycle goes through different stages- attraction, recruitment, onboarding, development, retention and separation. 
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Source: https://www.techtarget.com/searchhrsoftware/definition/employee-life-cycle
Attraction is the first stage where employees get to know about the job or employers identify potential candidates for the job. Employees get attracted by the employer brand. In the hospitality industry, HR managers tend to instil the right corporate culture (Cattermole, 2019). Then show the organisation's structure and culture to the outside world so that employees get reasons including job title, job fit and most importantly salary to choose the organisation. Also, employees choose the organisation for its brand value. For instance, the hospitality industry attracts talent by showing its positive workplace culture to the people. The organisations provide a lot of facilities to the staff members like freebies, free food, maternity leave, reset and relaxation, flexible vacation plans etc (Koch, 2020). 
Recruitment is the next stage of the employee lifecycle. In this process, an organisation recruit suitable candidates using the traditional method or using tools. This process describes how the organisation teat prospective employees during their overall employee journey. In the hospitality industry attaining great talent is quite difficult since the competition is intense. So an organisation needs to search for talented candidates from wider talent pools. It is necessary for the organisation to value its internal talent pool as well. For instance, the hospitality industry uses talent acquisition software to recruit employees. The HR is able to track candidates, pre-employment screening and schedule interviews using the applicant tracking system (Peisl & Shah, 2019).   
Onboarding is the next stage of the employee lifecycle. In this stage, newly recruited employees blend themselves with the organisational culture and work process to become a part of the team. Organisations provide tools and information to work effectively and explain the working process of the organisation. The onboarding of the hospitality industry goes through a long process where the HR explains the organisation’s policies, roles and responsibilities and the employees undergo training (Hall-Jones, et al., 2018). 
The next stage is development. Once newly recruited employees get settled into the job the HR focuses on how a strategic professional development process helps those employees to put their best effort into the work. In the hospitality industry, a buddy system is used where the experienced staff share their knowledge and help the new candidates to learn and adopt the organisational culture. A regular feedback system is used in the industry where the employees gain insight into work and get motivated to perform to achieve goals. For example, Marriott uses frequent feedback to boost employee engagement (Sato, et al., 2020). 
The retention stage defines employees are retained in the organisation who are relevant and top performers for the organisation. Employee retention is a problem in the hospitality industry because the staff has to spend 12 months which results in high attrition rates. In order to overcome this challenge HR professionals use the talent management process to monitor employee performance and their continuous learning process. They also conduct recognition and continuous training programmes to sustain employee engagement and retain employees (Singh, 2019).
Separation is the last stage in the employee lifecycle. In this stage, an employee leaves the organisation for different reasons such as retirement, layoffs, a new job, termination for violating or not performing up to the mark and personal reasons. In the hospitality industry attrition is already quite high so HR professionals generally avoid separation due to a lack of staff but they try to follow a proper procedure and documentation in the separation process and provide valuable opinions as well (Mardanov, 2020).
As a team leader or HR professional, it is very important to ensure the engagement of the team in the work at the highest level at any point in time. A leader should always communicate with the team members to understand their point-of-views regarding the work culture, decision-making and problem-solving. Some examples of how could an HR professional or team leader can engage a team- keeping the team member connected to the organisation, defining organisational objectives and goals, providing valuable feedback clearly, being consistent and recognising and rewarding the best performers. Training and development programmes are necessary to attain team engagement (Zappalą & Mattera, 2021). 
There are different employee engagement models are present in the industry. The Zinger Model is an employee engagement model that managers of the hospitality industry use to engage their employees. This model follows a pyramid structure that the importance of employee engagement. The HR professionals in the hospitality industry need to follow some key steps to implement the employee engagement mode (davidzinger, 2021)l. 
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Source: http://www.davidzinger.com/zinger-model/
The Zinger employee engagement model has 14 symbols and elements for employee engagement. The elements are-
Achieve results- Towards achieving results employee engagement is directed.
Craft strategy- This strategy is designed to achieve the planned result by the organisation. 
Connect- It defines how the employees are connected with the organisation. 
Authentic- employee engagement should be authentic.
Recognition- powerful recognition can play a big role in employee engagement. 
Engage- it focuses on the actions of the engagement process.  
Enliven work roles- it includes rights, behaviours and obligations at work. 
Excel at performance- it demonstrates that engagement can help to excel at performance. 
Esteem organisation- the employees feel they are part of the organisation. 
Foster community- it defines the organisation fostering relationships with the wider community. 
Serve customer- organisation establish a relationship between employee engagement and customer engagement.  
Develop career- organisations should offer benefits to the employee through work.
Leverage energies- it ensures whether the employees get energy or not.
Experience well-being- the work needs to contribute to employee well–being.    
The first row of the pyramid describes, the HR should ensure that employees are cared for and stimulated. So HR needs to give meaningful work and opportunities to the employees to showcase their abilities. The second row describes the leaders must unite the organisation. This row has three blocks build relationships, foster recognition and master moments. The HR has to develop a bond with the employees and provide an environment where they can invent themselves into work. The third row defines that HR needs to boost the performance of the employees. This row consists of two blocks to maximise the performance and path progress (Samantaray & Sahu, 2018).            
The hospitality sector uses this model since it covers all the aspects of employee engagement. 


Conclusion
Based on the above report it can be concluded that employee engagement is an essential aspect of organisations in any sector. Organisations in the hospitality sector use different tools and techniques to attain employee engagement since it helps to retain their employees and increase their revenues. Employee turnover is a big problem in the hospitality industry. Employee engagement and engaging teams help to reduce the employee turnover rate. In the overall employee engagement process, employees get training and development which help them to serve the guest efficiently. The roles of human resources in employee engagement have been discussed. The process of engaging a team and its advantage have been discussed. The employee lifecycle has been discussed related to the hospitality sector. It has described how a team can be engaged. The Zinger model of employee engagement has been discussed. Furthermore, the implementation of the employee engagement model has been described.   
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