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Employee engagement is a vital aspect of any organisation. The term "employee engagement" is used to describe a worker's enthusiasm for their job and their company. Staff members that are invested in the success of the company are more likely to go above and beyond to meet set objectives. They also tend to have lower absenteeism and turnover rates, which ultimately leads to increased organisational performance (Adnjani and Prianti, 2023).The human resource (HR) department plays a critical role in engaging employees throughout the employee life cycle within a large hotel. The HR department ensures that the recruitment and selection process is fair, transparent, and inclusive(Banfield, Kay and Royles, 2018). This includes creating job descriptions that accurately reflect the duties and requirements of the position, and actively seeking out a diverse pool of candidates. Additionally, the department conducts thorough background and reference checks to ensure that the most suitable candidates are selected for the job(Adnjani and Prianti, 2023). Moreover, it designs and implements an effective onboarding and orientation program to ensure that new employees feel welcomed, informed, and supported. Training for new employees consists of familiarising them with the hotel's regulations and processes, introducing them to their coworkers, and teaching them the particular skills and information they will need to do their jobs(Suherman et al., 2023). It is possible to describe the life cycle of employees by contextualising various human resource strategies. Moreover, it will provide real industry examples of the hospitality industry to explain how employees are engaged by the HR team throughout their lifecycles. Furthermore, the essay will decode an employee engagement model and discuss how it can be implemented.
To begin with, the role of Human Resources (HR) is vital in engaging employees. It develops and implements strategies and programs that create a positive and supportive work environment, promote employee satisfaction and retention, and align employee goals with those of the organisation. This includes recruiting and onboarding new employees, providing opportunities for professional development, fostering effective communication and collaboration, and addressing any concerns or issues that may arise(Armstrong and Taylor, 2020). Human resources also plays an important part in building a strong business culture by instituting programmes like employee appreciation and encouraging cohesion among workers. By engaging employees throughout their time with the company, HR helps to create a more productive, motivated and satisfied workforce, which can ultimately benefit the overall success of the organisation(Boxall and Purcell, 2022).Besides this, the HR department also develops and implements training and development programs that are tailored to the needs of the employees. This includes providing both job-specific and soft-skills training, as well as opportunities for career advancement. To put it in another way, the HR department provides employees with access to mentoring and coaching programs to support their growth and development (Rusliansyah, Hidayati, and Amalia, 2023). For instance, in hospitality industry, hotels like the Premier Inn and Marriott hotel chains, manage their employee cycle through the use of various channels to attract and identify potential candidates, such as job portals, employee referrals, and social media. Both hotels offer training programs and opportunities for employees to develop their skills and knowledge, in order to enhance their performance and advance their careers. Hotel premier inn have programs in place to reward and recognise employees for their contributions and achievements(Aprilioni, 2017). Overall, both Premier Inn and Marriott aim to create a supportive and engaging workplace that helps employees to reach their full potential, and to deliver exceptional customer service(Ncube and Jerie, 2012).
Engaging a team is the process of motivating and inspiring team members to actively participate in the success of the organisation. There are various ways through which employees are engaged in overall performance of the organisation. Firstly, by clearly communicating the team's goals, roles, and expectations to ensure that everyone is on the same pageis one of the methods (Suherman et al., 2023). Moreover, giving team members autonomy and allowing them to take ownership of their work. This helps to increase their sense of responsibility and engagement(Kavyashree et al., 2023).Furthermore, recognising and appreciating team members for their hard work and contributions is crucial to motivate employees. This helps to foster a positive and supportive work environment(Elrehail et al., 2019). Also providing opportunities for team members to learn and grow, both in their current roles and for their future career aspirations. Lastly, creating a culture of inclusion and diversity, where every team member feels valued and respected is essential to engage employees(Gallardo-Gallardo, Thunnissen and Scullion, 2020). Moreover, there are a number of benefits to utilising a team. It increases productivity and job satisfaction, in addition to enabling better decision making and problem solving abilities. It creates greater creativity and innovation. Improved communication and collaboration. Apart from that, it ensures higher employee retention and lower turnover. It puts a positive impact on customer service and overall organisational performance and improved employee engagement, employee morale, and motivation. By engaging team members, organisations can create a more productive, motivated, and satisfied workforce, which can ultimately benefit the overall success of the organisation.
Hotels, like any other organisation, go through different stages in the employee life cycle. Which includes attraction, recruitment, onboarding, training and development, performance management, retention, and separation. The following is a brief overview of what certain hotels do during each stage of the employee life cycle(Kumar and Raghavendran, 2015). Attraction is the initial stage of the employee lifecycle where the company focuses on attracting potential candidates through various marketing and recruitment efforts. Attraction is the initial stage of the employee lifecycle where the company focuses on attracting potential candidates through various marketing and recruitment efforts(Shuck et al., 2014). The goal of attraction is to identify and attract the best talent for the organisation and to create a positive image of the company as an employer of choice. The recruitmentstage involves identifying the right candidates, screening them and selecting the best fit for the organisation(Kumar and Raghavendran, 2015). In order to find and hire qualified staff, hotels often use a mix of online job boards, word-of-mouth, and outside agencies. They may also use social media and networking platforms to reach a wider pool of candidates. Additionally, hotels may conduct initial screenings, background checks, and interviews to ensure that they are hiring the most qualified and suitable candidates for the job. Thirdly, onboarding Once a candidate is hired, hotels typically have an onboarding process in place to help new employees acclimate to the organisation(Lee, Hameduddin and Lee, 2023). This may include orientation sessions, introductions to other employees, and training on policies and procedures. Additionally, hotels may provide new employees with information about benefits, company culture, and performance expectations.Hotels invest in the development of their employees, providing them with the necessary training, skills, and knowledge to perform their job effectively. This includes a range of training programs such as safety, customer service, and job-specific skills(Kumar and Raghavendran, 2015). Hotels also provide opportunities for employees to advance their careers, through management training and leadership development programs.Hotels have performance management systems in place to evaluate the performance of their employees and to identify areas for improvement. This includes setting performance goals, providing regular feedback, and conducting performance evaluations. Additionally, hotels may offer incentives and rewards for employees who exceed performance expectations(Young et al., 2016). Lastly, separation. When an employee leaves a hotel, the organisation conducts an exit interview to gather feedback on the employee's experience and to identify any areas that need improvement. The organisation also takes care of the formalities related to the employee's exit, such as returning company property, processing the final payroll, and providing any necessary references(Boella and Goss-Turner, 2013). Hotels have different processes in place to manage their employees throughout the employee life cycle. These processes are designed to attract and retain the best talent, provide opportunities for growth and development, and to ensure that employees are performing to the best of their abilities(Kowalski and Loretto, 2017).
It is generally agreed that the most essential component of a hotel is its staff. A good method to get people invested in a project is to make sure they know what's expected of them. This can be done through regular team meetings where the team leader can review progress and provide updates on any changes or new developments within the organisation(Friedman, 2011). This helps to ensure that everyone is on the same page and working towards a common goal. Additionally, providing team members with regular feedback and recognition for their hard work and contributions is crucial for fostering a positive and supportive work environment(Torrington et al., 2020). This can be done through verbal and written recognition, as well as through formal recognition programs such as employee of the month. Giving team members responsibility and independence is another method to get people invested in the project at hand(Shuck et al., 2014). This can be done by giving them more control over their work schedule, delegating tasks and responsibilities, and giving them the freedom to come up with new ideas and solutions. This will help to increase their sense of responsibility and engagement, as they will feel more invested in their work(Jackson, 2015). Providing opportunities for professional development is also essential for engaging a team. This can be done through training programs, mentoring, and coaching. By investing in the professional development of team members, organisations can help them to develop the skills and knowledge they need to perform their jobs effectively and to grow in their careers(Ncube and Jerie, 2012). Finally, creating a culture of inclusion and diversity is essential for engaging a team. This can be done by promoting diversity and inclusion throughout the organisation, and by creating an environment where every team member feels valued and respected. Training on diversity and inclusion, employee resource groups, and other forms of teamwork can help achieve this goal(Sarfraz et al., 2018).There are many ways to engage a team, and the best approach will depend on the unique needs and dynamics of the team. By effectively communicating goals, fostering a positive and supportive work environment, providing opportunities for professional development, and promoting a culture of inclusion and diversity, organisations can increase employee engagement and motivation, which can ultimately benefit the overall success of the organisation.
Organisations can use an employee engagement model as a guide for learning about and enhancing the state of employee engagement inside the company.The two-factor theory, often known as Herzberg's motivation-hygiene theory, is an example of an employee engagement paradigm. According to this hypothesis, two types of things—"hygiene elements" and "motivators"—drive employee engagement. For workers to be happy in their jobs, they require a number of "hygiene variables," such as adequate salary, benefits, and working conditions(Elrehail et al., 2019). Motivators are the factors that drive employee engagement, such as opportunities for growth, recognition, and a sense of purpose. Howeverin order to implement this model, a hotel manager could conduct regular surveys and focus groups to gather feedback from employees on hygiene factors and motivators. Based on the feedback received, the manager could then develop and implement strategies to address any deficiencies in hygiene factors and to enhance motivators(Ncube and Jerie, 2012). For example, if employees are concerned about pay and benefits, the manager could conduct market research to ensure that compensation and benefits are competitive, communicate the results of this research to employees, and make adjustments as necessary. Google is a pertinent industry example which guides for learning about and enhancing the state of employee engagement inside the company.is known for its unique approach to employee engagement, which includes offering a variety of perks and benefits such as free food, gym memberships, and on-site massages. The company also encourages employee participation in decision-making and fosters a culture of transparency and open communication. Secondly Zappos, an online shoe and clothing retailer, places a strong emphasis on employee engagement by creating a fun and positive work environment. The company also encourages employee empowerment and autonomy, with a focus on allowing employees to make decisions and take ownership of their work.
Above all, there are several things that hotels may do wrong when it comes to managing their employee. As a hotel manager, addressing the issues of lack of communication, lack of recognition and rewards, limited opportunities for growth and development, inadequate performance management, and poor work-life balance is crucial for managing employees effectively (Guest, 2013). To address these issues, gamifying performance is preferred by most of the employees. The term "gamifying performance" refers to the practise of rewarding workers with points, badges, or other trophies for completing tasks on time, making a certain number of sales, or reaching certain levels of customer satisfaction. Rewards can be anything from points and badges to exclusive access and cash payouts. Managers in the hospitality industry are increasingly turning to the practise of "gamifying performance" to boost morale and productivity among their staff. To motivate and reward certain actions, non-game settings are increasingly being "gamified." Points, leaderboards, awards, and percentages are all examples of measurable indicators. Managers at hotels can make work more interesting and enjoyable for their staff by incorporating these ideas. Increased output, employee dedication, and service quality are all possible outcomes. In addition, hotel managers can quickly tell who is performing well and who needs improvement due to the streamlined tracking and measurement made possible by gamifying performance. In the end, gamifying performance aids hotel managers in making their workplace more fun and productive for their staff.
To cap it all, human resource department is a significant asset of an organisation that plays crucial role in engaging employees throughout their lifecycle. A highly engaged workforce is associated with positive outcomes such as increased productivity, better customer satisfaction, and improved financial performance. Companies can increase employee engagement by providing opportunities for growth and development, fostering a positive work environment, and giving employees a sense of purpose and autonomy in their work. For instance, hotels put resources into its staff members, ensuring they have the education, experience, and training they need to do a good job. Training in areas like security, customer service, and in-depth job knowledge are all part of this.It is important for companies to regularly assess and address engagement levels to ensure a motivated and productive workforce. Therefore, employers use gamifying performance as a key strategy to engage their employees.
















References
Adnjani, M.D. and Prianti, D.D. (2023) ‘Internal Communication Towards Employee Engagement Inside Sultan Agung Islamic University (UNISSULA)’, Jurnal Ilmiah Komunikasi Makna, 1(1), pp. 1–14.
Aprilioni, J.R. (2017) ‘Studi Deskriptif Pengembangan Sumber Daya Manusia Pada Premier Inn Hotel Surabaya’, Agora, 5(2).
Armstrong, M. and Taylor, S. (2020) Armstrong’s handbook of human resource management practice. Kogan Page Publishers.
Banfield, P., Kay, R. and Royles, D. (2018) Introduction to human resource management. Oxford University Press.
Boella, M. and Goss-Turner, S. (2013) Human resource management in the hospitality industry: A guide to best practice. Routledge.
Boxall, P. and Purcell, J. (2022) Strategy and human resource management. Bloomsbury Publishing.
Elrehail, H. et al. (2019) ‘Employee satisfaction, human resource management practices and competitive advantage: The case of Northern Cyprus’, European Journal of Management and Business Economics [Preprint].
Friedman, A.L. (2011) Continuing Professional Development. Routledge. Available at: https://www.taylorfrancis.com/books/mono/10.4324/9780203806166/continuing-professional-development-andrew-friedman (Accessed: 27 January 2023).
Gallardo-Gallardo, E., Thunnissen, M. and Scullion, H. (2020) ‘Talent management: context matters’, The International Journal of Human Resource Management, 31(4), pp. 457–473. Available at: https://doi.org/10.1080/09585192.2019.1642645.
Guest, D.E. (2013) ‘Employee engagement: fashionable fad or long-term fixture?’, in Employee engagement in theory and practice. Routledge, pp. 235–249.
Jackson, D. (2015) ‘Employability skill development in work-integrated learning: Barriers and best practice’, Studies in higher education, 40(2), pp. 350–367.
Kavyashree, M.B. et al. (2023) ‘Relationship between Human Resource Management Practices and Employee Engagement’, Brazilian Journal of Operations & Production Management, 20(1), pp. 1331–1331.
Kowalski, T.H.P. and Loretto, W. (2017) ‘Well-being and HRM in the changing workplace’, The International Journal of Human Resource Management, 28(16), pp. 2229–2255. Available at: https://doi.org/10.1080/09585192.2017.1345205.
Kumar, H. and Raghavendran, S. (2015) ‘Gamification, the finer art: fostering creativity and employee engagement’, Journal of Business Strategy [Preprint].
Lee, S., Hameduddin, T. and Lee, G.R. (2023) ‘Organizational Image and Employee Engagement: Exploring the Inter-Relationships Between Construed External Image and Perceived Organizational Identity’, The American Review of Public Administration, p. 02750740221147573.
Ncube, F. and Jerie, S. (2012) ‘Leveraging employee engagement for competitive advantage in the hospitality industry. A comparative study of hotels A and B in Zimbabwe’, Journal of Emerging Trends in Economics and Management Sciences, 3(4), pp. 380–388.
Rusliansyah, R., Hidayati, T. and Amalia, S. (2023) ‘ANTECEDENTS OF EMPLOYEE PERFORMANCE MODERATED BY EMPLOYEE ENGAGEMENT AT PT. ADIMITRA BARATAMA NUSANTARA–KUTAI KARTANEGARA, INDONESIA’.
Sarfraz, I. et al. (2018) ‘An exploration of global employability skills: a systematic research review’, International Journal of Work Organisation and Emotion, 9(1), pp. 63–88.
Shuck, B. et al. (2014) ‘Human resource development practices and employee engagement: Examining the connection with employee turnover intentions’, Human Resource Development Quarterly, 25(2), pp. 239–270.
Suherman, U.D. et al. (2023) ‘Effect of Career Development and Employee Engagement on Employee Performance of PT. Pos Indonesia (Persero)’, Jurnal Manajemen Universitas Bung Hatta, 18(1), pp. 134–144.
Torrington, D. et al. (2020) Human Resource Management. 11th Edition. Pearson Education Limited.
Young, C. et al. (2016) ‘Engaging in collaboration: A team of teams approach’, Kappa Delta Pi Record, 52(2), pp. 76–78.




















