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[bookmark: _Toc126612982]Introduction
Employee engagement is a crucial aspect of hotel management, as it directly affects the overall performance and success of the organisation (Sun and Bunchapattanasakda, 2019). It refers to the level of involvement, commitment, and enthusiasm employees have towards their work and the company they work for. A hotel's staff is the face of the organisation, and their level of engagement directly impacts the guest’s experience. By fostering a positive and supportive workplace culture, managers can improve employee satisfaction, increase productivity, and ultimately drive business success (Bedarkar and Pandita, 2014). For any organisation, especially hotel management, it is essential to have engagement in workforce as it can have many positive consequences (Wang, et al., 2020). In this essay, the role of HR in employee engagement and advantages of employee engagement in hotel management will be discussed. Employee lifecycle will be explained briefly. An important model of employee engagement will be discussed and the ways to implement the model on hotel management will be the part of discussion.

Discussion
The role of human resources in engaging the team in hotel management is important. Human resources (HR) play a central role in creating and maintaining a positive work environment and fostering employee engagement (Rose and Raja, 2016). HR can design and implement programs and initiatives that aim to increase employee engagement, such as recognition and reward programs, professional development opportunities, and employee wellness programs (Sattar, et al., 2015). HR is responsible for communicating and implementing the hotel's policies and procedures, including those related to work hours, benefits, and performance evaluation. By ensuring that employees are aware of and understand these policies, HR can promote a positive work environment and foster employee engagement (Saks, 2022) HR can help create a positive work culture by promoting teamwork, open communication, and work-life balance. By fostering a positive work environment, HR can increase employee satisfaction and engagement, and support the overall success of the hotel.
[bookmark: _Toc126612984]HR is responsible for managing employee relations and addressing any issues or conflicts that may arise in the workplace (Sivapragasam and Raya, 2018). By effectively managing employee relations, HR can maintain a positive work environment and prevent issues from affecting employee engagement and productivity. HR can play a key role in facilitating employee development by offering training and professional development opportunities and providing resources and support for career advancement. By investing in employee development, HR can increase employee engagement and satisfaction, and build a pipeline of talent for key leadership positions (Albrecht, et al., 2015). By designing and implementing programs, fostering a positive work culture, managing employee relations, and facilitating employee development, HR can increase employee engagement, satisfaction, and productivity, and support the overall success of the hotel (Prathiba, 2016).
Advantages of Employee Engagement: Engaging a team in hotel management can bring numerous benefits, including increased morale and job satisfaction, improved performance and productivity, higher retention rates, increased customer satisfaction, better financial results, better employee relations, and improved reputation (Bin and Shmailan, 2015). Engaged employees are more likely to be motivated, productive, and satisfied with their jobs. This can result in lower turnover rates and increased commitment to the hotel. Engaged employees tend to be more productive and focused on their work. They are also more likely to take ownership of their tasks and strive for excellence, leading to improved performance and results. 
[bookmark: _Toc126612985]Engaged employees are more likely to stay with their current employer, reducing the cost and disruption associated with recruiting and training new employees. Engaged employees are more likely to provide excellent customer service, which can lead to higher customer satisfaction and loyalty. Engaged employees tend to be more productive, which can result in improved financial performance and profitability for the hotel. Engaged employees are more likely to have positive relationships with their coworkers and supervisors, leading to a more positive and collaborative work environment. A hotel with engaged employees is likely to have a positive reputation in the local community, which can enhance its brand and attract more business.
[bookmark: _Toc126612986]Employee lifecycle: The employee lifecycle refers to the various stages an employee goes through from the moment they are hired to the moment they leave the organisation. The lifecycle of employee is utilized for identifying and expressing different and most essential stages that an employee experienced as the employee get engaged with the organisation (Umme and Urs, 2019). There are six essential stages: Attraction, Recruitment, Onboard, Retention, Development and growth, and Separation. The employee lifecycle provides a framework for managing an employee's experience throughout their time with an organisation and helps ensure a positive and productive experience for both employees and the company (Cattermole, 2019). 
[bookmark: _Toc126612987]Attraction: This is considered as the very stage of employee lifecycle, and it is model’s vital stage as in this stage, the candidates decide if the organisation is appealing as a potential employer or not (Nosratabadi, et al., 2022). The best way of improving this stage is to have focus on the building of reputation of hotel. To have a positive culture that prioritize employee innovation and development can make a good reputation (Gladka, et al., 2022). The organisation of hotel should ensure that the website of their organisation reflects the values of their work environment. Employees value things such as diversity, flexibility, and corporate social responsibility (Karanges, et al., 2015).
Recruitment: The next stage of the lifecycle of an employee is recruitment. At this stage, an employee passes to employee from applicant, and it is when most of the employees will be forming their impression of the recruiter as an employer. The recruiting stage of the employee lifecycle in hotel management typically involves the following steps: Job analysis and creation of job descriptions that define the responsibilities, skills, and qualifications required for specific hotel management positions, such as front desk, housekeeping, food and beverage, and management roles; Sourcing candidates, it Generates a pool of potential candidates through various methods, such as online job boards, local schools, and referrals.
[bookmark: _Toc126612988]Screening and shortlisting include reviewing resumes and applications to identify the most qualified candidates for further consideration; Interviews conduct in-person or virtual interviews to evaluate a candidate's skills, experience, and fit for the role and hotel culture; Reference and background checks include. In the hotel management industry, it is particularly important to have a thorough and effective recruitment process as customer service is a critical aspect of the business (Peisl and Shah, 2019). Hiring the right employees can have a significant impact on guest satisfaction and overall hotel success (Hoque, 2019).
Onboard: The onboarding stage of the employee lifecycle in hotel management is also an essential aspect of ensuring new hires feel supported and prepared for their role. This stage typically includes orientation where there is Introduction of new hires to the hotel's policies, procedures, culture, and values, as well as to the broader industry and market. Assisting new hires in getting to know their colleagues, the hotel's organisational structure, and their place within the team is also included. Performance support means to provide ongoing support and feedback to help new hires build their skills and confidence, and to ensure they have the resources they need to succeed in their role (Kumar and Pandey, 2017). 
[bookmark: _Toc126612989][bookmark: _Toc126612990]Retention: The retention stage of the employee lifecycle in hotel management is focused on keeping employees satisfied and engaged in their role. This stage involves regularly assessing employee engagement and satisfaction, maintaining open communication, providing opportunities for career development and professional growth, recognizing, and rewarding employees who perform well, conducting regular performance reviews, promoting employee well-being, and reinforcing the hotel's culture and values. Maintaining a high level of employee retention is important in the hotel management industry as high turnover can be costly and disruptive to the business. By creating a positive work environment and prioritizing employee engagement, hotels can increase employee satisfaction, productivity, and overall success (Ghani, et al., 2022).
Development: The development stage of the employee lifecycle in hotel management is focused on helping employees grow and advance in their careers. This stage encompasses various initiatives and programs aimed at providing employees with opportunities to enhance their skills, knowledge, and abilities. Here are some of the key components of the development stage:
Training and Professional Development: Hotels can provide employees with opportunities to enhance their skills and knowledge through on-the-job training, workshops, and professional development courses. This can include both technical training, such as how to operate specific equipment, and soft skills training, such as communication and leadership.
Coaching and Mentoring: Employees can benefit from the guidance and support of experienced colleagues through coaching and mentoring programs. This can provide them with a sounding board, as well as exposure to new ideas and perspectives.
Job Rotations and Cross-functional Exposure: By rotating employees through different departments or providing them with exposure to different aspects of the business, hotels can help employees develop a more well-rounded skill set and broaden their understanding of the hotel's operations.
Performance Management: Regular performance reviews provide employees with feedback on their strengths and areas for improvement and can help them set goals and plan their career development.
Career Advancement Opportunities: By providing employees with opportunities to advance in their careers, hotels can retain high-performing employees and build a pipeline of talent for key leadership positions.
[bookmark: _Toc126612991][bookmark: _Toc126612992]Separation: The separation stage of the employee lifecycle in hotel management refers to the process of ending the employment relationship between the hotel and an employee. This can happen for a variety of reasons, such as resignation, retirement, termination, or layoff. Additionally, the separation stage may involve processing final payroll, distributing any severance pay or benefits, and returning company property. The goal of the separation stage is to end the employment relationship in a positive and respectful manner, while also preserving the hotel's reputation and minimizing disruption to its operations (Immaneni, et al., 2021).
[bookmark: _Toc126612993]Example of Team Engagement in Hotel Management: There are many effective ways to engage a team in hotel management. Implementation of programs will be done that recognize and reward employees for their achievements, such as employee of the month or performance-based bonuses. Training and development programs will be provided to help employees enhance their skills and advance in their careers. Wellness programs will be implemented, such as fitness challenges or stress management workshops, to support employee physical and mental health. Team will be encouraged by open communication and provide regular feedback to employees to keep them informed and involved in decision-making. Other than that, the employee team will be Involve in decision-making and problem-solving processes to make them feel valued and empowered. Team building activities will be planned to foster teamwork, collaboration, and positive relationships among employees. Flexible work arrangements and support will be provided to the team for work-life balance to help employees maintain a healthy balance between their personal and professional lives.
Zinger Model of Employee Engagement: Zinger Model of employee engagement was developed by a management consultant, David Zinger, having 25 years of experience in this field (Kusuma and Madasu, 2015). The work of the model is having focus on the improvement of engagement of employees by creating meaningful relationships in the workplace. Some essential factor of this model includes achieve results, craft strategies, connection, authentic, recognition, engagement, enliven work rules, excel at performance, esteem organisation, foster community, serve customers, develop careers, and experience well-being.
The Zinger Model provides a comprehensive framework for hotel managers to enhance employee engagement in their hotel (ALimam, 2017). By implementing the essential components of the model, hotel managers can create a positive work environment, foster employee engagement, and improve organisational outcomes (Abrishamirad, et al., 2021).
To implement the Zinger Model in hotel management, hotel managers can clearly communicate the hotel's purpose and mission to employees and ensure that it inspires and motivates them to achieve the hotel's goals. Development of effective Leadership can help foster strong, competent, and supportive leadership, and provide training and development opportunities to enhance leadership skills. For implementing this model, foster supportive relationships can encourage positive and supportive relationships among employees, and between employees and managers, through team building activities and open communication. Employees can be empowered by provide employees with autonomy and the ability to make decisions and take ownership of their work. Provide fair and transparent treatment of employees, including compensation and benefits, recognition and reward, and opportunities for professional development. 

[bookmark: _Toc126612994]Conclusion
To conclude, good employee engagement is considered a key driver of business success. Employee engagement is of great importance in hotel management as it plays a key role in driving positive outcomes for the business. Engaged employees are motivated, committed, and productive and provide exceptional service to guests, leading to increased guest satisfaction and loyalty. By focusing on employee engagement, hotel management can create a supportive and positive work environment, resulting in a culture of engagement that benefits both employees and the business. To engage employees, hotel management can implement a range of strategies, including clear purpose, effective leadership, engaging work, supportive relationships, empowerment and autonomy, and fair treatment. The Zinger Model is a useful framework for understanding the key components of employee engagement, and it provides a roadmap for how these components can be implemented in a hotel. 
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