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The human resource department of a large hotel plays an integral role in the success of the business (Cheng and Hackett, 2021). It is responsible for ensuring that the hotel is staffed with the right people, and that those employees are engaged and motivated throughout their entire employee lifecycle. Engagement of employees throughout an employee lifecycle is essential for maintaining a positive work environment and ensuring that the hotel is able to meet its goals and objectives. This essay will highlight the importance of the process for recruiting and hiring the right people, providing meaningful training and development opportunities, as well as creating a workplace culture of recognition and reward initiatives. As well as discussing about how to ensure employees remain engaged and motivated throughout their entire employment lifecycle. It will also look at how large hotels adopt and implement key strategies which can help the human resource management of how to retain and ensure their employees are positively engaged and motivated, to meet the hotels goals and objectives. Furthermore, this essay focuses on the human resource management strategies for a team engagement and strategically how it can impact overall of an employee’s engagement lifecycle. 
In major hotels, human resources (HR) are crucial to motivating personnel. HR is responsible for creating a workplace environment that encourages their employees to be productive, motivated, and engaged throughout their work (Iles, Chuai and Preece, 2010). This is accomplished via a range of tactics used, including delivering competitive pay, providing opportunity for training and growth, and fostering a culture of appreciation and acknowledgment. Engaged workers, according to research, are more productive, more likely to remain with their employer, and also have higher job satisfaction (Megha, 2016). In the hospitality industry, employee engagement is crucial, as customer satisfaction is directly linked to the quality of service provided by hotel staffs. According to an investigation, nearly 80% of guests said that the quality of service was the most important factor in their decision to stay at a hotel (Ali et al. 2021). HR can also use data and analytics to measure employee’s engagement and identify areas for improvement. For example, HR can track employee turnover rates, absenteeism, and employee feedback to gain an insight into how employees are feeling about their work (Brewster, Brookes and Gollan, 2015). HR can use surveys and focus groups to get a better understanding of employee sentiment and identify areas for improvement. HR can also use rewards and recognition programs to motivate and engage with employees. Employees can be rewarded for achieving particular goals and be recognised for their hard work through recognition programs (Perkins and Jones, 2020). This could contribute to the development of a workplace culture of gratitude and acknowledgment, which can enhance an employee’s engagement. Overall, HR plays a vital role in engaging employees in large hotels. By providing competitive wages, offering training and development opportunities, and using data and analytics to measure employee engagement. 
HR may establish a setting that promotes employees' productivity, motivation, and involvement in their work (Kalogiannidis, 2021). This can then result in greater client happiness and enhanced business performance. One way to engage a team in large hotels is through employee recognition. Recognising employees for their hard work and dedication can help to motivate them and increase their engagement. This can be done through rewards such as bonuses, promotions, or awards, providing employees with regular feedback and opportunities to discuss their performance can help to increase engagement. Team building exercises are another approach to engage with a team of employees at large hotels. Team-building exercises can promote effective cooperation, communication and interactions amongst employees and their colleagues. 
These activities can include group outings, team sports, or group projects. Providing professional training and development opportunities for employees can help them advance their knowledge and abilities, which can raise their job satisfaction and engagement (Karim, Choudhury, and Latif, 2019). There are many benefits to using a team while working in large hotels. Study by the Society for Human Resource Management found that motivated workers are likely to be more productive and content with their jobs. Additionally, an engaged team of motivated employees are more likely to remain with the company providing excellent customer service can lead to increased profitability for hotels. Companies with more comitted employees are 21% more lucrative than those with low engagement, according to a Gallup survey (Gallup, 2022). Businesses with highly engaged staff enjoy higher customer satisfaction scores, which results in higher sales and income. Engaging with a large team of employees can enhance their performance at workplace by fostering a positive work environment (Budrienė and Diskienė, 2020). 
Attraction – Large hotels focuses on creating a positive employer brand that will attract potential employees. This can be done by highlighting the hotel’s mission and values, as well as the benefits of working there. Additionally, hotels can use social media to showcase their workplace culture and highlight employee stories. According to a survey by Glassdoor, 79% of job seekers said that a positive employer brand is important when considering a job (Glassdoor, 2023). Furthermore, hotels can use referral programs to incentivise current employees to refer their friends and family for open positions. Hyatt and The Ritz hotels have different employee attraction strategies. Hyatt focuses on offering competitive salaries and benefits, while The Ritz focuses on offering a unique and meaningful work experience. Hyatt is known for its comprehensive training and development programmes, while The Ritz emphasises its reputation as a world-class brand and its commitment to excellence. Both hotels strive to attract top talent to their organisations.
Recruitment - Hotels should create a recruitment process that is efficient and effective. This can be done by utilising an applicant tracking systems to streamline the process and ensure that all applicants are considered. Hotels focus on creating a diverse workforce by actively recruiting from a range of sources, similarly to job fairs, online job boards, and diversity-focused organisations. Hotels should also consider using video interviews to assess candidates quickly and efficiently. The Society for HRM found that 73% of businesses use video interviews to find new employees. (SHRM, 2015). The Hyatt and The Ritz use different strategies for employee recruitment. Hayatt focuses on adopting a culture of diversity and inclusion, utilising referral programs, and leveraging social media for outreach. The Ritz, on the other hand, emphasises creating a positive employee experience, offering competitive benefits and salaries, and making use of recruitment websites and job fairs.
Onboarding -Large hotels should create an effective onboarding process that will help new employees adapt to the hotel’s work culture and values. This can be done by providing new employees with a comprehensive orientation program that includes an introduction to the hotel’s mission and values, as well as other benefits of working there. Hotels should provide new employees with a mentor or buddy who can provide guidance and support. A survey based by the Society for HRM, shows 78% of organisations uses mentoring programs to onboard new employees (SHRM, 2022). Hyatt and The Ritz hotels have similar employee onboarding strategies which include orientation, training and development, and onboarding feedback. Hyatt emphasises on creating a positive and enjoyable experience for new hires whilst The Ritz focuses on offering comprehensive training and progress to ensure employees are prepared with right expertise to excel in their roles. Both companies also provide on-the-job support to ensure employees are comfortable in their roles and understand their responsibilities.
Development - Hotels should focus on providing employees with opportunities for professional development. This can be done by offering employees wide access to training and development programs, such as seminars, workshops, and webinars. Large hotels also offers employees the opportunity to pursue higher education, such as a degree or certification. Hotels could provide employees with the opportunity to participate in job rotations and cross-training programs to gain new skills and knowledge. Hyatt and The Ritz hotel offer similar employee development strategies, focusing on providing employees with opportunities for career growth and development, such as training programs and career development initiatives. Hyatt emphasises employee’s wellbeing by offering health and well-being programs, while The Ritz Hotel gives attention on professional growth, providing its employees with access to a range of learning and development opportunities.
Retention – in large hotels it focuses on creating an environment that is conducive to employee retention. It can be done by providing employees with competitive salaries and benefits, as well as opportunities for career advancement. Creating a positive workplace culture for employee recognition and rewarding employees for their hard work can increase engagement from HRM. Building a work environment of trust and respect enhances engagement for employees with open and honest feedback. Based on a survey by the Society for HRM, shows 89% of organizations are offering competitive salaries and benefits to retain employees (SHRM, 2022). Hyatt and The Ritz both focus on employee retention strategies that prioritise employee satisfaction, development, and recognition. Hyatt offers competitive salaries, comprehensive benefits, and wellness programs. The Ritz provides tuition reimbursement, employee recognition awards, and flexible work schedules. Both organisations strive to create a positive and supportive work environment that encourages and rewards their employees for their hard work.
Separation - a separation process that is respectful and dignified. This can be done by providing departing employees with a comprehensive leave interview to gain employee’s feedback on their experience. Additionally, hotels may provide departing employees with a severance package that includes compensation and benefits. Hotels should also provide departing employees with a reference letter that can be used for future job opportunities. The Hyatt and The Ritz employ different strategies when it comes to employee separation. The Hyatt typically uses a performance-based approach that looks at an employee's job performance and skills to determine if they should be let go. The Ritz on the other hand, relies more heavily on a seniority-based approach, where employees with longer service are more likely to be retained.
The Zinger model of employee engagement is an essential tool for leaders and managers in the hospitality industry. Following the 10 essential actions outlined in the model, leaders and managers can create an environment where employees are engaged, motivated, and productive (Hussainy, 2020). The first step in the Zinger model is to enhance well-being (Nasution and Absah, 2019). In a hospitality industry, this means creating a secure and respectful environment for employees. It encompasses delivering sufficient training and resources, assuring employees have the essential expertise to do their job successfully in a safe and comfortable work environment. The second step is to enliven energy, to find any obstacles that may drain employee’s energy. Managers and leaders should keep an eye on energy levels and search for patterns in an employee. This could include providing employees with regular breaks, offering flexible work schedules, and providing opportunities for employees to socialise and connect with their colleagues. The third step is to make it meaning for employees. Managers and leaders should help their employees understand why they are here work in order to keep them motivated. This could include providing employees with a clear mission and vision, setting achievable goals, and providing feedback and recognition for a job well done. The fourth step is to leverage strengths.  Managers and leaders should produce an environment where employees can exercise and grow in their advntage. This could include providing employees with opportunities to develop their skills, offering mentorship programs, and providing employees with the resources they require to prosper (Hussainy, 2019). The fifth step is to build relationships. Managers and leaders should adopt a work culture of collaboration and teamwork. This could include providing team-building activities, encouraging employees to socialise, creating an environment where employees feel comfortable and supported. The sixth step is to award recognition. To maintain strong employee engagement, managers and leaders build an environment where both staff members and management offer creative suggestions for employee recognition (Masri and Abubakr, 2019). This could include providing rewards and incentives for a job well done, recognition for employee’s contributions, also providing with opportunities to share their success stories. The seventh step is to master moments. Managers and leaders can use daily interactions with employees to increase connection, give solicit input, and understand challenges. This could include giving employees frequent evaluations, offering employees the chance to give their own input on decisions, and creating an environment where employees feel heard and valued (Marczak and Yawson, 2021). The eighth step is to maximise employee’s performance. Managers and leaders could provide their employees with an achievable goal and clear reasoning behind each objective (Abhishek, 2023).  The ninth step is to mark progress. Managers and leaders can create a system for tracking and communicating employee’s progress with regular updates on their progress. Providing employees with opportunities to share their successes with the HR for better organisational culture. The tenth and final step is to achieve results. Managers and leaders should create a work environment where employees are thoroughly engaged, motivated, and are productive. It may include providing employees with clearer expectations, offer rewards and incentives for a job well done (Kumari, Barkat Ali and Abbas, 2021). By following the 10 essential actions outlined in the Zinger model of employee engagement, managers and leaders in the hospitality industry can maintain a work environment with engaged employees. This will lead to increased job satisfaction, improved performances, and better results for the organisation.
Throughout an employee’s lifecycle, HRM of a big hotel needs to use a range of engagement techniques. These techniques should consist of recruitment and onboarding procedures that are customised for the hotel's requirements, as well as opportunities for ongoing training and development, performance monitoring systems, and reward and recognition programs. By taking all the above 10 steps into consideration, the HRM can ensure that new or current employees are constantly involved and encouraged right through their duration working with the hotel, guiding to be productive and pleased of their work. In conclusion, the HRM of a bigger hotel must appoint a variety plan of actions to engage with their employees throughout an employee lifecycle, beneficial to build an optimistic and effective work environment that leads to profitability for the hotel business.
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