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Topic- How to engage employees throughout the employee lifecycle.


The importance of engaging employees in a hotel cannot be skipped. A well-engaged workforce leads to numerous benefits, including increased productivity, job satisfaction, and employee loyalty (Cameron, 2016). Throughout the employee lifecycle, which includes phases like recruitment, onboarding, development, retention, and separation, human resources are essential in ensuring employee engagement. The Zinger Employee Engagement Model, which offers a framework for comprehending and enhancing employee engagement at work, will be discussed in this essay along with examples of how it can be used in the hotel sector. To create a supportive, empowering, and engaging work environment for employees, the essay will also highlight the key elements of the model, such as empowerment, recognition, and involvement. In the end, this essay will show how crucial a successful employee engagement program can be for a hotel business.
Human Resources (HR) is the department within an organization that is responsible for managing and overseeing various aspects of employment, such as recruiting and hiring, onboarding, training and development, performance management, and employee relations. Other responsibilities may include employee relations (Armstrong, 2010). The goal of HR is to assist an organization in locating, retaining, and cultivating its most capable employees, as well as in developing a work environment that is upbeat and productive. Additionally, HR is responsible for ensuring that the company complies with all applicable employment laws and regulations (Torrington et al., 2017).
Hotel success heavily depends on human resources. They are in charge of a range of duties and responsibilities that help to provide excellent service to customers and a positive work environment for employees. The recruitment and selection of the ideal talent for the hotel is one of HR's main duties. This entails seeking out and hiring applicants who share the values and culture of the hotel. HR is in charge of managing employee relations and making sure of a positive work environment, which is another crucial component of HR (Lumley and Wilkinson, 2014). This entails resolving issues with and complaints from employees, fostering open dialogue and providing chances for employee engagement. Additionally, HR is responsible for making sure the hotel abides by all applicable employment laws and rules (Carbonara, 2013). HR offers employees training and development opportunities to support their professional growth, enabling them to learn new skills and advance their careers. Finally, HR is in charge of overseeing employee performance, and offering coaching, and feedback. This includes regularly reviewing employee performance, praising, and rewarding top performers (CIPD, 2021). Therefore, HR is critical to managing the employment life cycle, fostering a positive workplace culture, and providing guests with exemplary service.
A hotel's human resources department plays a big part in motivating its staff. HR is in charge of fostering a positive work environment and promoting employee motivation and engagement (Dunn, 2010). Effective onboarding, offering training and development opportunities, encouraging open communication, praising top performers, and providing chances for employee engagement and socialization are all ways to accomplish this. By putting these tactics into practice, HR can support the hotel's success by fostering a happy and productive workplace, maintaining employee motivation, and retaining talent.
Engaging a team is essential for creating a productive and positive work environment. This can be accomplished using a variety of tactics, including encouraging open communication, planning team-building exercises, recognizing and rewarding accomplishments, offering growth opportunities, outlining expectations clearly, empowering team members, and advocating for a healthy work-life balance (Goswami, 2018). Within the team, effective communication fosters relationships and trust. Activities that promote teamwork and relationship building. Employee motivation and engagement are maintained through employee recognition and development opportunities. Setting clear expectations and objectives aids in maintaining team members' motivation and focus. Engagement and motivation are fostered by giving team members the ability to make decisions and take ownership of their work. Maintaining a positive work-life balance is important for team morale (Jackson, 2020). Combining these tactics can be used to create a team that is highly engaged and motivated.
Engaging a team is an important aspect of organizational success and can bring numerous benefits to an organization. An important benefit is increased productivity. Employee engagement increases motivation and commitment to the job, which can lead to better work output and productivity. The organization's bottom line may benefit as a result. An additional benefit is increased employee retention (Mitchell, 2017). Engaged workers are more likely to remain with the company, which lowers the expense of hiring and training new hires. This promotes the retention of a dependable and knowledgeable workforce, which may be advantageous for the organization's long-term success.
Better customer service from engaged staff members can increase client satisfaction and loyalty (Mondal, 2022). Customers who are happy with the company are more likely to buy from them again, refer others to the business, and write positive reviews, all of which can help the company's reputation. Additionally, more relationships that are positive and team dynamics are more common in engaged teams, which can boost morale, lessen conflict, and foster greater collaboration. A happy and encouraging workplace can help employees feel more fulfilled at work, experience less stress, and maintain a healthy work-life balance (Thomas, 2010).
Additionally, more creative and innovative solutions to problems are more likely to come from engaged workers, which can increase innovation and boost organizational performance. Organizations can stay ahead of the curve and remain competitive in their industry by utilizing the creativity and knowledge of their workforce (Torrington et al., 2017). Finally, companies with engaged workers typically enjoy a better reputation, which can help them draw in top talent and enhance their brand image. This may be especially helpful in luring new clients, partners, and investors, and it may contribute to the organization's overall success.
The Employee Lifecycle is an important concept in human resources management, as it outlines the various stages that employees go through while working in an organization (Truss, 2014). Attraction, Recruitment, Onboarding, Development, Retention, and Separation are the phases of the employee lifecycle. Organizations must engage their workforces at every stage if they want to create an environment where top talent can thrive, stay with the company, and contribute to the employee and organizational success (Armstrong and Taylor, 2020).
During the Attraction stage, organizations can focus on creating an attractive employment brand and highlighting the benefits of working for the organization. This may aid in luring in the best candidates and fostering a favourable perception of the business. Organizations can concentrate on developing a positive and encouraging candidate experience and making sure of a fair and inclusive selection process during the recruitment stage (Cattermole, 2019). This can lower turnover costs and help to attract candidates who are the best fit for the organization.
Organizations can also concentrate on offering a thorough and individualized onboarding program, introducing new hires to their co-workers and the company's culture, and providing the tools and support, they need to succeed during the Onboarding stage (Friedman, 2012). Organizations can concentrate on offering chances for professional development and skill enhancement, providing ongoing coaching and feedback, and fostering a supportive learning environment during the development stage. This can encourage success for the business and its employees by assisting in the retention of top talent.
During the Retention stage, organizations can concentrate on fostering a positive work environment, offering frequent praise and rewards, and providing chances for professional development (Gallagher, 2016). This can lower the expense of turnover while keeping employees motivated and invested in their jobs. During the Separation stage, businesses can concentrate on developing a smooth and helpful exit process for staff members, lessening the detrimental effects of turnover, and maintaining a positive reputation with past workers. Organizations can foster a positive and supportive work environment, retain top talent, and promote success for the company and its employees by investing in team engagement throughout the employee lifecycle (Horn, 2012).
Engaging employees is a critical aspect of human resources management, especially in the hotel industry where customer service and employee satisfaction play a major role in the success of the organization. Hotels can engage their staff in a variety of ways to foster a productive and encouraging workplace (Torrington et al., 2014). One strategy is to offer new hires a thorough and individualized onboarding program. For instance, The Ritz Carlton Hotel in London offers new hires a comprehensive onboarding program that includes introductions to the hotel's culture, instruction in its rules and regulations, and access to resources and support. Another strategy is to regularly acknowledge and reward workers who go beyond their roles or exhibit exceptional performance (Carter, 2016). For instance, the Hilton London Hotel's "Hilton Honours" program offers points that can be exchanged for rewards and prizes to employees who perform exceptionally well.
To promote professional growth, thorough training programs, cross-training opportunities, or advancement within the hotel, hotels can provide opportunities for skill development and career advancement. As an illustration, InterContinental London Park Lane offers its staff members a thorough training and development program that includes chances for cross-training and hotel advancement. Regular employee engagement surveys can offer insightful feedback on the working environment and assist hotels in making improvements (Carter, 2016). To get input and make workplace improvements, the London Four Seasons Hotel frequently surveys employees about their satisfaction with their work environment.
Hotels can develop social and wellness initiatives like team-building exercises, health programs, or employee appreciation activities to promote employee wellbeing (Cattermole, 2019). Additionally, allowing employees to telecommute or work flexible hours can help them balance their personal and professional lives. To help staff members balance their work and personal lives, the Marriott Hotel in London provides flexible work schedules and telecommuting options. Hotels can retain top talent and foster success for the establishment and its employees by putting these and other engagement strategies into practice (Dunn, 2010).
The Zinger Employee Engagement Model is a framework for understanding and improving employee engagement in the workplace. It implies that employee engagement consists of three essential elements: involvement, recognition, and empowerment (Gallagher, 2016). Giving employees the freedom, tools, and support they require to do their jobs well is referred to as empowering them. This includes opportunities for professional development, clear expectations, and decision-making power. Recognizing and rewarding employees for their contributions and accomplishments is referred to as recognition. This may include official recognition schemes, rewards, or chances for promotion (Horn, 2012). By "involvement," means giving workers the chance to take part in the organization's decision- and problem-solving processes. Participation in teams or committees, employee surveys, and suggestion programs are a few examples of this.
To implement the Zinger Employee Engagement Model, organizations can evaluate their present methods in each of these areas and spot areas for development (Jackson, 2020). For instance, a hotel might evaluate its current training and development initiatives and look for strategies to give staff members more chances for professional development. The hotel could evaluate its present recognition and incentive schemes and look into ways to enhance their impact and significance (Mitchell, 2017). The hotel could also look for ways to involve staff members more in decision-making and problem-solving procedures, for example by conducting regular employee surveys or forming employee-led committees. Organizations can create an encouraging work environment, empowering, and engaging all employees by concentrating on all three aspects of the Zinger Model (Byrne, 2015).
Therefore, it can be summarized that the role of human resources in engaging employees in a hotel is crucial for the success of the business. The employee lifecycle, which includes stages like attraction, recruitment, onboarding, development, retention, and separation, is where effective engagement begins. Increased productivity, job satisfaction, and loyalty among employees are just a few advantages that come with being engaged that benefit both the organization and the workforce. With its three elements of empowerment, recognition, and involvement, the Zinger Employee Engagement Model offers a framework for comprehending and enhancing employee engagement. Organizations can foster a supportive, liberating, and enjoyable workplace for all workers by concentrating on these essential elements. By offering opportunities for professional growth, thoughtful recognition programs, and involving staff in decision-making processes, the hotel industry can incorporate these principles into its practices. Ultimately, a productive and flourishing hotel industry depends on a highly engaged workforce.
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