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“How to Engage Employees throughout the Employee Life-cycle”
A hotel’s employees are the face of the business, and their engagement level can significantly impact customer satisfaction, employee retention, and overall business performance. The hotel industry is known for demanding working conditions, long hours, and high-stress levels, making employee engagement even more critical. Hotels must understand their employees' needs and motivations to create a positive and engaged workplace culture and develop and implement effective engagement strategies (Ahammad, 2017). The role of human resources in employee engagement is crucial, as they are responsible for creating and implementing programs and initiatives that promote employee satisfaction and engagement. This may include training and development programs, recognition and rewards programs, and opportunities for growth and advancement. Additionally, hotels need to foster a supportive work environment that values diversity and inclusion and promotes work-life balance. By focusing on employee engagement, hotels can create a positive and motivated workplace culture, leading to increased customer satisfaction, employee retention, and overall business performance (Kemboi and Onyango, 2015). In this paper, we will discuss the role of human resources, and practical strategies for engaging employees throughout the employee lifecycle.
The role of human resources (HR) in engaging employees in the large hotel business is critical. HR is crucial in attracting, retaining, and developing talent to support the business’s overall success. A well-structured onboarding program can help new employees feel welcomed and integrated into the hotel culture. This can include an orientation program that provides an overview of the hotel's mission, values, and goals and information on company policies, procedures, and benefits. HR is responsible for fostering positive employee relations, which can help to create a supportive and inclusive work environment. This can include addressing employee concerns and conflicts, providing support and resources, and encouraging open communication between employees and management (Sun et al., 2019). HR can support employee development by offering opportunities to help employees to acquire new skills and advance their careers. This can include in-house training, workshops, mentorship programs, and opportunities for employees to attend conferences or pursue additional education. HR can play a role in helping employees to understand their performance expectations and provide feedback on their performance. Regular performance evaluations, improvement plans, and coaching can help employees understand their strengths and areas for improvement and provide them with clear expectations and goals (Eldor and Vigoda-Gadot, 2017). HR can support a recognition and rewards program that acknowledges and celebrates employee achievements. This can include employee of the month awards, bonuses, promotions, and other forms of recognition. HR can help create a comprehensive benefits package that includes health insurance, paid time off, retirement savings plans, and other forms of compensation (App et al., 2012). A competitive benefits package can help attract and retain employees. HR can support employees' work-life balance by offering flexible schedules, remote work options, and paid time off. This can help employees to manage their work and personal lives more effectively, increasing job satisfaction and engagement (Dirani et al., 2020). By working closely with management and employees, HR can help to create a supportive, engaging, and fulfilling work environment that encourages employee engagement, motivation, and satisfaction.
Engaging a team in a large hotel is crucial for improving employee satisfaction, motivation, and performance. Here are some ways to engage a team and the advantages of doing so. Open communication between management and employees can help to build trust and foster a positive work environment (Chandani et al., 2016). This can include regular meetings, feedback mechanisms, and surveys to gather employee feedback and provide updates on company initiatives and goals. Providing opportunities for employees to learn new skills, acquire new knowledge, and develop professionally can help to keep them engaged and motivated (Eldor and Vigoda-Gadot, 2017). This can include in-house training, workshops, mentorship programs, and opportunities for employees to attend conferences or pursue additional education. A recognition and rewards program that acknowledges and celebrates employee achievements can help to increase employee engagement. This can include employee of the month awards, bonuses, promotions, and other forms of recognition. Creating a supportive environment that values and respects employees can help to increase job satisfaction and engagement. This can include providing a comprehensive benefits package, addressing employee concerns and conflicts, and encouraging a positive and inclusive workplace culture (Saks and Gruman, 2014). Providing flexible work arrangements, such as flexible schedules, remote work options, and paid time off, can help employees to manage their work and personal lives more effectively. This can increase job satisfaction and engagement. The advantages of engaging a team in a large hotel include engaged employees being more satisfied with their jobs and more motivated to perform well, which can improve overall job performance and productivity (Anitha, 2014). Employees who are engaged are more likely to provide high-quality customer service, enhancing the overall guest experience and increasing customer loyalty and repeat business. Employees are engaged to stay with the company, reduce turnover costs and improve the consistency and stability of the workforce. Companies with engaged employees are often viewed more positively by customers and the general public, enhancing the business’s overall reputation. Companies with engaged employees are often more profitable and have better financial performance than those with low employee engagement (Hoque, 2013). Engaging a team in a large hotel can bring many benefits to both employees and the business and should be a strong focus of the human resource department.
The employee lifecycle in a hotel refers to the various stages employees go through, from when they are first attracted to the company to when they leave (Inamdar and Abhi, 2020). Here are the stages of the employee lifecycle in a hotel: Attraction is the stage where the hotel seeks to attract potential employees through various recruitment methods, such as job postings, employee referrals, and career fairs. This stage aims to attract qualified candidates who fit the hotel’s culture and values well (Nagendra, 2014). Recruitment, in this stage, the hotel screens and selects candidates based on their qualifications and fit with the hotel. The recruitment process typically includes reviewing resumes, conducting interviews, and administering skills assessments. Onboarding is where new employees are introduced to the hotel's policies, procedures, culture, and values. The goal of onboarding is to help new employees to feel welcomed and integrated into the workplace as quickly and smoothly as possible (Nagendra, 2014). Onboarding typically includes orientation, training, and mentorship programs. In the development stage, employees are provided with opportunities for growth and development to help them to advance in their careers (Kumar and Pansari, 2015). This can include in-house training, workshops, mentorship programs, and opportunities for employees to attend conferences or pursue additional education. In the retention stage, the hotel focuses on retaining and keeping employees engaged (Cohen, 2017). This can include providing competitive compensation and benefits packages, recognising and rewarding achievement, fostering a supportive and inclusive workplace environment, and promoting work-life balance. In the separation stage, employees leave the hotel for various reasons, including retirement, resignation, or termination. This stage aims to ensure a smooth transition for the employee and minimise any negative impact on the hotel's operations (Inamdar and Abhi, 2020). This can include providing outplacement services, conducting exit interviews, and preserving knowledge and skills through knowledge transfer programs. The employee lifecycle in a hotel is an ongoing process that requires the continuous attention of the human resource department to attract, retain, and develop employees (Nagendra, 2014). By effectively managing each stage of the employee lifecycle, the hotel can build a strong, motivated, and engaged workforce that supports its overall success.
There are many ways to engage a team in the workplace. Managers hold regular team meetings where employees can provide feedback and ask questions and set up a suggestion box or an unknown feedback mechanism for employees to provide suggestions and feedback. Employees are encouraged to share their ideas and concerns with management. Organisations offer training and development opportunities relevant to employees' roles and career goals (Carasco-Saul et al., 2015). This can include workshops, conferences, and mentorship programs and provides opportunities for employees to acquire new skills and knowledge and recognise and reward their achievements. They foster a collaborative and inclusive work environment by encouraging team-building activities and teamwork. Businesses should create opportunities for employees to work together on projects, share their skills and knowledge, and support each other in their work; implement a recognition and rewards program that acknowledges and celebrates employee achievements. This can include employee of the month awards, bonuses, promotions, and other forms of recognition, by providing a comprehensive benefits package, addressing employee concerns and conflicts, and encouraging a positive and inclusive workplace culture. Organisations ensure that all employees are treated with respect and fairness and that their contributions to the workplace are valued (Truss et al., 2013). Managers can provide flexible work arrangements, such as flexible schedules, remote work options, and paid time off, to help employees manage their work and personal lives more effectively. This can increase job satisfaction and engagement. They give employees the autonomy and resources they need to do their jobs effectively. Businesses can provide opportunities for employees to take on new challenges and responsibilities and recognise and reward their successes. By implementing these strategies, we can engage our team and create a positive and supportive work environment that benefits both employees and the organisation.
An employee engagement model is a framework, or method firms use to analyse and raise employee engagement at work. One such model is the "Engagement Driver Model," which identifies important drivers or elements that affect employee engagement (Kumar and Pansari, 2015). These drivers often consist of the following: leadership, culture, communication, development, recognition and reward, and work-life balance. Employees want to work for organisations with strong, non-disabled leaders who can give guidance and assistance. Engagement depends on a work environment where people feel appreciated and respected (Albrecht et el., 2015). The organisation should build trust and engagement among workers and require open, two-way communication between management and staff. Workers seek chances for education, professional development, and progress. Employees want to be rewarded and acknowledged for their accomplishments and services to the company. Work-life balance is something many employees strive for. Organisations may follow the following steps to implement an employee engagement model: The manager should conduct surveys or focus groups on determining the degree of employee engagement and pinpoint areas for development. They need to identify significant drivers of employee engagement and prioritise them in light of the assessment's findings (Cunningham, 2014). The organisation should create and executes efforts to boost employee engagement based on the drivers that have been identified, for instance, leadership development programmes, communication campaigns, and staff reward schemes. The organisation makes improvements as needed after regularly assessing the effectiveness of the engagement activities and continues to review and raise employee engagement levels while preserving successful programmes and initiatives. By following this procedure, businesses may create and practice a model for successful employee engagement that fosters a happy and productive working environment that benefits both the individual workers and the business.
Here are a few examples of hotels in the UK that have implemented successful employee engagement programs. The Ritz London strongly focuses on employee engagement with a comprehensive training and development program that includes mentorship and apprenticeship opportunities (Jones et al., 2014). The hotel also recognises and rewards employees for their achievements and fosters a positive and supportive work environment. Dorchester's comprehensive employee engagement program includes training and development opportunities, recognition and rewards programs, and a supportive work environment (Carasco-Saul et al., 2015). The hotel also encourages open communication, teamwork, and a focus on continuous improvement. The Savoy is strongly committed to employee engagement, providing employees with the resources and support they need to do their jobs effectively. The hotel provides learning and development opportunities and fosters a positive and supportive work environment (Narteh et al., 2013). The Mandarin Oriental has a comprehensive employee engagement program that includes training and development opportunities, recognition and rewards programs, and a supportive work environment. The hotel also encourages open communication, teamwork, and a focus on continuous improvement (Putilov et al., 2019). By focusing on training and development, recognition and rewards, and a supportive work environment, these hotels have created a positive and engaged workplace culture that benefits both employees and the organisation.

Employee engagement is critical to the hotel industry’s success. By understanding the needs and motivations of employees and developing and implementing effective engagement strategies, hotels can create a positive and motivated workplace culture (Narteh et al., 2013). This can increase customer satisfaction, employee retention, and overall business performance. Hotels need to focus on training and development opportunities, recognition and rewards programs, and a supportive work environment that values diversity and inclusion and promotes work-life balance (Legge, 2014). By investing in their employees, hotels can create a positive workplace culture that benefits both employees and the organisation. Overall, the key to successful employee engagement in the hotel industry is to understand the needs and motivations of employees and to develop and implement programs and initiatives that promote employee satisfaction and engagement. 
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