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The human resource (HR) department in a large hotel plays a crucial role in engaging employees throughout the employee lifecycle within the company. To engage employees effectively, the HR department must employ several strategies and practices, including onboarding, retention, development, attraction and recruitment (Armstrong and Taylor, 2020). Employee engagement is a critical factor in determining the success of an organisation. It refers to the level of enthusiasm and commitment employees have towards their work and the organisation they work for. An engaged workforce is essential for driving productivity, reducing turnover, and improving customer satisfaction (Torrington et al., 2020). This essay will discuss an employee engagement model and outline the steps organisations can take to engage and retain employees throughout the employee lifecycle. By focusing on both motivators and hygiene factors, and by involving employees in the process, organisations can create a work environment that supports employee engagement and fosters a sense of commitment and motivation among employees.
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A comprehensive onboarding program helps new hires to feel welcomed and supported as they transition into their new roles. The HR department should provide new employees with an orientation program that includes an introduction to the company's culture, values, policies, and procedures, as well as training on the hotel's products, services, and customer service expectations. Providing new employees with a clear understanding of their roles, responsibilities, and how they fit into the larger organisation is crucial to engaging employees from the start (Gallagher, 2016). The Ritz London is known for its comprehensive onboarding program that helps new hires feel welcome and supported from day one. The program includes a thorough orientation, an introduction to the hotel's culture, values, and policies, as well as training on the hotel's products, services, and customer service expectations (Boon et al., 2019).
The first step in engaging employees is attracting the right people to the organisation. The HR department must ensure that job descriptions, recruitment processes, and onboarding programs are designed to attract candidates who are a good fit for the hotel's culture and values. This can help to increase employee satisfaction and engagement from the start (Armstrong and Taylor, 2020). Providing opportunities for employees to develop their skills and advance their careers can help to increase engagement and motivation (Torrington et al., 2020). The HR department must work with managers to identify employee development needs and provide appropriate training and support (Macke and Genari, 2019). Regular performance feedback and recognition can help employees to feel valued and motivated. The HR department must ensure that performance management processes are transparent, fair, and supportive (Armstrong and Taylor, 2020).
The HR department should establish open lines of communication with employees to ensure they feel valued and heard. Regular one-on-one meetings, employee surveys, and suggestion boxes are all ways to encourage employees to share their thoughts and ideas (Chyhryn et al., 2019). Additionally, the HR department should ensure that employees are kept informed about company news and updates through regular newsletters, employee events, and all-hands meetings (Torrington et al., 2020). Premier Inn, a UK-based hotel chain, has an open-door policy where employees are encouraged to share their thoughts and ideas with their managers (Anwar and Abdullah, 2021). The company also conducts regular employee surveys to gather feedback and ensures that employees are kept informed about company news and updates through regular newsletters and all-hands meetings (Armstrong and Taylor, 2020).
A recognition and rewards program is an effective way to engage employees and show them that their efforts are appreciated (Armstrong and Taylor, 2020). The HR department should develop a recognition program that acknowledges employees' contributions and achievements, such as employee of the month or a service award program (Torrington et al., 2020). Rewarding employees for their hard work and achievements can help to increase employee engagement and morale (Strohmeier, 2020). InterContinental London Park Lane provides its employees with opportunities for growth and development through a range of professional development programs and workshops. The hotel also offers a mentor program that pairs experienced employees with newer hires to help them learn the ropes and achieve their career goals (Armstrong and Taylor, 2020). Hilton UK and Ireland, a subsidiary of Hilton Worldwide, has a recognition and rewards program that acknowledges employees' contributions and achievements (Fenech et al., 2019). The program includes an employee of the month award and a service award program that rewards employees for their dedication and commitment to the hotel (Armstrong and Taylor, 2020).
A healthy and engaged workforce is crucial to the success of any hotel. The HR department should promote employee wellness by offering resources such as employee assistance programs, stress management workshops, and health and wellness initiatives (Zeebaree et al., 2019). Providing employees with resources to help manage their health and well-being not only engages employees but also helps to improve overall productivity and reduce absenteeism (Torrington et al., 2020). The Four Seasons Hotel London at Park Lane places a strong emphasis on employee wellness and offers resources such as employee assistance programs, stress management workshops, and health and wellness initiatives (Ahammad et al., 2020). The hotel also has an on-site gym and provides employees with healthy food options in the staff canteen.
Engaging a team is crucial for organisations that want to foster a positive work environment and improve the overall performance and productivity of their employees (Armstrong and Taylor, 2020). Engagement refers to the level of involvement and commitment that employees have to their work and their organisation (Stewart and Brown, 2019). Engaging a team requires a combination of strategies and practices that create a supportive and motivating work environment (Armstrong and Taylor, 2020).
One of the key strategies for engaging a team is to provide clear direction and purpose. This involves communicating the organisation's mission, goals, and values to employees, and ensuring that employees understand their role in achieving these objectives (Bratton et al., 2021). When employees understand the bigger picture and their place in it, they are more likely to feel motivated and committed to their work (Armstrong and Taylor, 2020).
Another important strategy for engaging a team is to provide opportunities for growth and development (Collins, 2021). This involves offering training and development programs, mentorship opportunities, and regular feedback to employees. By investing in their development, organisations can help employees improve their skills and increase their job satisfaction (Torrington et al., 2020). Additionally, organisations that offer growth and development opportunities are more likely to retain their employees, reducing turnover and related costs (Armstrong and Taylor, 2020).
Recognition and rewards are also critical for engaging a team. This involves acknowledging and celebrating employees' contributions and achievements and recognizing their hard work and dedication (Torrington et al., 2020). When employees feel valued and appreciated for their contributions, they are more likely to be motivated and committed to their work (Armstrong and Taylor, 2020).
Finally, promoting a positive work-life balance is essential for engaging a team. This involves creating a supportive and flexible work environment that allows employees to manage their work and personal lives in a way that is manageable and sustainable (Boxall and Purcell, 2022). When employees feel supported in balancing their work and personal lives, they are more likely to be satisfied with their job and more engaged in their work.
There are many benefits of engaging a team, including improved employee satisfaction, increased productivity, reduced turnover, and higher levels of customer satisfaction. An engaged team is also more likely to be motivated and committed to their work, which leads to better results for the organisation (Mahapatro, 2022). By implementing the strategies outlined above, organisations can create a positive and supportive work environment that engages employees and supports the success of the organisation (Torrington et al., 2020). The advantages of engaging a team are numerous and include heightened worker satisfaction, increased efficiency, reduced staff turnover, and elevated customer satisfaction (Armstrong and Taylor, 2020). A team that is engaged is more likely to exhibit motivation and dedication to their tasks, resulting in better outcomes for the company (Pak et al., 2019). By utilizing the methods mentioned above, organisations can establish a constructive and supportive work atmosphere that engages employees and contributes to the success of the organisation (Armstrong and Taylor, 2020).
I could have engaged my team by holding regular performance reviews to provide feedback on what employees are doing well and areas for improvement. I could also recognize employees for their hard work and accomplishments, either in one-on-one meetings or in team meetings. I would have fostered an open and transparent work environment where employees feel comfortable sharing their opinions and ideas. Hold regular team meetings to encourage open communication, and make sure everyone has the opportunity to share their thoughts and ideas. I would have invested in the growth and development of my team by offering training, mentorship, and career advancement opportunities. I will also encourage employees to take advantage of these opportunities and support their career goals. I will offer flexible work arrangements, such as flexible hours or the option to work from home, to support employees' work-life balance. Fostering a positive work environment by promoting collaboration and teamwork and encouraging employees to have fun can build a sense of community among team members. Clearly communicate the organisation's mission, goals, and values, and make sure employees understand their role in achieving these objectives. This will help employees feel motivated and committed to their work. By implementing these strategies, I can create a supportive and motivating work environment that engages my team and supports the success of my organisation.
An employee engagement model is a framework that outlines the steps organisations can take to engage and retain employees (Armstrong and Taylor, 2020). One such model is the dual-factor theory, also known as the motivation-hygiene theory, which suggests that employee engagement is driven by two factors: motivators and hygiene factors (Torrington et al., 2020).
Motivators refer to the factors that drive employees to perform well and be committed to their work, such as recognition, meaningful work, and opportunities for growth and development (Ozkeser, 2019). Hygiene factors refer to the minimum conditions that employees need in order to be satisfied in their work, such as job security, fair pay, and good working conditions (Armstrong and Taylor, 2020).
To implement this model, organisations need to focus on both motivators and hygiene factors. They can start by conducting regular surveys or focus groups to understand employees' needs and concerns (Torrington et al., 2020). This information can then be used to create action plans to address any areas of dissatisfaction and to enhance motivators.
For example, if the surveys indicate that employees feel undervalued and unappreciated, the organisation could implement a recognition program, such as an employee of the month award or a peer recognition program, to increase employee motivation (Pattanayak, 2020). If the surveys indicate that employees feel overwhelmed and overworked, the organisation could offer flexible work arrangements or encourage employees to take breaks, to improve hygiene factors.
It is also important to involve employees in the implementation process, as this helps to build trust and commitment (Armstrong and Taylor, 2020). For example, organisations could form employee engagement committees, which include representatives from different departments, to help design and implement engagement initiatives.
In summary, by focusing on both motivators and hygiene factors, and by involving employees in the process, organisations can create a work environment that supports employee engagement and fosters a sense of commitment and motivation among employees.
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Employee engagement is a key factor in driving organisational success. The dual-factor theory provides a useful framework for organisations to understand the factors that drive employee engagement. By focusing on both motivators and hygiene factors, and by involving employees in the process, organisations can create a supportive work environment that fosters commitment and motivation. However, it is important to note that employee engagement is an ongoing process, and organisations need to continuously monitor and respond to the changing needs and expectations of employees. With a focus on engagement, organisations can build a strong, motivated, and productive workforce that drives success in the long term.
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