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Essay: Employee Engagement

Hotel HR management relies on employee interaction. Finding strategies to motivate individuals to take part in corporate activities and to sustain their commitment to the goals of the organisation is the purpose of this endeavour. The process of giving workers the impression that their contributions to the firm are important and that the organisation values them is what we mean when we talk about employee engagement. Employee engagement is an ongoing process that takes place in a company. When it comes to maintaining employee engagement throughout their employment, companies need to have a firm grasp of the function of HR. A significant part of this process is played by the employee lifecycle, which begins with the hiring process and continues to retirement. As a result, the departments of human resources that are found in large hotels need to recognise the advantages that come with constant staff involvement.
Workers need to be motivated by human resources. A specialist in human resources can assist with employee recruitment, onboarding, and relationship management. In addition to this, they make certain that employees have the knowledge, tools, and support they require to be successful (Stahl et al., 2020). Collaboration, communication, and trust among employees are also encouraged by human resources specialists in the workplace. In addition to this, they diagnose and fix problems relating to employee engagement and satisfaction. The field of human resources needs to keep workers interested throughout their careers. This entails providing employees with the appropriate training and development opportunities so that they can advance in their jobs (Dirani et al., 2020). The Department of human resources ought to supply job descriptions, performance management methods, and paperwork relevant to the employee's position to assist workers in comprehending their functions.
Feedback and ideas should be provided by human resources to assist employees in achieving their goals. When it comes to maintaining personnel, incentives and awards are necessary. There is a possibility that this will involve recognition programmes, performance incentives, and other types of rewards for laborious efforts. According to Chaudhary (2020), human resources can also focus on building trust, encouraging teamwork, and creating a positive work atmosphere. This may involve holding frequent team meetings, participating in activities designed to develop teamwork, and engaging in other endeavours designed to build trust. In conclusion, HR is responsible for addressing concerns with engagement and satisfaction. The recognition and resolution of problems, such as inadequate communication, a lack of appreciation, and insufficient resources, can have a positive effect on employee engagement and happiness. The human resources department should try to foresee and handle any problems that arise with the employees. According to Saeed et al.'s research (2019), team engagement is beneficial to the employee lifecycle. The ability to work together as a team means that everyone is working towards the same objective and according to the same standards. Both the efficacy and productivity of a team can be improved via collaboration and communication. The ability to work together as a team guarantees that everyone is on the same page and pursuing the same objectives.
Maintaining staff motivation is essential to maximising both performance and success. Participation on the part of workers is a prerequisite for enduring contentment and efficiency. The first step in the job life cycle is the recruitment process (Chanana, 2021). Businesses must cultivate an image that will entice applicants who meet certain criteria. This can be accomplished by developing a powerful employer brand, providing a competitive wage and benefits package, and putting an emphasis on the core values and culture of the organisation. According to Jha, Sareen, and Potnuru (2019), businesses should publicise their openings via job boards, social media, and other recruitment channels. There is also the possibility of offering financial incentives to current workers who refer their friends and family members to available positions.
The second step in the job lifecycle is recruitment, and this is where the engagement process begins. To discover suitable personnel, large hotel HR departments must employ successful recruitment strategies. This necessitates in-depth familiarity with the position's qualifications, expertise, and skills (Hung et al., 2019). Manage the hiring process to select the best candidates and support them. This can be accomplished with thorough interviews, detailed job descriptions, and adequate training and support.
Engagement of employees is influenced by hiring and onboarding. According to He et al. (2021), new hires need to be welcomed and nurtured by HR. The onboarding process includes a speedy orientation, training, and access to resources. It is important to customise the onboarding process for new employees so that they may be successful in their new positions.
The fourth stage of an employee's lifetime is development, which is directly related to engagement. HR departments must ensure staff growth and development (Vrontis et al., 2022). They are obligated to provide employees with opportunities for advancement in their careers. Additionally, the HR department ought to make it possible for staff members to take on additional duties.
The fifth and last stage of the job lifecycle is called retention. According to Fenech, Baguant, and Ivanov (2019), human resources departments are responsible for providing the support and resources that employees require to be motivated and effective in their employment. Pay that is competitive in the market, benefits, and possibilities for professional growth. The Department of human resources should also endeavour to cultivate an open and friendly working environment, one in which employees are made to feel valued and appreciated for their efforts.
The employee's departure marks the end of their life with the company and is an essential component of engagement. According to Ramakumar and Priyadarshini (2021), human resources are required to treat departing employees with dignity and assist them in the transition process. This includes interviews conducted before departing as well as performance reviews. In addition to this, the HR department should assist departing employees in adjusting to the new tasks they will be taking on.
Creating an inspiring environment at work is the responsibility of employers. According to research by Hashem et al. 2022, engaged workers are more productive and loyal, which in turn can enhance customer happiness, revenue, and morale. Employers should encourage employee autonomy, recognition, and promotion to maintain employee engagement throughout their employment. Autonomy may engage personnel. This entails giving children the freedom to select their tasks and activities. Employees that have this level of autonomy are given the ability to take on additional responsibilities (Ranathunga and Jayawardane, 2022). Additionally, it enables children to feel satisfaction in their accomplishments. Honouring employees is something that employers can do as well. This can be accomplished through the use of incentives, acknowledgement, and gratitude. The motivation and involvement of staff members can be increased through recognition.
Investing in their professional growth is yet another strategy to keep staff interested. There are opportunities available for training, mentoring, and other forms of professional development. Workers who engage in professional development are better able to keep up with changes in their industries and remain competitive (Hussainy, 2020). It has the potential to increase both the abilities and involvement of staff members. Third, implement a strategy for increasing employee engagement. With the help of a model, businesses can evaluate and improve employee engagement. According to Nasution and Absah (2019), measuring employee happiness can be accomplished through the use of surveys, focus groups, and interviews. Turnover, absenteeism, and employee engagement are all potential indicators of areas in need of improvement. Employers can establish engagement initiatives by using this data in their efforts.
The Gallup employee engagement model is utilised by organisations to cultivate an engaged labour force. This strategy for managing human resources is being implemented at a growing number of large businesses, including hotels. According to Duong and Duong 2020, the Gallup model consists of purpose, performance, development, and recognition. The first step in developing a successful plan for increasing employee engagement is to identify and articulate a goal. The goal ought to be in line with the mission and vision of the organisation, and it ought to be communicated in a way that gets workers involved. This should be accomplished through regular meetings with the entire firm, discussions with individual employees, and other initiatives that are purpose-focused. Gallup's second component for employee engagement is centred on performance. Examples include providing individuals with the means to achieve measurable goals that are tied to the purpose of the firm, as well as setting such goals. According to Rahapalli (2021), "the personnel should be evaluated and given feedback to guarantee good performance." The third aspect that Gallup considers is development. This includes promoting members of the workforce. There is the potential for mentoring, training, and awards depending on performance. The final recommendation made by the Gallup model is to show appreciation for staff members by giving them bonuses, rewards, or informal praise. This motivates employees to put in long hours of effort.
Participation on the part of employee’s increases job satisfaction, productivity, and loyalty to the organisation. The Gallup Employee Engagement Model, according to Sato, Kobayashi, and Shirasaka (2020), keeps employees engaged throughout their careers. The paradigm might be used for strengths-based development. Employees can recognise and develop their skills with the help of this practise. This can be done through coaching, feedback, and playing to one's abilities. According to Zhang et al. (2019), teamwork and other development activities can increase employee commitment and engagement. Second, the Gallup method may value and empower workers when designing jobs. Employees require autonomy, purposeful work, and defined roles and responsibilities. Decision-making and feedback could empower and engage workers. Gallup can also be used to recognise and reward employees. Workers are compensated and motivated by this model's component. This can be accomplished through the receipt of money, accolades, or other forms of acknowledgement. Participating in activities such as team building and other forms of self-improvement can help increase employee engagement and loyalty. The Gallup Employee Engagement Model can keep hotel personnel engaged. The hotel can keep its employees happy and engaged by providing opportunities for them to develop their skills, participate in work that has importance to them, and be recognised and rewarded for their efforts.
To meet the expectations of hotel guests about service, hotel staff members need to be engaged. According to Singh (2019), hotels ought to cultivate an atmosphere that rewards and engages staff members. This could involve providing training in customer service, evaluating performance, and awarding accomplishments. In addition, hotels should provide the crew with the appropriate equipment and technology, as well as provide positive feedback to the crew, such as for providing excellent customer service (Kwon and Park, 2019). Last but not least, hotels ought to provide their staff members with access to fitness centres and other wellness initiatives. A strategy for practical employee engagement may keep hotel workers motivated and productive.
In essence, hotel HR management demands employee engagement. HR professionals seek to ensure that their employees feel appreciated and have a purpose in their work. They foster trust, collaboration, and a positive atmosphere in the workplace. To be successful, any business needs to have employees. The phases of an employee's lifecycle include being recruited, being onboarded, being developed, being retained, and being let go. HR must assist newly hired workers. The onboarding process includes a speedy orientation, training, and access to resources. Productivity, devotion, and engagement among workers can all be increased through employee engagement. The development of an independent workforce that is also recognised and skilled should be a top priority for employers. An employee engagement model can help firms track and enhance engagement. Companies may better understand and improve employee engagement with the assistance of the Zinger employee engagement model. The employee experience, the culture of the workplace, and the connections between employees are the three primary drivers of employee engagement. Companies ought to make use of data and insights to comprehend how each factor influences engagement. Options for employees to share jobs or work from home can be a morale and engagement booster. Facilitating workshops, seminars, and other chances for personnel development can help to motivate them. The work environment at hotels should be designed to encourage continued employee participation. Workshops on providing excellent customer service are sometimes beneficial for employees.
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