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Employee engagement is vital to any firm since it directly impacts its success. In a major hotel, the human resources (HR) department ensures that workers remain engaged throughout their organisational lifespan (Hassanein and Özgit, 2022). The employee lifecycle comprises all phases of an employee's experience, from recruitment to eventual separation from the organisation. This essay will cover the employee engagement tactics that the HR department of a large hotel might apply throughout this trip. Employee engagement can be defined as an individual's emotional and psychological investment in their work and organisation (Budrienė and Diskienė, 2020). It is defined by people who are dedicated to their work, determined to contribute to the organisation's success and have a positive outlook on their work and coworkers (Martela, 2019). In order to effectively engage employees, the HR department must have a thorough awareness of the employee lifecycle and the engagement possibilities accessible at each stage. This essay will examine the numerous employee engagement tactics the HR department can apply during the onboarding process, performance management, learning and development, and exit process. This essay aims to provide a complete overview of the employee engagement tactics that the HR department of a large hotel might apply throughout the employee lifecycle. By employing these techniques, the hotel will be able to cultivate a great work atmosphere, retain top people, and ultimately drive the organisation's success.
Since HR is responsible for establishing the culture and atmosphere of the firm, it plays a vital role in the employee engagement of large hotels (Al-Swidi et al., 2021). The Human Resources department is responsible for developing and implementing initiatives that improve workers' health and morale on the job (Hur, 2020). Programs for professional growth, training, and recognition give employees more motivation and a sense of purpose (Norbu and Wetprasit, 2021). By promoting diversity, fairness, and inclusion in the workplace, HR can reduce employee turnover, improve employee satisfaction, and keep top talent (Al-Swidi et al., 2021). This results in a more prosperous and productive organisation within the hospitality sector as a whole.
To maintain continued success in the hospitality industry, hotels should make employee engagement a top priority. There are a number of factors that can lead to enhanced levels of job satisfaction and general engagement, including open and regular communication, programmes of recognition and reward, and investments in staff skills and resources (Clack, 2020; Bhutto et al., 2021). According to Foà et al. research .'s from 2020, one of the most effective ways to maintain employee motivation and contentment is to encourage a healthy work-life balance. Hotels may strengthen their business culture, attract and keep top talent, enhance customer happiness, and maintain a favourable image if staff is engaged (Clack, 2020). Hotels need to place a significant emphasis on encouraging employee engagement in order to maintain their position as market leaders in the hospitality industry.
The employee lifecycle in a hotel is a complete framework that incorporates the numerous stages that an employee goes through while working for the business. This framework can also be thought of as an employee's journey through the organisation. The human resources department of a hotel plays a crucial role in attracting potential candidates for open positions by highlighting the hotel's culture, values, and benefits through a variety of online platforms, such as social media, hotel websites, and job portals. This helps to attract candidates who are interested in working for the hotel (Kujur and Singh, 2020). The human resources department of the hotel can contribute to the success of the organisation by attracting personnel who have beliefs and objectives that are congruent with those of the hotel if it emphasises these aspects (Itam et al., 2020).
During the application selection process, the Human Resources department in the hotel business places a great amount of attention on locating candidates who are qualified and culturally acceptable for the position (Stone et al., 2020). In order to accomplish this objective, HR makes use of a number of different assessment tools, such as job simulations, behavioural interviews, and cognitive tests, in order to analyse the potential employee's abilities, values, and interests.
In a hotel setting, the onboarding procedure is crucial to fostering employee engagement (Gouthier and Raquet, 2023). By providing thorough orientation, training, and opportunities for engagement with other workers, a well-designed onboarding program facilitates a smooth transfer into roles and fosters a sense of belonging (Badshah and Bulut, 2020). For newly hired employees, a positive onboarding experience can pave the way to higher levels of job satisfaction and a more seamless transition into the larger business.
In the early stages of hotel HR, the main goal is to help employees grow and get better at their jobs (Karim et al., 2019). This is done by giving regular performance reviews, setting goals for performance, and giving helpful feedback (Murphy, 2020). A better understanding of one's role in the organization, focus, and the importance of work to the success of the hotel is achieved when employees reach a certain stage.
Rodrguez-Sánchez et al. (2020) say that the main goal of the retention stage is to keep the best employee’s interest. To do this, HR may offer perks like flexible work schedules and recognition programmes. This creates a workplace culture where employees feel valued and appreciated. A good, inclusive workplace may increase the likelihood of retaining and motivating the finest staff.
The human resources department of the hotel can benefit from getting insights from employees who are leaving the company, which will allow HR to make improvements to the experience of working there. Ex-employees have a one-of-a-kind perspective on their time spent working for the hotel, and often are able to provide helpful feedback on areas that need to be improved (Dexter, 2020). This input has the potential to be exploited to improve employee engagement as well as overall satisfaction with the environment of the hotel.
The retention of top employees and the promotion of motivation and engagement are likely if the work environment is pleasant and welcoming. One strategy to engage the team is to promote open communication and a sense of inclusiveness (Lee, 2022). This can be accomplished by holding regular team meetings and making sure that all members of the team have ample opportunities to provide input and make suggestions. Recognising and appreciating the accomplishments of the team is another method that may use to keep their interest. Through the granting of incentives, promotions, or public acknowledgement of their work, it is possible to motivate and engage top employees and ensure their retention. Providing opportunities for professional development and advancement is one of the most crucial factors in retaining employees (Kitsios and Kamariotou, 2021). Employee involvement can be increased through the provision of training and workshops, as well as by encouraging the acceptance of new responsibilities and tasks. Appreciating the health and well-being of team members by supporting the maintenance of a good work-life balance and providing flexible working conditions helps to engage the workforce. Establishing a healthy work environment that is friendly to all employees and investing in their professional growth and development are the two most significant factors in motivating the team.
The Job Demands-Resources model, often known as the JD-R model, is a paradigm that is commonly used for better understanding and increasing employee engagement. It proposes that employee engagement is the outcome of the interaction between job demands and job resources and that organisations may create a positive work environment and promote employee engagement by striking a balance between these two aspects (Lesener et al., 2019). The term "job demands" refers to the various aspects of work (including the physical, psychological, social, and organisational components) that take effort and are often connected with stress. A hefty workload, time pressure, unclear roles, and a lack of control are all examples of demands that come with some jobs (Mazzetti et al., 2021). On the other hand, job resources are the parts of work (physical, psychological, social, and organisational) that provide support, boost personal growth, and contribute to emotions of accomplishment. These job resources can be broken down into four categories. Some of the resources that come with a job are autonomy, social support, a diverse set of skills, and feedback.
According to the JD-R model, high levels of job demands can lead to employee burnout and diminished engagement if these high levels of job demands are not balanced with sufficient levels of job resources (Radic et al., 2020). On the other side, if an employer makes available to their staff a sufficient quantity of job-related resources, this can mitigate the unfavourable consequences that are caused by the demands of the job and contribute to greater employee engagement and satisfaction in their work. The JD-R model can be used by the HR department to gain a deeper understanding of the elements that influence employee engagement in their firm and to build plans for enhancing the quality of the working environment. For instance, HR are able to conduct an analysis of the levels of job demands and job resources in the workplace and locate areas in which resources can be enhanced to achieve a balance between the levels of job demands and job resources. In addition, Employee involvement can also be increased by providing the necessary assistance and training to meet job expectations and maximize available resources.
Increasing levels of employee satisfaction, higher levels of productivity, and lower rates of employee turnover are just some of the many benefits that accrue to businesses that properly engage their workforce. Several businesses, like Google, Zappos, Patagonia, SAS Institute, Southwest Airlines, and Whole Foods Market, have earned a well-deserved reputation for their unwavering dedication to the engagement of their workforce. Google has been able to achieve high levels of employee engagement and keep top talent by instituting a comprehensive onboarding programme and placing a priority on the satisfaction and well-being of its workers (Allal-Chérif et al., 2021). This has helped Google to retain top talent. Zappos has a favourable business culture as a direct result of its leadership's commitment to the health and happiness of its staff members, as well as to fostering a healthy balance between their professional and personal lives (Nguyen, 2021). Patagonia places a high priority on the health and happiness of its workforce, which is why the company provides perks like on-site child care and opportunities for workers to participate in environmental activism (Krchová, 2019). The SAS Institute is routinely regarded as one of the best organisations to work for, and the organisation provides its employees with opportunities for professional development, as well as flexible work arrangements and a culture that encourages teamwork. Southwest Airlines places a great priority on its employees, and as a result, the company has developed a work atmosphere that is both entertaining and supportive (Bhowal and Saini, 2019). Southwest Airlines employees and their families are eligible for benefits such as free travel. Whole Foods Market is dedicated to the well-being of its employees as well as the communities it serves. As part of this commitment, the company provides its workers with perks such as in-store discounts and possibilities for professional advancement. These companies are great examples of how more successful and productive work can be achieved via effective employee engagement.
The HR department of a large hotel plays a vital role in ensuring employee engagement, which has a direct impact on the company's success. Throughout the employee's lifetime, the HR department employs employee engagement strategies such as a great work environment, open communication, recognition and rewards, opportunities for professional development, and a healthy work-life balance. During the recruitment phase, The HR department prioritizes acquiring qualified and culturally appropriate people and assists their transfer into new roles through a thorough onboarding process. The HR department focuses on performance management and career development during the development phase. Retention is accomplished through incentives and a positive work environment. The leaving process affords the HR department the chance to gain insight from departing employees and enhance the overall employee experience. By actively engaging employees, HR can contribute to a healthy work environment, retain top talent, and promote business success.
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