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   The hospitality industry is a people-centric business that relies on employees to provide exceptional customer service, create memorable experiences, and generate revenue. As such, employee engagement is a critical component of success in this industry. In this essay, we will explore the importance of employee engagement in the hospitality industry, the different stages of the employee lifecycle, and how engagement can be fostered at each stage.
  Employee engagement measures how dedicated and attached individuals are to their jobs and organizations. In the hospitality industry, engaged employees are critical to delivering exceptional customer service and creating memorable experiences that keep guests coming back. (Armstrong, 2020) According to a study by Gallup, engaged employees in the hospitality industry are 10% more productive, resulting in a 10% increase in customer satisfaction and a 20% increase in revenue. Employees that are engaged are also more inclined to remain with their present workplace, minimizing turnover costs and preserving institutional knowledge.
  The employee lifecycle in the hospitality industry can be divided into five stages: recruitment, onboarding, development, retention, and separation. At each stage, employee engagement can be fostered to improve organizational performance and reduce turnover. (Bhardwaj, Kalia,2021) The recruitment stage is where the employer begins the process of attracting and hiring new employees. At this stage, employers can increase engagement by creating a strong employer brand and communicating a clear mission, vision, and values. Engaged candidates are more likely to be attracted to an organization that aligns with their personal values and goals. The onboarding stage is where new employees are integrated into the organization and provided with the tools and resources, they need to be successful. (Huertas-Valdivia, Llorens-Montes, Ruiz-Moreno, 2018) At this stage, employers can increase engagement by providing a clear understanding of job expectations, setting realistic goals, and providing feedback and recognition for early wins. (Clark, Soliman,2007) Engaged employees are more likely to feel valued and committed to their new role. The development stage is where employees are given opportunities to learn new skills, take on new challenges, and grow within the organization. At this stage, employers can increase engagement by providing a clear career path, offering training and development opportunities, and recognizing and rewarding employee achievements. Engaged employees are more likely to feel invested in their future with the organization and committed to achieving their goals. (Torrington, 2014) Retention stage is where employers work to keep engaged employees by providing a positive work environment, work-life balance, and opportunities for growth and development. At this stage, employers can increase engagement by creating a positive culture, providing regular feedback and recognition, and offering competitive compensation and benefits. Finally, separation stage is where employees leave the organization due to retirement, voluntary resignation, or termination. At this stage, employers can increase engagement by conducting exit interviews to gather feedback and identify areas for improvement. (Yucel, Şirin, Baş, 2022) Engaged employees who leave on good terms are more likely to become brand ambassadors, recommending the organization to friends and family and contributing to positive word of mouth. 
   The Work Engagement Theory of Kahn is highly relevant to the hospitality industry, including the hotel sector. The theory posits that engagement is achieved when employees are fully invested in and connected to their work and view it as meaningful, purposeful, and valuable. (Welch, 2011) In the hotel industry, engagement is critical to delivering high-quality guest experiences and creating a positive work environment for employees. According to Kahn's theory, work engagement has three components: meaningfulness, safety, and availability. Meaningfulness refers to the extent to which employees view their work as important and valuable. (Tucker, 2017) Safety refers to the degree of comfort and security employees feel in their work environment. Availability refers to the level of energy and resources employees have to devote to their work.
  In the hotel industry, work engagement is crucial to the success of the business. Engaged employees are more likely to provide excellent customer service, create positive guest experiences, and be motivated to go above and beyond their job requirements. 
   To foster work engagement in the hotel industry, employers can take a number of steps. One key strategy is to provide employees with opportunities to connect with the purpose and meaning of their work. (Torrington, 2009) This can be accomplished through training and development programs that highlight the importance of customer service and the impact that employees have on the guest experience. Employers can also provide regular feedback and recognition to employees, which can increase their sense of value and importance within the organization. (Raines, 2011) Safety is also an important component of work engagement in the hotel industry. Employers can create a safe and supportive work environment by providing resources and support for employees, including mental health services and opportunities for work-life balance. Employers can also establish clear policies and procedures to ensure that employees feel secure and protected while on the job. Finally, availability is a critical component of work engagement in the hotel industry. (Claydon and Beardwell,2010) Employers can help employees to manage their energy and resources by providing opportunities for breaks, rest, and recovery. Employers can also provide opportunities for growth and development, which can increase employee motivation and energy levels.
   Overall, the Work Engagement Theory of Kahn is highly relevant to the hotel industry and provides a framework for understanding how engagement can be fostered in this context. (Smith, 2011) By creating a culture of engagement and supporting employees through the various stages of the employee lifecycle, hotels can create a positive work environment that drives success and supports long-term organizational growth.
   One of the best practices for employee engagement from the industry comes from Hilton. Hilton is known for its strong employee engagement practices and has received recognition for its efforts in this area. Hilton engages its employees by investing heavily in training and development programs for its employees. These programs are designed to help employees develop new skills, advance their careers, and stay engaged with their work. Hilton also provides a range of leadership development programs, mentoring opportunities, and other resources to support employee growth. Hilton places a high value on recognizing and rewarding employee contributions. The company has a range of recognition programs, including employee of the month, customer service awards, and other recognition opportunities.  (Sarwar and Muhammad,2021) Hilton also offers a range of incentives and rewards, such as performance-based bonuses, paid time off, and other benefits. Moreover, the company actively solicits feedback from its employees through engagement surveys and other channels. The company uses this feedback to improve its practices and identify areas where it can better support its employees. Hilton also encourages open communication and dialogue between employees and management. Hilton is also committed to creating a diverse and inclusive workplace, and has implemented a range of initiatives to support this goal. The company has employee resource groups for underrepresented groups, and has set goals for increasing diversity and inclusion across the organization.
   Overall, Hilton's approach to employee engagement is comprehensive and multifaceted. The company places a high value on creating a positive work environment that supports employee growth, development, and well-being. By doing so, Hilton is able to attract and retain top talent, and create a culture of excellence that supports its broader business goals.
 Accor Group is another example of global hospitality company that is committed to sustaining employee engagement. The Accor Academy offers various training programs, workshops, and e-learning courses that help employees to develop their skills and knowledge. Accor Group has various recognition and rewards programs that celebrate employee achievements and contributions. This includes the "Heartist Awards," which recognize employees who provide exceptional guest service and demonstrate the company's core values. By offering these and other employee engagement initiatives, Accor Group is able to create a positive and supportive work environment that promotes employee satisfaction.

  The HR department plays a critical role in engaging employees within an organization. HR is responsible for recruiting and selecting employees who are a good fit for the organization's culture and values. (Mistry, Okumus, Orlowski, 2021) By hiring employees who are passionate about their work and aligned with the organization's goals, HR can help create a workforce that is naturally engaged and committed to their jobs. HR plays a key role in onboarding new employees and helping them to get acclimated to their roles and the organization. By providing a comprehensive orientation program that covers the company's values, culture, and mission, HR can help new employees feel connected and engaged from the outset. (Lemon, 2019) The department is responsible for providing employees with training and development opportunities that help them to grow and advance in their careers. By investing in employee development, HR can help employees feel valued and supported, and can create a culture of learning and growth.
   Managing employee performance, setting goals, providing feedback, and recognizing achievements is also a very important task. By providing regular feedback and recognition, HR can help employees feel valued and motivated, and can create a culture of high performance and accountability. HR can conduct regular employee engagement surveys and solicit feedback from employees on a range of topics, such as their job satisfaction, work environment, and career development opportunities. By using this feedback to make improvements and address employee concerns, HR can create a culture of open communication and transparency, and help employees feel heard and valued. ‌(Hailey, Farndale, Truss, 2015)  HR is responsible for designing and managing employee benefits and compensation programs that are competitive and aligned with industry standards. By providing a comprehensive benefits package and competitive compensation, HR can help employees feel valued and supported, and create a culture of fairness and equity.
  In general, HR department plays a critical role in engaging employees within an organization. (Etchegaray, Thomas, 2015) By creating a positive work environment, providing opportunities for growth and development, and soliciting feedback and input from employees, HR can help create a culture of engagement and commitment that supports the organization's broader goals and objectives.
   Employee engagement is crucial in the hotel industry because it directly impacts guest satisfaction and business success. Improved guest satisfaction in the main reason why employee engagement in important in a hotel. Engaged employees are more likely to provide exceptional service, resulting in higher guest satisfaction rates and positive guest reviews. Higher employee retention usually means that engaged employees are more likely to remain with the organization, reducing recruitment and training costs and improving team cohesion. (Zacher, Rudolph, 2017) Increased employee performance and stronger organizational culture are also important. Employee engagement fosters a positive work environment, promoting teamwork, communication, and collaboration, resulting in a stronger organizational culture. Employees can also help increase revenue and profits through improved guest satisfaction, lower operating costs, and increased efficiency.
   As a manager, there are many ways I can help my employees perform well and improve their skills. Setting clear expectations to my employees would help them achieve their goals and expectations in the company.  Offering training and development opportunities to help employees build the necessary skills and knowledge to perform their jobs effectively can include workshops and games specially crafted for their needs. (Lee, Kim, 2013) I personally consider that regularly providing feedback to the employees on their performance can help them to understand their strengths and areas for improvement, and to make necessary adjustments. I would also make sure to set achievable and measurable goals and objectives for each employee, I would help to motivate them and give them a sense of direction and purpose in their work. Moreover, creating a positive work environment that is supportive, respectful, and inclusive, encouraging teamwork, collaboration, and communication, and promote work-life balance and wellness are essential in our relationship. By implementing these strategies, you I can help the employees perform well and improve their skills, ultimately contributing to the success of the organization.
   Overall, employee engagement is critical to creating a positive work environment, retaining top talent, and delivering exceptional service and guest experiences in the hotel industry.
   In conclusion, employee engagement is critical to the success of the hospitality industry. Engaged employees are more likely to provide exceptional service and deliver memorable experiences to guests, ultimately leading to higher customer satisfaction and business success. Hospitality employers can implement various employee engagement strategies, such as training and development, recognition and rewards, communication, and wellness programs, to create a positive work environment that supports employee satisfaction and retention. By investing in employee engagement, hospitality organizations can create a culture of excellence, attract and retain top talent, and ultimately provide outstanding guest experiences.
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