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It is said that employees are one of the most important assets of a company (Cohen, 2016). Employees are the one that shapes a company, provides services to the customers and gets the job done in order for the company to succeed. Which is why it is important to engage with the employees. Employee recruitment in a company is in hands of the Human resources department, and they are also in charge of training and developing the employees and firing them. Throughout the process, the human resources department is the one who should have the most encounter with the employees. It is their job, and their department is particularly meant for this (Gladka et al., 2022). The human resources department is also in charge of listening to various employee complaints and mitigating them. This heavily falls under management as well and there are several advantages of engaging employees. 
Employee engagement in theory looks like a very simple task, however, it is far from simple. As statistics have shown that all over the world employee engagement rate is extremely low, which is 21% and this sector of HR is in crisis. Employee engagement can bring various positive results, which is why this is an aspect of HR that the HR members need to take seriously and execute properly (Albrecht, 2013). HR needs to make sure that the employees are getting proper training, getting a comfortable workspace and a workforce etc. Without the help of HR, these fundamental resources for the employees will get cut short and employees won’t be able to perform properly. 
Employee engagement can include various things, for starters, better training for the employees. And HR is in charge of providing training, for a large hotel, HR needs to assign an existent hotel staff who is an expert in the job to train the new employees on how to do the job properly (Cohen, 2016). This will allow them to learn and reduce their mistakes for the first few days at work. HR needs to engage with new customers and make the workplace suitable for them to work. Apart from these duties, HR also needs to engage with managers and leaders to make sure they are comfortable in their job, as they will be leading the rest of the employees, it is important for them the understand the protocols and feel comfortable in their job (Gallagher, 2016). These are the roles that HR needs to take care of in order to ensure that the employees, new, old, and managers are getting a comfortable workplace and their concerns heard. 
There are several ways that managers or members of the HR team can engage with the employees during the employee life cycle, which is the cycle of their duration in a company, the first phase of the employee life cycle is the attraction phase, where the advertisement for the job is placed. Then comes, recruitment, onboarding, retention, development and separation, which is at the end. The first and very vital step is to get to know them. Managers need to be friendly and understand how the employees are (Gladka et al., 2022). Simple questions about the family of the employees will make them feel like they have importance in the company. Managers need to provide various digital and physical tools so that the employees can work properly falls under the onboarding phase of the life-cycle. Transparency is another key element of engagement. Letting the employees know about the company situation and asking them to participate in important company decisions is a very effective way of engaging and gaining their trust (Thompson & Swihart, 2022). Managers and leaders need to support their employees in any kind of tough situation and acknowledge their hard work. Managers also need to acknowledge good teamwork and encourage others to work in a team (Heslin, 2018). Another important part of employee engagement is to give proper feedback on their performance and create a workplace environment where everyone can voice their opinion and problems without any chances of repercussions falls under the retention phase of the life cycle. 
The advantages of employee engagement are limitless. Regular engagement with the employees makes them happy and they feel confident in their work and validated. That means they associate with the company more and more and work more for the benefit of the company (Marchington & Wilkinson, 2016). As employees become more efficient revenue increases, innovation level of the business increase with so many minds at work together. Engagement creates loyal staff and decreases rates of employee turnover. It also makes the employees work in such a way that they always choose the right path for the company. It also creates a positive image of the company in the public eye, the organisation becomes more desired by customers and talented people wanting to work there (Graen, 2015). 
The employee life cycle starts from the day of posting a job advertisement to attracting candidates and ends with separation (Shuck, 2019). Engagement is necessary for all the stages of an employee life cycle; this section will discuss the way engagement is done in all these stages. 
Attraction is the first stage of any job. The company have to post an advertisement that will attract the right employees. HR department needs to make sure that they present an attractive post and create an excellent organisation culture in front of the possible candidates (Thompson & Swihart, 2022). This will allow the candidates to believe that they are engaging properly, all information should be provided with contact information for further queries.
The second stage is Recruitment. This process is very time-consuming and sensitive. The HR department needs to handle this carefully. Interviews should be taken in a way that leaves a positive image on all the candidates that sit for the interview and not only the ones who got the job (Takahashi, 2015). This will create a positive image for the job and in future will create more demand for the company and increase their engagement. The one who gets selected will already have a positive for the company. 
After all the processes, finally comes onboarding, welcoming the new employee in a way that the employee feels comfortable is extremely important. Along with the welcome ceremony, the employees need to be trained. Providing the absolute tools for training and a trainer will make everything easier for the employee (Pelzeter, 2022). They will feel valued and would want to work more sincerely for the company, these are the ways to engage the employees during this stage. It is also important to provide the employees with a clear path to success and let them know how they can get there. 
Retention is one of the most important stages of the employee life cycle, all the good impressions of the previous stages will vanish if this stage is not handled properly. In order to retain employees who are talented, regular engagement is necessary (Horn, 2009). Promotions are another way of employee retention. Managers and leaders need to appraise the employee properly and communicate with them properly, by being transparent and providing them with regular performance measures, salary raises, promotions etc. to engage with them.
After retention the next stage is development. It is extremely important for the company to provide chances for growth for the employees. Growth and development help employees advance in their careers and feel more valued (Graen, 2015). Companies can provide several development options, giving promotions, a chance to work in a different branch abroad etc in order to engage with them. This will help the top employees make more contributions and eventually be helpful to the company. 
Separation is inevitable, it will happen either because of age or because of other factors. Employees would want to move because of personal reasons, or just to look for new alternatives. And companies need to respect that decision and send them off respectfully, which is a perfect way to show engagement even at the last moment with them. (Georgiades, 2015). This will also provide the company with better goodwill in front of the public. This will make a long-lasting impression on the employee. 
For a large hotel. There are numerous ways of engaging with employees. The HR department will be in charge of engaging with the managers to let them know daily goals and the position of the hotel. The managers will then deal with the employees accordingly (Friedman, 2012). The HR team needs to make sure to provide the necessary resources for the employees to do their job, and necessary resources for the managers to carry out daily activities. The managers now have the most important responsibility. The managers need to create a plan that works for everyone and provides daily activities for everyone (Armstrong & Taylor, 2020). At the end of the day, the manager needs to appraise them and congratulate those who have worked great and exceeded all expectations. Bonuses need to be present to motivate the employees to work harder. This way employee motivation and engagement can be achieved. 
The employee engagement model is a framework that is used by companies to work out the ways that the company can make the employees happy and safe in the workplace (Beugré, 2017). There are a number of models that a company can use, but for the hotel, the author thinks that the Zinger model is best suited. The Zinger model of employee engagement is a framework for understanding and improving employee engagement in the workplace. It was developed by an associate professor of organisational leadership and learning Dr Brad Shuck, at the University of Louisville (Kwon & Park, 2019). The idea of the model is based on that employee engagement is a multi-dimensional construct that includes cognitive, affective, and behavioural components. This model is implemented when the company notices that the employee and the managers don’t have any connection whatsoever. The cognitive component suggests an employee's understanding and knowledge of their job and the organisation. The affective component suggests an employee's emotions and attitudes towards the organisation and their job. The behavioural component suggests an employee's actions and behaviour in the workplace. The model gives top priority to creating a culture of engagement. This model is used to improve employee and manager relationships in the company, which would eventually lead to better performance. 
The leaders abiding by this model need to create an environment in the office workplace that enables employees to freely express themselves in a professional yet wholesome manner. The work environment needs to reflect the outer demeanour of the leaders and managers of the company (Thompsen, 2012). These leaders and managers need to set themselves up in such a way that will make them seem approachable but still authoritative to all the employees of the company workforce. From the initial process of recruiting people for the company to actually utilising them in the work field, engagement should be made the priority in every aspect of the company (Nel et al., 2014). Companies make use of the Zinger model by creating a nurturing and understanding environment. Leaders work on eliminating negative zingers such as lack of communication, and unhealthy power distances. Moreover, a company and its leaders can direct their managers to implement positive zingers such as regular training seminars, feedback sessions, and various helpful workshops (Bridger, 2022). There can also be further additions such as reward systems for employees that are dedicated and consistent. If used effectively, the model can identify negative zingers that can be addressed, while implementing positive zingers at the same time.

As it has been said numerous times in this essay employee engagement is an extremely important part of a company. The HR department is mostly in charge of doing this task. The HR department needs to make sure that new employees are comfortable enough and get the proper resources to start the job. The HR is also responsible for engaging with the managers to keep them up to date. There are several ways of engaging in a team. A team manager needs to get to know the employees and motivate them daily. This will help the employees want to work for the company and give their best to the company. This will eventually bring more revenue to the company. An employee lifecycle is related to employee engagement. The HR department needs to engage with an employee at every stage of their lifecycle. This will help with more employee retention, create an impression of the company and benefit them in the long run. Employee engagement models are appointed by companies, and the Zinger model is the one that can be used the most with hotels.
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