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How to Engage Employees Throughout the Employee Lifecycle
The engagement of employees is a critical factor for any organization to be successful. In the hospitality industry, a large hotel faces unique challenges in engaging employees throughout the employee lifecycle. The challenge lies in understanding the needs of the employees and creating an environment that encourages them to be productive and motivated at work. It is important to look at the strategies a large hotel must employ to engage its employees throughout the employee lifecycle within the company. The employee lifecycle is a continuous cycle that involves recruiting, onboarding, training, developing, motivating, retaining, and transitioning employees (Kwon and Park 2019, p. 352). To maximize employee engagement, a hotel must create a culture of engagement that extends through all stages of the employee lifecycle. 
This essay will go through the various methods a big hotel’s human resources department needs to use to keep workers interested during their whole employment. The significance of engaging employees throughout the employee lifecycle will be covered in the essay, along with the roles that recruitment, onboarding, training, development, motivation, retention, and transition play in this. It will also go through how these techniques might be used by the human resources department of a big hotel to foster an atmosphere that promotes employee engagement. The essay will outline best practices that the human resource department of a large hotel can use and present examples of effective techniques used by other large hotels.
Any organization needs human resources (HR) because they oversee workforce sourcing, recruitment, and management. HR creates an engaging atmosphere for workers to ensure that the company can recruit and keep the greatest personnel. Any successful business must have an engaged workforce since it boosts output, morale, and performance (Mowbray et al., 2021, p. 1537). By fostering an environment that encourages employee engagement, providing the resources and tools essential to ensure employee engagement, and striving to forge strong bonds between the company and its employees, HR plays a critical role in ensuring employee engagement (Nasution and Absah 2019, p. 340).
The HR department’s job is to foster an environment that encourages employee involvement. Human resources must foster an environment that values trust, cooperation, and open communication. To encourage employee engagement, HR must establish a supportive work environment and give the necessary resources and tools (Veri 2021). This entails offering chances for training and growth, encouraging teamwork, and giving incentives and rewards to workers who excel. Additionally, HR must ensure that the company has a robust personnel management system, which involves finding and keeping the finest talent and developing a system for performance evaluation and rewards (Burnett and Lisk 2019, p. 112).
HR must also establish enduring bonds between the company and its workers. This entails promoting open lines of communication between the business and its staff, cultivating a culture of honesty, and giving staff members feedback and acknowledgment for their efforts. Additionally, HR should work to comprehend employee needs and ensure their issues and suggestions are considered (Duque et al., 2020, p. 6759). HR can ensure the company can recruit and keep the greatest personnel by fostering an environment conducive to employee engagement and forging strong bonds with its workforce. 
HR must provide a setting that values cooperation and communication to motivate a team. HR should foster a culture of open communication that invites staff members to express their thoughts, opinions, and concerns (Kroll et al., 2019, p. 789). Additionally, HR should encourage respect and trust among staff members and offer the resources and tools required to boost engagement. This includes giving staff members a chance to grow professionally, encouraging teamwork, and rewarding superior performance through incentives and prizes (Li et al., 2021).
Additionally, HR should make an effort to comprehend employee needs and ensure that their complaints and ideas are considered. This entails giving them constructive criticism and acknowledgment for their efforts and developing a system for rating and rewarding performance. According to HR, the firm should have a strong personnel management strategy involving hiring and keeping the best talent. HR can ensure that the company can attract and retain the greatest personnel by fostering an atmosphere favorable to employee engagement and forging strong bonds with its staff (Sun and Bunchapattanasakda, 2019, p. 75).
Engaging a team provides several benefits, such as improved performance, morale, and productivity (Sun and Bunchapattanasakda, 2019, p. 75). As they are more likely to have open communication and collaborate, engaged teams, are more likely to be imaginative and creative. Engaged teams are more likely to experience a sense of belonging and worth within the company. Last but not least, a successful team is more likely to have an engaged team since they are more inclined to take responsibility for their job and aim for greatness.
The attraction phase of the employment lifecycle is the first. At this point, prospective employees are learning about the company and thinking about applying for a position. HR departments are crucial at this point because they interact with potential employees to promote the company and give them the information, they need to decide whether to apply for a position or not (Jain et al., 2022, p. 293). Human resources departments can attract candidates by sharing information on the business’ website, social media, job fairs, and other events. HR divisions can also contact potential workers by phone, email, or in-person meetings. HR departments may ensure that potential employees have the information they need to make an informed decision about applying for a position (Turner and Turner 2020, p. 28).
Recruitment is the second phase of the employee lifecycle. At this point, prospective employees submit applications for open positions, which HR departments analyze and prioritize. During this phase, HR departments interact with applicants by assessing their backgrounds and skills to identify those most qualified for the post. HR departments might connect with them through interviews, background checks, and other assessments to ensure that applicants are the proper match for the role. By working together, HR departments can guarantee that the selection of the finest candidates is fair and efficient (Heslina and Syahruni 2021, p. 16).
The third stage of the employee lifecycle is onboarding. This is the stage in which new employees are welcomed and integrated into the organization. HR departments engage with new employees in this stage by providing them with the information and resources they need to be successful in their roles. This includes providing information on company policies, introducing them to the team, and providing them with the tools they need to do their job. Additionally, HR departments can engage with new employees through orientation sessions, training, and mentorship programs to ensure they have all the necessary resources to transition into their roles effectively. 
The development phase of the employee lifecycle is the fourth. During this phase, personnel have the chance to advance and broaden their knowledge and abilities. In this stage, HR departments interact with employees by giving them the tools and assistance they need to succeed (Abrishamirad et al., 2021. 1342). This entails granting accessibility to learning and growth opportunities, including workshops, seminars, and mentorship schemes. Furthermore, HR departments can interact with staff members through performance evaluations and feedback sessions to ensure they are on pace to meet their objectives (Riyanto et al., 2021, p. 162).
Retention is the fifth stage of the employment lifecycle. At this point, HR departments are working to ensure workers are content with and invested in their jobs. In this phase, HR departments interact with employees by giving them the assistance they require to feel valued and appreciated (Abrishamirad et al., 2021. 1342). This includes praising their achievements, allowing flexible scheduling options, and giving them a chance to further their careers. Additionally, HR departments can interact with staff members through surveys and feedback sessions to ensure they are happy and motivated to keep up their high-performance standards.
Separation is the last phase of the employee lifecycle. This is the point when a worker departs the company. In this phase, HR departments interact with employees by giving them the assistance they need to leave the company (Saks 2022). This is part of providing details on severance compensation, unemployment benefits, and other resources. To ensure that their time with the company was positive and to find any areas for development, HR departments can also speak with departing workers in exit interviews.
Making an environment where successful communication occurs is one method to engage staff. Managers must communicate openly and honestly with their teams and provide regular updates on how things are going (Kwon and Kim, 2020). Employees are given a chance to contribute and a sense of involvement in decision-making. Managers should also be open to hearing from and seriously considering employee feedback. This fosters respect and trust between the manager and their staff.
Rewarding and recognizing employees for a job well done is another strategy for engaging the workforce. To show appreciation for their hard work, managers should provide regular feedback and compliments to their staff members (Lee et al., 2020, p. 27). Small incentives like gift cards, bonuses, or verbal praise can accomplish this. Employee morale and motivation can both be boosted by rewards and recognition.
Employee engagement also involves empowerment, which is crucial. Managers should empower their staff to take the initiative and make decisions (Kwon and Kim, 2020). Employees are given a chance to improve their talents while feeling more invested in their work. Being an empowered leader also entails supporting staff members and giving them access to guidance and resources when needed (Albrech, 2011)
Employee engagement has become a popular subject in the business world. It measures how committed an employee is to the organization and their job. There are many different models of employee engagement, each with its unique approach and emphasis. One such model is the Zinger Employee Engagement Model. This model was developed by the University of South Florida and is based on the principles of positive psychology. The model emphasizes the importance of creating a positive work environment and offers a practical approach to employee engagement. This paper will discuss the Zinger Employee Engagement Model and how it can be implemented.
The Zinger employee engagement model is a comprehensive framework for creating a successful and productive workplace. It is based on the premise that employees should be treated as integral members of the organization and be provided with the tools to perform their job to the best of their ability. The model consists of four key elements: employee engagement initiatives, employee recognition, performance improvement, and workplace culture. 
Initiatives for enhancing employee motivation and job satisfaction include several actions. These could include team-building exercises, professional development courses, and employment chances. Employee appreciation is a crucial element of engagement since it makes workers feel valued and appreciated (Hussainy 2020, p. 43). Initiatives to improve performance aid in boosting employees’ productivity, knowledge, and abilities. Training regimens, one-on-one coaching, and performance evaluations are a few examples. Last but not least, a positive and influential company culture is crucial. It entails establishing a culture of trust, respect, and cooperation and having a set of values that all employees adhere to.
Before implementing the Zinger employee engagement model, firms must evaluate their current levels of engagement and pinpoint areas for development. The initiatives and actions indicated in the model should then be implemented as part of a strategy to raise employee engagement. Initiating performance improvement programs, recognizing employees, and developing a productive workplace culture should all be part of this (Osborne and Hammoud 2017, p. 4). To be sure that engagement programs have a positive impact, organizations should measure and monitor their impact.
Indeed, a large hotel’s success ultimately depends on its ability to keep its staff engaged throughout its employment lifecycle. The human resources department must give the essential tools and tactics to keep staff members motivated, engaged, and productive during their employment. This entails establishing strong connections between management and staff, setting clear expectations and communicating to them in a straightforward manner, paying competitive wages, and giving competitive benefits, all of which contribute to creating a supportive, happy work environment. A good employee engagement plan can also involve creating a culture of appreciation and acknowledgment and giving workers significant chances to participate in the company’s strategic goals. The Human Resources department may ensure workers are engaged at all project stages by concentrating on five crucial areas.
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