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The Human Resource (HR) department plays a crucial role in engaging employees throughout their employment lifecycle within a large hotel. Employee engagement refers to the level of involvement, commitment, and connection an employee feels towards their organization and its goals. When employees are engaged, they are more likely to be productive, motivated, and committed to their work. A well-engaged workforce can lead to increased customer satisfaction, improved organizational performance, and reduced turnover rates. The HR department must employ various strategies and initiatives to engage employees throughout their employment journey, from the time they are hired to the time they retire.

The Employee Life Cycle is a series of stages that an employee experiences during their employment with a company. These stages include: recruitment, onboarding, development and growth, retention, and offboard. The HR department must engage employees at each stage of the life cycle to ensure they are motivated and committed to their work.

The first stage of the employee life cycle is recruitment. During this stage, HR must engage potential employees by presenting a positive image of the organization and promoting its values, culture, and benefits. HR can also provide prospective employees with opportunities to meet current employees and ask questions about their experiences. By making a positive first impression, HR can help to engage employees from the start of their employment journey.

The second stage is onboarding. This is the process of welcoming new employees to the organization and introducing them to the company's culture, values, and procedures. During this stage, HR must engage employees by providing them with a comprehensive orientation program that includes information about the company, its history, values, culture, and expectations. HR can also provide new employees with opportunities to meet their colleagues and participate in team-building activities.

The third stage is development and growth. During this stage, HR must engage employees by providing them with opportunities for professional development and growth. This can include providing access to training programs, mentorship opportunities, and leadership development programs. HR can also encourage employees to pursue their interests and passions within the company and provide opportunities for them to take on new challenges and responsibilities.

The fourth stage is retention. During this stage, HR must engage employees by creating a positive work environment, promoting a sense of belonging, and fostering open communication. HR can also recognize and reward employees for their contributions, provide opportunities for career advancement, and offer flexible work arrangements to accommodate employees' changing needs.

The final stage is offboard. This stage is concerned with preparing employees for the next stage in their employment journey, whether it be retirement, a change in role, or leaving the company. During this stage, HR must engage employees by providing them with support and resources to make the transition as smooth as possible. This can include providing outplacement services, mentorship opportunities, and preparing them for retirement.

In addition to engaging employees at each stage of the life cycle, HR must also create a positive work environment to promote employee engagement. This can include promoting collaboration and teamwork, fostering open communication, and promoting a healthy work-life balance. A positive work environment can increase job satisfaction, reduce turnover rates, and increase overall employee engagement (Boxall & Purcell, 2011).

HR must also recognize and reward employees for their contributions and achievements. This can include formal recognition programs, such as employee of the month, and informal recognition, such as verbal praise and recognition from management. Recognizing and rewarding employees can increase motivation, boost morale, and improve job satisfaction (Delaney & Huselid, 1996).

Finally, the HR department must employ various strategies to engage employees throughout the employee life cycle. This includes providing opportunities for growth and development, creating a positive work environment, and recognizing and rewarding employees. By engaging employees at each stage of the life cycle, HR can ensure that they are motivated, committed, and connected to their organization and its goals. This, in turn, can lead to increased productivity, improved organizational performance, and reduced turnover rates. The role of HR in engaging employees is crucial, as it plays a key role in creating a positive work environment and promoting a culture of engagement within the organization.

Employee engagement is a crucial aspect of organizational success, and the role of HR in engaging employees cannot be overstated. In order to effectively engage employees, HR must employ a range of strategies and initiatives throughout the employee life cycle. Some examples of how HR can engage employees include:

Onboarding Programs: A strong onboarding program is crucial for engaging new employees from day one. This can include comprehensive training programs, team-building activities, and regular check-ins with their manager to ensure that they are settling into their new role successfully. For example, Marriott International, a leading hotel company, has a comprehensive onboarding program that includes a mix of online training and in-person training, as well as a mentorship program to help new hires acclimate to the company culture and their new role (Marriott International, 2021).

Employee Recognition and Rewards Programs: Employee recognition and rewards programs can be an effective way to engage employees by acknowledging their achievements and contributions to the organization. For example, the Ritz Carlton Hotel Company, a leading luxury hotel brand, has a recognition and rewards program that recognizes employees for their exceptional service and contributions to the company (The Ritz Carlton Hotel Company, 2021).

Employee Development Programs: Investing in the professional development of employees can be a key way to engage them by demonstrating the company’s commitment to their growth and success. For example, Hilton Hotels, a global hospitality company, has a robust employee development program that includes leadership development, mentorship, and training opportunities (Hilton Hotels, 2021).

Communication and Collaboration: Encouraging open communication and collaboration among employees can foster a sense of belonging and engagement, as well as improve overall organizational performance. For example, the Four Seasons Hotels and Resorts, a luxury hotel brand, has a strong culture of communication and collaboration, and regularly holds team-building activities and events to encourage employees to engage with each other (Four Seasons Hotels and Resorts, 2021).

Work-Life Balance: Promoting a healthy work-life balance can be an effective way to engage employees and reduce turnover rates. For example, the Hyatt Hotels Corporation, a leading hotel company, has a strong commitment to work-life balance and provides employees with flexible work arrangements, paid time off, and other benefits to help them manage their work and personal responsibilities (Hyatt Hotels Corporation, 2021).

These are just a few examples of the strategies and initiatives that HR can employ to engage employees throughout their employment journey. By consistently engaging employees and promoting a positive work environment, HR can ensure that employees feel valued and motivated, leading to improved organizational performance and increased customer satisfaction.

HR must also recognize the importance of creating a culture of engagement that supports and values the contributions of all employees. This can be achieved through open communication, collaboration, and teamwork, as well as by promoting a healthy work-life balance. By creating a supportive and inclusive work environment, HR can foster a sense of belonging and engagement among employees, leading to increased job satisfaction and improved organizational performance (Agarwal & Wrzesniewski, 2001).

It is important to note that employee engagement is not a one-time event, but rather an ongoing process that requires ongoing investment and effort from the HR department. Regular assessments and evaluations of employee engagement can help HR to identify areas for improvement and implement strategies to increase engagement levels. By consistently engaging employees throughout their employment journey, HR can ensure that employees feel valued and motivated, leading to improved organizational performance and increased customer satisfaction (Briscoe, Schuler, & Tarique, 2012).

An employee engagement model is a systematic approach to understanding and improving the engagement of employees in an organization. One commonly used employee engagement model is the 3-E model, which includes three key elements: Empowerment, Energy, and Engagement.

Empowerment refers to giving employees the authority and resources to perform their jobs effectively. This can be achieved by providing employees with opportunities for professional development, allowing them to take ownership of their work, and promoting a culture of trust and transparency.

Energy refers to the level of enthusiasm and motivation that employees bring to their work. This can be increased through recognition and reward programs, regular feedback and performance appraisals, and opportunities for career advancement.

Engagement refers to the level of connection and commitment employees have to their organization and their work. This can be strengthened through effective communication and consultation, a supportive work environment, and a culture that values work-life balance.

Implementing an employee engagement model such as the 3-E model requires a proactive and ongoing effort from the human resource department. Some of the steps involved in implementation include:

Assessing current levels of engagement: This can be done through surveys, focus groups, or one-on-one interviews with employees.

Identifying areas for improvement: Based on the assessment results, identify the key areas that need to be addressed in order to improve engagement levels.

Developing a plan of action: Develop a comprehensive plan of action that outlines the steps that need to be taken to improve engagement levels. This plan should include specific initiatives and activities aimed at empowering employees, increasing their energy levels, and enhancing their engagement.

Communicating the plan to employees: Ensure that employees are aware of the plan and the steps being taken to improve engagement levels. This can be done through regular updates, town hall meetings, and other forms of communication.

Implementing the plan: Put the plan into action by implementing the initiatives and activities outlined in the plan.

Monitoring progress and adjusting the plan as needed: Regularly assess the progress being made and make any necessary adjustments to the plan.

Examples from the industry of organizations that have successfully implemented employee engagement models include Four Seasons Hotels and Resorts, Hilton Hotels, Hyatt Hotels Corporation, Marriott International, and The Ritz Carlton Hotel Company. These organizations have implemented programs and initiatives aimed at empowering employees, increasing their energy levels, and enhancing their engagement. For example, Four Seasons Hotels and Resorts offers a range of professional development opportunities for employees, while Hilton Hotels has a comprehensive recognition and reward program. Hyatt Hotels Corporation values work-life balance and offers flexible work arrangements, while Marriott International provides comprehensive onboarding programs for new employees. The Ritz Carlton Hotel Company offers a range of opportunities for career advancement and provides regular feedback and performance appraisals.

In conclusion, the role of HR in engaging employees is critical to the success of a large hotel. By employing various strategies and initiatives throughout the employee life cycle, HR can ensure that employees are motivated, committed, and connected to their organization and its goals. A well-engaged workforce can lead to increased productivity, improved organizational performance, and reduced turnover rates, creating a positive impact on the overall success of the hotel.  Engaging employees throughout their employee lifecycle is essential for ensuring their satisfaction, commitment, and productivity. The human resource department plays a critical role in this effort, by developing and implementing programs and initiatives that empower, motivate, and engage employees. By using a systematic approach, such as the 3-E model, organizations can improve engagement levels and create a supportive work environment that fosters employee well-being and growth.

In addition to the benefits for employees, organizations that engage their workforce also reap the benefits of increased job satisfaction, reduced turnover, and improved overall organizational performance. Engagement is a win-win for both employees and organizations, and is something that should be a top priority for the human resource department.

Examples from the hospitality industry demonstrate the effectiveness of implementing employee engagement models and highlight the importance of providing opportunities for professional development, recognition and reward, and work-life balance. By following the steps outlined in the 3-E model, organizations can create a culture of engagement and build a more motivated, productive, and satisfied workforce. Engaging employees throughout their employee lifecycle requires a proactive, ongoing effort from the human resource department, but the benefits for both employees and organizations make it well worth the investment.
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