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Human resource is one the most important parts of a company which is responsible for searching, testing, recruiting and training new candidates. It also deals with the management of employee benefit programs (Weller et al., 2022). Personnel resourcing and development are amongst the most salient responsibilities of HR which deals with the management of the workforce and arming them with tools and skills which enhance individual and organisational performance. The material below deals with the role of Human resources in the engagement of the employees and steps and ideas for achieving a highly engaged workforce (Appleton et al., 2022). Lastly, it presents an employee engagement model named the Zinger model which helps address the individual needs of the workforce and achieve results.  

The prime Role of Human Resources in engaging the workforce is to motivate and mentor them. The thing HR has to do is delegate power to the managers and provides them with resources and tools for motivation and inspiration. Conduction of an onboarding program for newly appointed managers works wonders for example, for mega hotel companies (Collins, 2021). The second role is to appreciate the contribution of each employee as HR holds the responsibility of bridging the gap between goal and contribution. This can be done by formulating policies that value employees and recognizing their role in the achievement of company goals. Another role of HR is reflecting upon the roles of employees as it is the determining factor of employee engagement (Wilson et al., 2022). If this is done right, it can boost productivity and innovation within the company. Maintaining the organizational culture is another factor that engages employees. Having multiple communication channels helps two parties within large hotels engage more often which leads to a great understanding of tasks, goals, motivation and more (Pham et al., 2020).  Lastly, having reward systems and benefits is the role of HR but it should be done sparingly. Granting off days and extra pay for overtime helps increase the engagement level among individuals.  

Employee engagement is invaluable to each company making huge differences at an individual and organisational level. If this factor is handled carefully, it can bring positive aspects such as productivity, quality customer experience, decreased employee turnover and lesser issues of absenteeism and sickness (Slater, 2019). The current state of management engagement of employees is a significant issue as its rate is extremely low-  only 11% of the workforce in the United Kingdom are fully engaged. On a global scale, only 15% of workers are found to be engaged within an organisation. 
The definition of employee engagement is having an emotional link to the organisation, the mission and the culture as an employee. This can be something that drives workers to go the extra mile. One of the best ways to engage the workers is to invest time in personally knowing each member. Knowing about their family backgrounds and goals helps build good relationships (Godier-McBard et al., 2022). Secondly, arming the employees of large hotels with the tools that help them effectively carry out tasks helps them be engaged. Proper training and mentorship will help. Another way to engage them further is developing a work environment that is welcoming and open,  which will positively transform every company. 

There are numerous benefits to creating and engaging the workforce. One of the prime advantages is it facilitates better performance as employees naturally perform better when they are connected and feel valued. Another advantage is that it furthers the achievement of company goals which directly affects large hotels and leads to success. Additionally, it saves the cost of recruits and training as the employees will be satisfied with their jobs and the environment. It also reduces stress and leads them to have a good work-life balance which helps them mentally and physically fit (Jones et al., 2021). This helps them take good decisions and act in ways that bring positive outcomes. Even when employees are present in the workplace, they may not be actively involved and mentally present, which may be due to mental health problems, anxiety and stress. All these elements are mitigated through the development of a positive and inclusive work environment (Chams and García-Blandón, 2019). Lastly, having an engaged workplace culture attracts top talents as employees will talk about their positive experiences with the company with others. 

The employee life cycle is a framework that can be used for identifying and expressing the significant stages each worker goes through with they come in contact with an organisation (Stone et al., 2020). It has six phases such as attraction, recruitment, onboarding, development, retention and separation. The first stage which is attraction deals with first impressions. The relationship between the company and the employee does not start when they enter the office, but  starts when they are exposed to the brand name for the first time, i.e. large hotels. For engaging the employees from the get-go, having a great company culture is essential (Montgomery et al., 2021). One can make use of cultural web models which helps understand the effect structures, rules, symbols and more have on the employees. The second phase which is recruitment deals with the treatment of the prospective candidates even if they do not get the job. It will have an effect on their perceptions for a lifetime. For engaging a mass of prospects, a company has to advertise the vacancy on multiple platforms. Most importantly, the adverts have to cover the benefits such as insurance, discounts, and rewards. The next stage is onboarding in which the new hires are naturally thrilled. This is the perfect chance to make them feel at home and safe. One way to engage the employees during this phase is by having an appraisal structure which should take place within the first week to help them be aware of what is expected from them by the company. The  following stage is retention, which is a critical phase in the employee life cycle. It involves addressing factors such as prizes and recognition, as well as arming them with tools that help them achieve their targets. One way to engage employees during this phase is through motivation which helps them become satisfied with their position (Shortland and Perkins, 2022). Another stage is development which involves moulding them into individuals that continuously learn and improve their performance. Engagement during this stage is by helping them learn about new things. It can be done through L&D i.e. conferences, lunch and learns and many more. The last phase is separation which is when the company and the employees separate. To engage the ex-employees, if possible, the company can send gifts and cards during festivals and invite them to events. The company can even reach out to them when they are hiring and ask if they know people who would like to join the company.

An example of engaging the team in large hotels is sharing information about the company. Giving updates on the financial state, short and long-term aims and why they are important for them and the owners help them connect better with the company (Boon et al., 2019). Another example of engaging the employees is when the company's large hotels focus on acts to build emotional bonds with their employees and customers which helps each one feel welcome and feel a sense of purpose. This helps instill feelings of satisfaction among the employees in terms of the company they work for. Another example of engaging employees is through award-winning training and recognition programs in large hotels (Stewart and Brown, 2019). This makes them feel appreciated as they feel they are cared for as the company is investing in something that helps them develop skills and excel in their professional career.  Another example of engaging the employees in large hotels is promoting people to present their projects and ideas and artworks that are related to the company. This helps them open up to the company, which fosters feelings of excitement, enthusiasm and purpose. This directly dictates the turnover rate of employees within large hotels (Bratton et al., 2021). One example of employee engagement is the organisation DreamWorks animations. The company provides its employees with thoughtful snacks and refreshments as well as paid gigs for decorating the work environment. This gives the employees a sense of relaxation as well as opportunities to use their creativity in one form or another which intrinsically satisfies their expressive desires (Harvey, 2020). They also host parties after a big project is completed, which provides them with a platform to display their work and communicate ideas well with others and earn recognition. 

One of the most common employee engagement models is the Zinger model which involves addressing 10 important measures that the manager should take for engaging the workforce. It has a pyramid structure highlighting the significance of engagement and the needs of the employees such as well-being and meaning. Firstly, the bottom row of the structure involves basic needs for being able to work well.  At this level, one can implement ideas such as enhancing welfare. If  a workforce sacrifice their mental and physical well-being to finishing a workload, they will not be able to function at their peak level. The company has to develop a company culture which addresses psychological safety. The company should have an environment free of discrimination, ragging, and harassment, and should provide the candidates with decent vacation periods and sick provisions. Another idea for implementing engagement for tackling issues is giving managers the responsibility to bring energy into the company, which directly affects the workers and boosts their productivity level. The next level of the engagement model deals with uniting the organisation and building connections with each other. It involves relationships and developing recognition. One idea for the implementation of this model is to connect regularly with the employees and converse. This helps them become mentally present within the company, face daily challenges headstrong and bring in positive results. The company should also provide numerous channels through which the employees can communicate with the higher-ups openly. This will enhance their morale and engagement with the team and the organisation as a whole (Yachin and Ioannides, 2020). The next level of the pyramid deals with boosting the effectiveness of the workforce. It also requires keeping track of progress and steering the team in the right direction. An idea which helps achieve effectiveness is communicating the goal and reasoning behind a project concisely. Another idea is to have milestones within the tracking process which helps each employee feel that they are progressing towards the goal which motivates them to be more productive (Macke and Genari, 2019). For example, if the target of Large hotels is to reach 3000 newer customers, then keeping milestones and rewarding while reaching 1000 customers will help address the psychological need to feel like one is moving forward. The apex level of the model involves the achievement of results which is the end goal. To reach this stage, companies can make use of eNPS metrics and KPIs for tracking the progress and designing workload according to the situation (Cross et al., 2021). Email tracking is one of the best moves a company can take to identify the contents that did well in the market as well as the best time to send them. 

The United Kingdom is one of the most lucrative countries in the world in terms of business. The reason they achieved this position in the market is through excellent human resource management as results are dependent on the performance of the employees. It provides award-winning training and development programmes that attract highly talented individuals from across the globe to the country. Employee engagement is vital for every company as it creates a positive workspace which helps the employees feel safe, be open and perform to the best of their abilities. It decreases the turnover rates of employees and reduces expenses for additional training, interview and recruitment processes. Companies need to manage themselves and their employees well throughout the employee lifecycle which determines the type of workforce and the nature of results they bring. Using the Zinger model will help the workforce stay on track and achieve positive results. 
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