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Employee engagement transcends beyond mere work happiness and drive. It might be interpreted as a mixture of dedication to the company and its principles and a readiness to support employees (Information on employee engagement, 2023).
On all levels, HR has a crucial duty to play in encouraging employee engagement. Although there are particular employee engagement responsibilities and activities, everyone in HR should consider employee. There are many options for solutions, including satisfying work, outstanding managers, professional opportunities, education, competitive compensation and benefits, and consistency with organisational objectives. Essentially, companies need to get all the HR principles correctly if they want to attain a high level of employee engagement (Mayne, 2017).
The best supervisors and teammates, the use of the appropriate talents, the proper employment for them, and the perception that their professions are progressing at all characteristics of employee engagement. HR must have a comprehensive understanding of the employer-employee agreement to ensure effective employee engagement. Moreover, HR is responsible for ensuring that workers have the necessary abilities, resources, and working conditions to do their tasks as effectively as possible. Additionally, HR must continue investing in employee development to preserve engagement high, ensure that individuals have a realistic route for job advancement. Therefore, employees who are motivated are aware of their duties. Both social and professional goals are something they are working for (Mayne, 2017).
Undoubtedly, feeling involved benefits employees. The majority of interpretations of engagement refer to workers who are more driven, satisfied, and in better physical and mental health. Studies has frequently proven that improved performance is correlated with engagement indicators for organisations and that employee engagement demonstrates beneficial correlations between elements of job satisfaction and other business measures, such as client happiness, performance, development, employee retention, profitability, and effectiveness in terms of health and safety (Employee engagement & motivation: Factsheets, 2023).
Employee engagement and performance influence one another in a somewhat reciprocal manner. Therefore, improved performance will result from more engaged employees, but higher performance will also increase employee engagement (Employee engagement & motivation: Factsheets, 2023).
The existing labour deficit in the hospitality sector is well known to everyone. Hence, it is critical to maintain employee motivation so that they become and remain eager to stick within the business (Trépanier, 2022).
Never forget that supervisors set an example for all staff, regardless upon whether they agree with it or not. The hotel staff continuously follows them and imitates their behaviour; therefore, the business must take advantage of this. Every chance they get, the supervisors should provide the hotel employees with both encouraging and helpful feedback. Furthermore, they must be friendly and accessible so that the staff has a chance to ask questions of them. Consequently, having mentors for employees will encourage the team leaders to become role models as well (Trépanier, 2022).
When hotel organisations evaluate their personnel, they must bear in mind that operations can be enhanced as well, and it is critical that the managers and senior leadership team maintain their composure. Thus, the firm may benefit as much as the employees do from allowing members of staff to voice their ideas. An anonymous online survey is the ideal technique to get feedback from staff members because it protects their privacy. Hardly anything can be more annoying than holding back an unbiased appraisal out of concern for the supervisor's reaction. Therefore, businesses that allow employees to freely express their opinions whilst demonstrating to them that their opinions count and that company values their wellbeing by allowing them to provide constructive criticism will keep the employees motivated (Trépanier, 2022).
Paying employees, a reasonable and equitable wage is essential if the company wants to keep them on board. Additionally, organisations might think about upping an employee's pay if they notice that they are extremely dedicated or possess a considerable amount of experience. Their drive-in addition to their sense of self-worth will be directly impacted by this. The companies will notice the return on investment very quickly if they continue engaging in this type of rewarding activity and behaviour. However, paying salaries does not represent the only way to support hotel workers. Large hotels may provide their staff with insurance coverage, reimbursement for travel expenses, or even health clubs memberships. This will demonstrate the company's concern for them. Moreover, other method to recognize employees and reinvest in them is to provide them the chance to take part in frequent trainings where they can acquire new knowledge or refresh their existing ones. Additionally, the employees' career development and future professional ambitions could also be addressed in informal sessions. The company will then be capable of determining what it can do to assist the staff in achieving their objectives. If the hotel company does not give its personnel the chance to grow and develop, they will look for employment elsewhere where they can do so. Businesses give their employees an incentive to stick around by investing in them (Trépanier, 2022).
An HR model called the employee life cycle (ELC) keeps track of a worker's full path through a company. It starts the minute a prospective employee learns about the company's reputation and continues right up to their final day of employment. The ELC examines a number of factors in addition to attraction and offboarding, including recruiting and onboarding, attrition, career progression, and the whole development of employees throughout their employment with the organisation (Curnock & Bouali, 2022).
Since April 2021, more than 19 million US professionals have left their jobs, and increasing. This record-breaking rate of job loss is causing disruptions across all industries. Due to the fact that most businesses don not fully comprehend the root causes of their personnel' resignations, they are having difficulty addressing the issue and will certainly remain to do so. Several more businesses rush to short-term solutions that don not work instead of taking the necessary time to research the real reasons behind attrition. For instance, they increase wages or economic advantages like bonuses without trying to make any attempt to improve the interpersonal relationships that employees have with their work colleagues and hiring managers. Thus, staff members detect a trade instead of just feeling appreciated. Their genuine necessities are not being satisfied, as this transactional partnership serves as a reminder (Smet et al., 2022).
Employees aspire for involvement in the human element of their jobs. Many workers are in distress and are exhausted. Workers seek a refreshed and updated feeling of professional goal. They desire to interact socially and personally with their superiors and peers. They seek a sense of community. They do want always money, advantages, and privileges, but they also want to feel appreciated by their employers and leaders. They prefer meaningful relationships over simple transactions; however, these may not always take place in person (Smet et al., 2022).
Company executives put their very enterprises at stake by failing to comprehend what their workforce are eluding and what they may be drawn to. Additionally, some workers are consciously deciding to completely leave conventional approaches of full-time employment since many companies are handling the circumstance in a similar manner, having failed to engage in a more fulfilling employee satisfaction and not meeting new requirements for employment independence and flexibility (Smet et al., 2022).
The model's phase of employee attraction is crucial since applicants will determine at this point whether they connect to them as prospective employers or not. Business are less likely to draw the ideal people to assist them in growing into a profitable company if they do not make a strong initial impression (Curnock & Bouali, 2022).
Focusing on developing the brand and reputation from an HR perspective is the greatest strategy to enhance this early stage of the employee life cycle. The brand will gain a wonderful recognition if it has an inclusive environment that promotes employee advancement and creativity (Curnock & Bouali, 2022).
During the recruiting process, employers would have to be precise about the skills and competencies they are seeking to ensure that no one wastes their time, incorporate their existing workers, motivate them to refer possible employees and express opinions on the capabilities new team members could perhaps possess, ask supervisors to sit in on interview sessions, and offer excellent advantages and compensation to keep the organization ahead of the competition as an employer and assist interviewers attract talented employees (Curnock & Bouali, 2022). 
The primary goal of the onboarding stage is to assist new hires in understanding and incorporating into the corporate culture. Throughout this phase, companies must ensure that most information is communicated so that new employees comprehend the strategic mission, beliefs, and principles. They also would like them to comprehend their role in the organization's development (Curnock & Bouali, 2022).
A reward system and recognition programme is the most effective way to retain staff members. Companies must also ensure that they create a positive and encouraging culture to encourage employee engagement and performance, such as concentrating on building connections with employees, creating a climate of respect and openness, encouraging open channels of communication between all co-workers, and soliciting feedback from staff and measuring team morale on a regular basis (Curnock & Bouali, 2022).
Separation, commonly referred to as the offboarding step, is the last phase of the employee life cycle. Whenever an employee resigns, this follows. This can be the result of retirement, a change in jobs, or internal factors. Furthermore, it includes any workers the company dismisses. Regardless of the reasons for quitting, it is critical to make this last stage enjoyable. In addition to everything else, it affects the other staff members when a member of the team departs (Curnock & Bouali, 2022).
Businesses will seek to assist their staff in improving their abilities throughout the ELC development phase so they can perform better in their professions. In order to prevent people from being persuaded to look for work elsewhere, employers would also like them to believe as though they have a clearly defined career path. Other tactics encompass having periodic contact with staff to talk about their objectives, stimulating career growth in all teams, evaluating the knowledge and abilities of every employee, offering frequent education opportunities, empowering outside learning, rewarding workers who gain knowledge on their time off, having managers work exclusively with staff to assist them optimise the aspects that need more development, and motivating the team members to work together (Curnock & Bouali, 2022).
In the United States, the number of people employed in the lodging and food service industry was 15.7 million in 2021, increasing from 14.87 million the preceding year. The predicted number of workers in this industry in 2022 was 17 million (Accommodation & Food Services Sector Employee count US 2022, 2022).
Marriott International, Inc., a global hotel chain, hired about 120,000 workers in 2021. From 2007 to 2015, this number varied from 120 to 150 thousand and peaked in 2016, when more than 226,000 employees worked for Marriott International, Inc. There was a significant decrease in employment of approximately 50,000 between 2016 and 2017 (Statista Research Department, 2022).
Several academic studies have evaluated the significance of employee engagement in the hospitality industry. With a survey of 114 hospitality service organizations, such as hotel front-office and diners, Salanova et al. (2005) tested the mediating role of customer satisfaction between corporate assets and resources and employee engagement in relation to the mediating function of work interaction between organisational resources. According to the findings, organizational factors and job involvement anticipated service climate, and organisational climate controlled that connection (Kang, Hee Jung, 2014).
The effect of personal and professional capabilities on work engagement among complete front desk hotel employees was examined by Karatepe and Olugbade (2009). The results revealed that innate competition outperformed consciousness in predicting three aspects of work commitment. Slatten and Mehmetoglu (2011) investigated the variables affecting front hospitality employees' motivation. The findings showed that employee engagement had a considerable impact on job independence, strategy attentiveness, and career advantage, and that it was directly associated to organizational innovation (Kang, Hee Jung, 2014).
The intergenerational impacts of work engagement amongst American hotel employees were assessed by Park and Gursoy (2012). Their research showed that the employees' generational participation greatly affected the work engagement level. The impacts of work engagement on the desire to leave the company were also attenuated by generational variations. Barnes and Collier (2013) looked at how front desk personnel performed in service environments with high and low levels of client contact in terms of service climate, work performance, affective organizational commitment, job involvement, organizational tenure, and resilience. The latest results showed that work engagement was positively correlated with customer satisfaction, career satisfaction, and affective organizational commitment. Work involvement of the employee also affected career dedication and flexibility (Kang, Hee Jung, 2014).
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The role of HR in engaging employees has been outlined in the first part of this study. Furthermore, methods to engage and employee engagement advantages have been shown. Additionally, the next section of the essay discussed examples of how to engage a team. Lastly, an employee engagement model has been applied and examples of the hospitality industry have been presented in the final part of the essay.
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