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The notion of "employee engagement" has become increasingly common in the corporate world. The common understanding is that an "involved" employee is one who takes pride in his or her work and whose positive outlook on the job leads them to perform at a level that benefits the company (Chandani et al., 2016). It is important to note that the term "employee engagement" should not be confused with "employee happiness" or "employee satisfaction." The particulars of an employee's position determine the factors that contribute to his or her level of satisfaction in their work environment. The organization that he works for is concerned with his personal needs; as a result, he makes every effort to cater to his preferences (Kocherlakota, 2017). This essay has focused on the issues like engaging the employees by HR in the hotel industry, followed by the employee lifecycle and benefits of engagement of a team. An employee management model has been discussed and how to engage a team with a real-life example has been embedded in the essay in the later parts.

The level of engagement shown by workers is a significant challenge for businesses, as well as for human resources departments. Why? Because the proportions of participative management are weak, perhaps dangerously low, based on the survey institute 'Gallup' in the United States. According to the organization's annual study on the state of employment, only 18% of employees throughout the world are fully invested in their jobs. And then over there in the UK? The numbers are much more dismal. Following the 2018 'State of the International Workforce' survey, only about one in ten (11% of UK workers) are truly invested in their jobs (Inc, 2018). These numbers make it clear why CEOs and HR professionals should care so much about employee retention. And this is why there are several positions dedicated to employee satisfaction, as well as consulting services, technologies, and studies.
Every successful company relies on effective, diligent, and creative employees. Particularly in the instance of the hotel business sector. Customer-focused, diligent, and competent staff are the foundation of a thriving hotel organization (Saengchai, Siriattakul and Jermsittiparsert, 2019).
It's crucial for a company's success that its employees are happy. Staffs that are content with their work environment are more committed to the company and ultimately end up being very valuable to the business. They will probably spread the word about what a great business it is to work for.
Decreased Rates of Absenteeism - When workers are unhappy or uninterested in their jobs and teams, they might avail the benefit of favourable circumstances to sneak away from the office. Managers that are serious about reducing absenteeism would do well to assess employee happiness, morale, and commitment. Consider the impact on productivity and morale if managers took steps to enhance the work experience beyond just employee retention, which has been shown to reduce absenteeism by as much as 35%.
Boost Efficiency - An involved worker's enthusiasm for the firm's objective and purpose is a hallmark of their attitude toward the organization as a whole. This mindset encourages individuals to strive harder and more effectively toward their objectives, which increases output by 17%. Engaged workers realize they're cherished. Minimal time will be wasted conversing with coworkers and spending extended breaks. Employee involvement boosts firms' efficiency and effectiveness (Armstrong and Taylor, 2020).
Lesser job rotation - Reduced absenteeism and increased productivity have a domino effect on staff morale and retention. Motivated workers aren't on the lookout for new employment opportunities because they are satisfied where they are.
Greater Client Satisfaction - Employees' morale and interaction with consumers improve when they feel appreciated. An upbeat interaction, a feeling of being appreciated, and a kind face may go a fair way toward cementing consumer loyalty. Engaged workers produce additional up- and cross-sales, generating client success management gains. Highly delighted consumers are wonderful PR since they'll tell about their wonderful experience (Beardwell and Thompson, 2017).
Encourages New Ideas and Imagination - Getting employees invested in the company's success requires more than just paying them a living wage. Get the most out of the knowledge of experts by having them collaborate on a single project. Spending time on invention boosts morale and productivity by giving workers ownership in the company's success. Because in-house ideas may be equally as excellent as those found elsewhere, this strategy can help conserve time & expense (Torrington et al., 2020).
It doesn't matter whether an employee enjoys their work; if they're constantly stressed out or expected to perform at a high level, they'll end up burning out and stopping caring. An ideal work environment is the result of a strong corporate culture that promotes a reasonable work-life equilibrium for its employees (Raymond Andrew Noe et al., 2003). The manager is responsible for establishing transparent, enforceable guidelines for employee behaviour regarding email, phone use, and vacation. It's important to create a culture where workers aren't afraid to clock out when they're done for the day. One effective method of discovering the mood of the workforce is through an opinion survey. When challenges are detected early on via evaluating staff morale, they may be addressed more easily and effectively (Sikora and Ferris, 2014). Managers should obtain real-time team feedback. Then can design and monitor observations in the program, so employee participation is constantly high. As long as employees believe they are contributing to the larger goals of the company, they are extra inclined to be invested in the work they do. First, elucidates what they hope to achieve. Following that up by collaborating with them to establish objectives for the group as a whole that are mutually beneficial. Last but not least, work with teams to establish individual objectives. This will give everyone on your team something to work towards (M, 2010). Although it may seem easy, the empowering staff takes the manager to take a back seat and watch what happens. It calls for a manager who isn't afraid to stand back and watch their team members stumble before picking them up and helping them go forward. Providing employees with the freedom to pursue any avenue of interest increases their level of engagement. When managers show faith in their employees by telling them about their successes and letting them feel like they contributed to those successes, employee empowerment happens naturally. Managers who feel they must always be correct or perfect are unnecessary to their teams (Tarique, Briscoe and Schuler, 2016). People look up to leaders who are honest enough to take them along on their journey. Intentional teamwork motivates employees and yields better results for everybody involved. One of the most important aspects of leadership is looking out for one another, and that includes the staff. Disengagement occurs in the workplace when managers indulge in mind games and display inconsistency in leadership strategy and manner. Workers nowadays are especially susceptible, since they are unsure of who they may believe, depend on, or imitate (Hunsaker and Hunsaker, 2015).
As a person works for a firm, they will go through a number of distinct phases, each of which is significant in its own right. There are six steps to the process which are briefly described –
Attraction - Credible recommendations from recent or previous employees are invaluable. Also, future workers will look at business regulations on inclusion and diversity, psychological well-being at work, sick pay, maternity benefits, overtime, personal days, and work-life balance (Shyam and Ramachandra Gowda, 2017).
Recruitment - The fewer routes explored, the smaller the pool of outstanding prospects. Going abroad is important, but don't overlook inside brilliance searching for a raise or lateral move. Optimizing the proposal phase and maintaining high proposal enrollment, and speeding up recruiting by 45% for crucial posts are key employment best practices.
Onboarding - An excellent staff review may boost team performance. Although it may be too early to measure performance in the initial days, the process must be established so staff understand what is expected from them and how they'll be recognized for good work (Thompsen, 2014).
Development - To effectively disseminate both company culture and provide new workers with assistance and accessibility to a trustworthy adviser, veteran coworkers should share their experiences. It is indeed a win scenario if they're able to teach others from their experiences and the group as a whole can benefit from the collective wisdom of its members.
Retention - It's important to think about ways to increase staff retention and turnover rates with time. When workers are dissatisfied, it might be helpful to investigate methods of increasing their motivation (Shyam and Ramachandra Gowda, 2017).
Separation - Partition impacts both those departing including those left to remain. Making them feel appreciated after the group member leaves or involving them in the subsequent selection process helps alleviate the discomfort (Thompsen, 2014).

An employee engagement framework may be thought of as a framework for research into the factors that contribute to worker satisfaction and success. Out of many successful models here "The Deloitte Model" has been described as suited for any industry including a hotel. Deloitte's strategy aims to create an "enticing" environment where employees aspire to engage daily. Culture is essential to this methodology. This culture has five key characteristics with corresponding activities (Deloitte, 2019).
Meaningful work - Deloitte outlines four essential aspects that help people discover job purpose, including – autonomy, cultural connection, small but focused teams and slack time.
Hands-on management - Managers determine an employee's corporate perspective. These steps will help managers engage staff. These are – precise goal setting, training, management development, and performance review.
Positive working atmosphere - For staff to like going to the workplace (online or traditional), ensure that they are comfortable, valued, and acknowledged. In these regard steps can be taken like - A humane workplace, cultural recognition, and diverse and inclusive workstation.
Growth opportunities - Stagnant workers lose motivation. Instead, provide on-the-job training, the free flow of talent and learner-centred culture.
Leadership - Finally, dedicated leadership is crucial. This commitment is four-fold: objectives and goals, a people-first approach, transparency and motivation (Deloitte, 2019).
The Ritz-golden Carlton's guidelines improve tenants' comfort. This hotel aims to deliver a friendly, comfortable, and elegant atmosphere by meeting customers' unspoken demands. All employees follow these principles to develop lifelong Ritz-Carlton patrons. No doubt this hotel is among the world’s greatest. Everybody has overlooked something at the hotel sometimes. It could be a chance to enhance customer experience. Ritz-Carlton personnel can spend up to $1,500 to address any guest concern. So, when one guest left his power adapter at the property, the management included it in a parcel along with a kind message. Any hotel will differentiate itself from others within the same business if they improve its level of client contentment (The Ritz-Carlton, 2019).

To summarize, the hotel industry's primary focus should be on enhancing the quality of service provided to customers. to raise the level of service provided by building specialized technology for the travel and tourism industries, establishing high-quality benchmarks for how customers should be treated, and making full use of any possibilities to enhance the level of services provided by the business (Lee, 2018). For a business to succeed, its employees need to believe in the organization's mission and be willing to put their hearts and souls into it. In doing so, it provides speed and performance standards that are higher than what even a highly driven individual is capable of. Allowing workers to take ownership of their positions is the greatest option. Thus, rather than leading workers in a certain route, management acts as a facilitator of the choices workers make about their work (Zhou, 2015). In short, this shifts the emphasis of employee satisfaction from tasks to relationships, with managers and executives taking a more active interest in their subordinates as individuals.
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