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[bookmark: _Toc128269025]Introduction
The department of human resources in any large hotel plays a crucial part in the process of keeping staff engaged during their whole time working there. HR must execute tactics to establish a pleasant work environment that motivates and inspires people to perform at their best, from the point of attraction all the way through to the point of separation. Employee engagement not only results in increased job happiness, but it also improves productivity, levels of customer service, and the likelihood of employees staying with the company (Sun and Bunchapattanasakd., 2019).
In this eassy, we are going to talk about the many stages of the employee lifecycle, as well as the ways that HR may use to engage employees at each stage. In addition to this, a model for employee engagement will be discussed, and examples drawn from the hospitality industry will be provided to exemplify successful engagement tactics.
[bookmark: _Toc128269026]Human Resource
HR manages an organization's personnel. HR recruits, hires, trains, develops, manages employee relations, and ensures compliance with labour laws (Snell and Morris., 2018).
HR's main goal is to create a workplace that promotes the company's goals and meets employee needs. This involves creating and executing HR policies and programs that address employee problems, promote fairness and equality, and create a pleasant workplace culture.
Successful HR management attracts and retains top people, fosters a great workplace culture, and boosts employee engagement and productivity. HR is essential to any company, regardless of size or industry.


[bookmark: _Toc128269027]The Role of Human Resources in Engaging the Employee
To create a healthy and effective work environment, HR must engage employees. HR implements initiatives to attract, retain, and develop personnel and support the organization's goals (Sharma and Tewari., 2018).
HR must ensure the company has a strong employee value proposition to engage employees (EVP). This involves highlighting the company's distinctive perks, such as professional development, work-life balance, and a favorable work culture (Green, 2005).
HR promotes open communication, training, and employee recognition to boost engagement. HR can increase employee engagement and job happiness by investing in and appreciating people (Fagley and Adler., 2012).
HR also develops and implements DEI workplace policies. HR can foster a culture of respect and inclusion that makes all employees feel appreciated.
HR's role in engaging employees is diverse and requires a comprehensive grasp of the organization's goals, culture, and employees' needs and expectations (McBain, 2007). HR can make employees feel appreciated, engaged, and devoted to the company's success by implementing effective methods and initiatives.
· [bookmark: _Toc128269028]To Engage and Advantages of Engaging a Team
· To foster an environment where all employees feel appreciated, inspired, and invested in the company's success, it's crucial to have everyone working together toward common goals. These are some efficient methods for team engagement and the benefits they bring about (McIntosh, 2011).
· [bookmark: _Toc128269029]Way to Engage a Team
· Communicate Openly and Regularly: Keep the lines of communication open and update everyone on a regular basis. You may help your staff feel more invested in the company and more aware of how their efforts contribute to its success by keeping them updated on company news, goals, and initiatives (Pain and Harwood., 2009).


Encourage Employee Input and Feedback: Motivate workers to share ideas, concerns, and feedback by showing them you recognize and respect their opinions. As an added bonus, it encourages team members to take responsibility for their work.
Recognize and Reward Employee Contributions: Acknowledge and praise employees' efforts Doing so can do wonders for morale and motivation in the workplace. Incentivization might come in the form of public praise, monetary rewards, or higher-level positions (Deeprose, D., 1994).
Provide Opportunities for Growth and Development: Making room for employees to learn and improve can increase their sense of ownership over their jobs and boost morale. Programs, chances, and resources for training and education are all part of this.
Foster a Positive Work Culture: Employees will be more invested in their work and their relationships with co-workers if their workplace fosters a culture that encourages collaboration, respect, and teamwork (Gibbs and Cooper., 2011).
[bookmark: _Toc128269030]The Advantages of Engaging a Team 
Increased Productivity: Productivity rises when workers are invested in their jobs and committed to doing their best work possible (Khan, 1993).
Improved Retention Rates: More employee loyalty means less time and money spent on hiring and retraining new staff members, which in turn improves retention rates (Sánchez-Fernández, et all., 2012).
Higher Job Satisfaction: Staff morale and productivity rises when workers have a positive outlook on their jobs and the company they work for.
Better Customer Service: Employees that are enthusiastic about their work are more likely to give outstanding customer service, which in turn boosts sales and satisfaction levels (Khan, et all., 2015).
Positive and productive work environments are good for people and the company as a whole, and both can be fostered through team engagement. Human resources may assist establish an environment where workers are inspired to contribute to the company's success because they know they are respected and appreciated.
[bookmark: _Toc128269031]The Employee Lifecycle
For a major hotel to be successful, staff engagement over the whole employee lifecycle is required. There are a variety of methods that the HR division can use to keep workers interested throughout their careers (Cattermole, 2019).
Attraction: The hotel's human resources staff can advertise the hotel's brand and culture via social media, career fairs, and online job ads in order to entice qualified applicants. In addition to providing desirable perks like health insurance and paid time off, they can also provide competitive salary.
Recruitment: During the recruitment phase, the hotel's HR staff can pique the interest of qualified candidates by outlining the hotel's core values and mission and outlining the specifics of the position, including the duties and responsibilities involved, as well as the possibility for advancement. Companies can also employ strategies like blind resumes and organized interviews that put a premium on diversity and inclusion when hiring new staff.
On boarding: During the on boarding phase, a company's human resources team can win over new workers by providing them with a warm welcome, extensive training opportunities, and even a mentorship program. They can also promote open communication by inviting new hires to take part in brainstorming sessions, provide feedback, and join in on team-building exercises.
Development: Human resources can keep their employees interested in their growth by offering programs like leadership training, job shadowing, and cross-functional education. In addition, they may assist workers succeed by encouraging them to develop a plan for their professional development and offering guidance and feedback along the way.
Retention: Work-life balance initiatives, including as flexible work schedules, wellness programs, and employee recognition and incentive systems, can help the human resources department engage and retain employees. Promotions and other forms of professional development including job rotations are also a possibility.
Separation: Before an employee officially leaves their position, the hotel's HR team can conduct departure interviews to get their candid comments and suggestions on how to enhance the employee experience. In addition, they can offer assistance and tools to aid in the job seeker's transition to the next position.
The "Engage for Success" concept is a successful staff engagement strategy that may be used in a large hotel. This model stresses the significance of instilling a shared sense of meaning and values, fostering strong interpersonal connections, encouraging employees to grow professionally, and appreciating and rewarding those who go above and beyond.
[bookmark: _Toc128269032]Examples from the Industry of How I Could Engage My Team
Here are some examples of how I could engage my team
Team-Building Activities: The use of team-building exercises has been shown to increase productivity and morale in the workplace. Community service programs, team sports tournaments, and in-house team-building workshops are all viable options for the hospitality business (Dyer Jr, 2015).
Employee Feedback: Employees are more likely to feel appreciated and involved in their work if they are given opportunities to provide feedback and participate in decision-making. With tools like surveys, suggestion boxes, and routine staff meetings, HR may learn valuable information on how to improve communication and engagement inside the organization. They can also provide workers a voice in matters that affect their day-to-day work and professional growth.
Employee Recognition and Rewards: An excellent method of motivating and engaging employees is to recognize and thank them for their efforts. A bonus, a promotion, or any other type of acknowledgment for exceptional performance can be instituted by the human resources department (Brun and Dugas., 2008).

Career Development Opportunities: Giving employees with avenues for professional growth and advancement might make them feel more invested in the success of the company as a whole. The HR division may facilitate professional development through a variety of training courses, mentorship relationships, and career guidance materials (O'Leary and Deegan., 2005).
Wellness Programs: By encouraging a balanced lifestyle outside of work, wellness initiatives can boost morale and productivity in the workplace. The HR division can organize activities like yoga and Pilates courses, provide information on caring for one's mental health, and stock the kitchen with nutritious snacks.
Communication and Transparency: Open and honest lines of communication with staff members are essential for fostering a culture of trust and motivation. Human resources can keep workers apprised of corporate happenings and projects, as well as offer forums for suggestions and inquiries.
The human resources department of a large hotel industry may increase employee satisfaction, retention, and productivity by applying these tactics to increase team engagement over the employee lifecycle.
[bookmark: _Toc128269033]An Employee Engagement Model
The purpose of an employee engagement model is to provide a framework for assessing and enhancing an organization's ability to keep and motivate its workforce. The Gallup Q12 engagement model is one such framework; it's based on 12 factors that contribute to a highly engaged workforce (Neufeld, et all., 2006). A few examples of these components are:
· In work, I have a firm grasp on what is required of me.
· I have everything I need to accomplish a good job.
· Every day at work, I get to focus on what I like most.
· I have been recognised or praised for my efforts over the last week.
· I feel that my boss or another coworker really values me as a person.
· I have a coworker who is supportive of my professional growth.
· I feel like my input is valued here at work.
· The company's stated goals and aims give me a sense of fulfilment in my work.
· Everyone here is dedicated to performing a good job.
· My best pal is also one of my coworkers.
· Someone at work has remarked on my development during the last six months.
· I have had a lot of chances to develop professionally during the last year.



[bookmark: _Toc128269034]To Implement the Gallup Q12 Engagement Model
Many measures can be done to bring the Gallup Q12 engagement model into a hotel:
Conduct an employee engagement survey: First, we should survey our staff to find out how invested they are in the success of the hotel. The Gallup Q12 model's 12 components are a good starting point for this sort of poll.
Analyze the Survey Results: Once the survey is complete, the data should be reviewed to determine the hotel's strong points and areas for improvement (Chambers,et all., 2003).
Develop an Action Plan: The HR division should create a strategy based on the survey results to improve the weak spots identified. Methods and programs designed to boost morale and productivity in the workplace should be outlined in the action plan.
Communicate the Results and Action Plan: The hotel staff should be made aware of both the survey results and the subsequent action plan. The hotel's staff should be made aware of the hotel's successes and opportunities for growth, as well as the particular plans for increasing employee involvement (da Costa, 2008).
Implement the Action Plan: The human resources department should put into action the steps outlined in the action plan to boost employee morale and productivity. Training and development programs, reward and recognition systems, group bonding exercises, and health and wellness efforts all fall under this category.
Monitor and Evaluate Progress: The success of these programs in raising levels of employee engagement can be gauged by keeping a close eye on their development and performing periodic evaluations. To make sure the initiatives are productive, it's important to make adjustments as needed (Patrnchak, 2016).
The hotel's human resources department can boost employee engagement by deploying the Gallup Q12 engagement model and doing these other measures.
[bookmark: _Toc128269035]Conclusion
The profitability of a major hotel depends on the level of employee engagement, and the human resources department plays a pivotal role in this regard. Employee happiness, motivation, and loyalty can be increased if the human resources department follows the employee lifecycle stages of attraction, recruiting, on boarding, development, retention, and separation. The best hotels in the business have incorporated a wide range of employee engagement tactics, from formalized mentoring programs to ramified recognition and rewards systems to health and wellness programs and advancement chances (Markos and Sridevi., 2010). More employee happiness, lower turnover, and better financial outcomes are all possible when hotels implement an employee engagement strategy designed to meet the unique needs of their staff.
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