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Employers need to be aware of the various reasons employees might choose to work for them and why they may decide to leave. This knowledge will help organisations create a more positive environment that meets employee needs (Cattermole, 2019). Employee loyalty is partly based on how well an organisation represents itself, as well as its ability to attract top talent. Employees are often swayed by whether or not they believe their skills would be put to use in the company's current or future goals. Smith and Mitchell (2022) state that employee engagement is a topic that is both complex and controversial. Throughout the world, 85% of workers are either not interested in their jobs or actively trying to avoid them. This indicates a level of dissatisfaction with work that cannot be ignored or taken lightly. If businesses want to address employee engagement, they need to understand the cycle fully. This will help them save money and keep valuable assets while motivating employees more effectively. This essay will elaborate on how to engage workers at all stages of their employment, as well as what the human resource department of a big hotel must do to engage employees at all stages of their employment with the firm. 
HRM, or Human Resource Management, is a strategic approach to the organisation that takes into account all aspects of its operations in order to achieve company goals. This includes looking at how each activity contributes towards achieving objectives and making sure that every aspect of HRM is carried out methodically and systematically (Stone, Cox and Gavin, 2020). According to Hendri (2019), studies have shown that positive correlations exist between organisational learning and performance. HRM systems are often effective and lead to long-term success for businesses. This is because HRM helps organisations manage their workforce effectively, which in turn leads to improved performance and growth. The creation of talent analytics, which will allow companies to identify and retain high-performing people, can be achieved through technology among corporate staff. This process produces a skilled workforce that meets the expectations of the company. Technology has greatly enhanced our ability to monitor employees and track their progress over time, making it easier for businesses to keep top performers on board (Sivathanu and Pillai, 2020).
Work engagement is a proximal motivational component that results from an employee's performance. Engaged workers are typically more energetic and enthusiastic at work, which leads to better performance in their roles. Additionally, engaged employees often have positive mental states that promote task-oriented behaviour and strong motivation towards their work (Çop, Olorunsola and Alola, 2021). Leaders who are accessible and assist their staff in giving meaning to a crisis can increase social capital and employee resilience. Additionally, by facilitating casual talks between workers, they may help improve the level of connection that exists within the company as well as create stronger social attachments among employees. In short, leaders who take steps to facilitate a meaningful crisis will ultimately have positive outcomes for both themselves and their team members (Emmett et al., 2020).
Recruitment involves six important stages: attraction, recruiting, on boarding, development, retention and separation. At its most fundamental level, a company's reputation attracts employees. After someone is hired by the company and is completed the on boarding process, a corporation will try to preserve the knowledge and expertise of its employees by retaining them over a long period. Eventually, however, an employee may retire or seek greener pastures elsewhere. In order to do this effectively, the corporation must grow and develop that individual in order to keep their best talent on board for as long as possible. This process can be difficult at times but ultimately leads to stability and success for the organisation. This essay will also discuss the employee engagement model and provide examples from the hotel industries. 
The process of finding the best employees for a company begins when an individual becomes aware of the organisation and its reputation. This allows them to make an informed decision about whether or not they want to work for the company. If done incorrectly, this step may prevent potential recruits from even considering joining your organisation in the first place. However, if executed correctly, attracting talented individuals will help you get off on a strong foot and achieve great things (Smith and Mitchell, 2022).
Recruitment refers to the procedures and activities carried out by a business in order to hire new employees. The hiring of a new employee is just one-step in an overall recruitment process, which includes all other planned actions. A procedure has to be well thought out if it is going to have any impact on attracting potential workers (Kraneis, 2022).
Kraneis (2022) states that on boarding, or the process of introducing new employees to their work environment and team members, is important. The literature points out that it helps new hires become effective members of their team and strengthens employee bonds. It should be a detailed process that occurs throughout an individual's time with the company, not just at one specific point in time.
Professionals in people management and those who work in the field of employee and organisational development need to have a close working relationship if they want to be successful. This involves getting involved with either one or both areas, which will help the employee, contribute more value to the organisation and progress one’s career. It is also essential to note that in this stage, the knowledge and skills that the employee develops are well beyond the organisation’s scope (Smith and Mitchell, 2022).
It is essential for a company at this level to be able to attract and keep outstanding employees who can add value with their knowledge, experience, abilities, and good attitudes. It is important to take the appropriate steps so that these individuals may continue working within the organization. The most important factor in whether or not employees are engaged is not their level of engagement but rather the contribution that they are making to the success of the organisation. This can be determined by looking at factors such as dedicated to their work and how much effort, they put into helping improve company performance (Smith and Mitchell, 2022).
According to Smith and Mitchell (2022), leaving an organisation can be done in a number of ways, including voluntarily leaving or being dismissed. The most common method is redundancy, which refers to when employees are let go because there are not enough positions available.
Traditionally, retirement meant an employee would leave on a certain date after reaching a certain retirement age, which is often 60 or 65. Nowadays, it is illegal to forcefully retire workers at a specific age without a legitimate business cause. Maintaining an open dialogue with workers about their objectives is usually beneficial (Smith and Mitchell, 2022).
Dismissal is an involuntary change in employment when the employer terminates the agreement. It is possible that the worker acted improperly or failed to satisfy the demands of the position. A valid explanation should be given for the dismissal, and a fair and legal process should be followed (Smith and Mitchell, 2022).
Redundancy refers to the termination of an employment contract by either party because of their job no longer being accessible. This can happen for many reasons, such as when the post holder's position is eliminated through natural or involuntary turnover. It is wonderful that employers are looking into ways to avoid forced layoffs, and law in some cases (Smith and Mitchell, 2022) may even require it.
According to the author, to engage with a team, it is essential to keep them involved by communicating important corporate information, outlining expectations clearly, and acting consistently. Additionally, demonstrating to the workers that you value them by giving those appropriate incentives, whether intrinsic or extrinsic, can help to increase their motivation. Employees will be more committed to their job when they know that what they are doing is helping contribute to a larger cause. This can be done by sharing the venue's purpose, vision, and/or values with new hires. Doing so will motivate them. Expressing concern for the employees by acknowledging their birthdays, work anniversaries, and other significant personal events is a great way to show them that they are being cared for. Doing things like posting shout-outs on social media Other than that, various events could be organised, which will assist in eliminating stress related to the work. Lastly, it is essential to focus on their work and life balance and make it very much easier for team members to stay in touch.
Engagement techniques must be genuine in order to motivate workers and have the desired effect. If they are not sincere, then insincere efforts will backfire and actually result in less motivation instead of more. This is because people respond best to things that feel real - regardless of whether or not those things are actually effective. The David Zinger Model for employee engagement focuses on understanding all factors that can contribute to an employee's engagement. This model takes into account company culture and values, as well as employees' demographics (such as age, sex, and race/ethnicity). It emphasises the importance of structure and strategy in order to achieve pleasure. It also values professional growth as important, alongside providing excellent customer service. By understanding these aspects of a given workplace, managers can improve employees' satisfaction levels and ensure better performance (Nasution and Absah, 2019). Twelve distinct factors are provided by this methodology for raising employee engagement levels within the hotel industry.
According to Hussainy (2020), first, organisations should have a plan and execute it effectively in order to achieve good results. The second driver is considering the organization and employees' requirements. The third is called Enliven, which employees mostly like interesting and challenging jobs, and organisations should focus on eliminating the boredom factor from the workplace. Organising an event should work to reduce boredom. The next stage is motivating employees with rewards such as intrinsic and extrinsic. The fifth driver is that managers should stay in touch with their employees to create a sense of self-esteem. Being open and communicative with the subordinates, along with listening to their problems and asking for suggestions, is the sixth driver. When dealing with staff issues, a leader is expected to act this way. The seventh driver, the "live recognition" system, is designed to boost the morale of employees while also encouraging them to stay with the company for a long period. The eighth stage states that only with fully engaged staff can the required goals be attained in the shortest amount of time (Hussainy, 2020). The following driver is called ‘Identify with Company’, which states that employees who experience a sense of belonging to their organisation tend to work there for a long time. The tenth driver is about building a culture and tradition around serving clients. It is essential to note that only motivated personnel will be able to provide greater customer service. The last two factors that contribute to employee engagement are achieving satisfaction with content and having happy personnel (Abrishamirad, Kordi and Abbasi, 2021). This model takes into account all the different aspects that could affect employees' involvement, dedication, and satisfaction.
Hanson (2022) states that the great resignation and the pandemic have had a negative impact on the workforce, as it has caused disengagement, career advancement, and organizational culture. Many workers now feel less connected to their teams. As workers look for new jobs, they are seeking positions where they feel appreciated and supported. On the other hand, EconomicTimes (2021) states those individuals' ties with their employment and workplaces have changed in the last few years. They spend hours trying to adapt to new technology when working remotely, which has had a negative impact on mental health. The lack of connection from work causes employees dissatisfaction and insecurity, leading them to quit their jobs. Tripp (2022) states that managers may be able to help determine what is causing a person to disengage from their work by talking with team members and learning about the specific problems that an individual is experiencing at work. This might include dissatisfaction with wages, being unable or unwilling to do daily duties, how likely they are to grow in the company, or any other issues.
The most valuable resource for every firm is its workforce. They make a significant contribution to the company's growth and profitability. They provide innovation and set the route for the organisation's sustained growth. The human resource department of a large hotel must take certain steps, which were discussed in this essay, in order to engage staff at all phases of their employment with the company. In addition, an employee engagement model and it may be applied to the hotel sector are also covered in this article, which is the Zinger Model. It considers all the variables that could affect workers' engagement, commitment, and satisfaction. Examples from a related sector are also provided.
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