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In every company, regardless of the industry in which it develops its activity, the most powerful, important, and valuable resource is the human resource. In order to access the employee’s full capabilities, it is necessary for the company to understand the needs and expectations of its employees by investing time and resources in understanding the necessities and problems they face. Although it may seem exaggerated, it is worth mentioning the fact that the motivations are directly proportional to the number of personnel. It is important to realize that every employee is different and should be looked at from this perspective. It means that one thing may satisfy and engage one person, but not as much as the other one. 
There are many reasons people choose a certain profession. A considerable part of them chooses a position for the remuneration. Certainly, work represents for most of humanity the only legal source of obtaining an income. But people also work out of passion, because they want to build something because they want to value their talent and the job they have trained for. People also work for pleasure, out of the desire to help, to be part of something bigger. It is the role and mission of every organization to understand the reasons why not only employees in general but their own employees work and what are their motivations and expectations. This task falls mainly under the Human Resources Department's duty. The better they understand, the more effective and engaged the human resource will be.
For the last two decades, companies started to understand that they are made of human beings, not only jobs. Therefore, they started putting more accent on creating work environments with as much significance as possible, with the purpose of bringing different degrees of satisfaction to their employees, both professionally and personally. The involvement of employees increases enormously when they feel that they are part of a community, as a whole, they are appreciated, learn things and advance professionally. (Kennedy and Hill, 2016)
In order to fully understand the benefits of employee engagement in a company, it is required to learn what precisely is employee engagement which is also known as employee involvement. According to Robertson-Smith and Markwick in Employee engagement: a review of current thinking, employee engagement is defined as ,,a beneficial two‐way relationship where employees and employers go the extra mile for one another’’. (Robertson-Smith and Markwick, 2009)
Based on the article posted on Forbes.com called What is employee engagement?, employee engagement is defined as ,, the emotional commitment the employee has to the organization and its goals.’’. (Kruse, 2012)
The advantages of employee engagement are various. First of all, a company that has engaged employees performs better than one where employees are not treated fairly and therefore does not perform at its maximum. As was mentioned at the beginning of this essay, involved employees are more motivated, and more willing to put in the effort to achieve their goals. Therefore, they spread a sense of well-being within the organization, and more than that, they spread the good word outside the organization. The employees feel that what they do in the organization also helps them and their own careers, therefore, they really care about the projects they are involved in.
Another advantage of this phenomenon is the qualitative attention given to customers by engaged employees. They dedicate themselves more to customers, intending to offer them a satisfactory experience and obtain positive feedback in return. The company has a lot to gain in terms of image and business from this interaction, which shows again how employee engagement should be a priority.
An increased level of sales is an important consequence of engaged employees. Customers become more satisfied because employees make a significant and proactive effort. Therefore, a satisfied customer will become a recurring client and will also bring more clients with him, an action that will lead to an increased level of sales. 
Increased sales, more business, and more delighted customers all result in increased profitability. Higher profits include compensation increases which will lead to more engagement from the employees, which will definitely lead to higher profits. It is safe to say that this entire process is repetitive. 

It is worth mentioning that employee engagement is important in every single employee lifecycle stage. The stages of the employee lifecycle are as follows: attraction, recruitment, onboarding, development, retention, and, the last one, separation. 
In the following paragraphs, the notion, specifically the stages of the employee lifecycle will be discussed more.
The first stage in the employee’s lifecycle is the Attraction. This phase involves determining the right candidates to apply for the job. The experience of applying to a job advertisement is very important when it comes to establishing early employee engagement. The simpler the application procedure, the faster and sooner employees will become engaged. On the other hand, a long and complicated job application procedure that comprises numerous selection processes will most definitely lead to the candidate becoming lost and demotivated in finishing the application. 

The second stage, which is the Recruitment, and it consists of the selection of candidates, notifying the candidates, the organization of the interviews, and ultimately choosing the right candidate for the job. In this stage, it is important to create employee engagement by clearly communicating the the company's main goal, the position's duties, and the skills and qualities required for the position. Showing interest in an applicant and informing them that the company is aware of their intentions creates a nice experience and is viewed as a sort of respect that encourages engagement. 
The interview can be a stressful event for an applicant. This is where the Human Resources recruiter can have a short discussion to prepare the candidates for the interview, by giving give them examples of possible questions, and ensuring that they understand how to frame their responses.
For many businesses, the onboarding process is viewed as a very important step toward establishing employee engagement, a meaningful connection between the new employee and the organization. However, like it was mentioned above, the process of engagement started during the entire recruiting process.
As a result of implicating the employee, and in order for the new employee to feel that the work he does matters and has an impact on the life of the organization, it is critical to provide him with all of the tools that will allow him to say at the end of each onboarding day that he has the right job.
Many employees want to feel that they are developing professionally and intellectually while working in a company. This is called the development stage of the employee’s lifecycle. It is very important to be aware of the employee’s needs. By offering them the opportunity to learn new things and develop themselves, the company creates motivation among them. Once the company is aware of what its employees need, it is very important to talk about this openly and to let them know that the company is going to invest in their development. 

The second last phase of the employee’s lifecycle within the company is the Retention. Creating employee engagement in this stage consists of implicating them in the identification of measurable objectives, methods to prevent and resolve possible blockages, and responsibilities, implementing this strategy, and monitoring the results.  An active process of feedback is necessary.
The last stage is the Separation. This phase can come naturally, the employee retires, or less naturally, as an effect of dismissal or resignation. Forming good employee engagement will help both the ex-employee and the company. The company will be promoted highly by the former employee, and the person will have access to a good letter of recommendation for their next job.  

Finally, it should be noted that, in order to promote healthy employee engagement, companies must create a plan to provide a good experience, beginning with the first moments when the candidate accesses the company's website, studying active job offers until the very last moment of the employee inside the company.
As an exercise, I will display a few examples of how I would engage with my team. The simplest way of engaging would certainly be by simply communicating with them openly by sharing with them information about the company and the projects. I would also make sure that I hear their opinions and that they feel that they are heard by myself and the company. Another important step in creating good engagement with my team would be by encouraging innovation and supporting them through this process. 
One of the most efficient employee engagement models that could be easily and adequately is the Zinger Model. This model consists of 12 pointers that should be followed by the leader of the group. These are: achieve results, craft strategies, enliven roles, excel at work, get connected, be authentic, live recognition, fully engage, identify with the organization, serve customers, develop personally and attain happiness.
As was mentioned early in this paper, employee engagement is important regardless of industry. Therefore, in the next few rows will be mentioned a few examples of employee engagement in the hospitality industry. 
According to the website Comparably, a place where employees review their employers and former employers, over 30% of The Hilton Hotel employees say that the company participates in community outreach. 
Additionally, Ben Bengougam, the SVP of HR EMEA at Hilton, declared that he noticed a significant growth in employee engagement when ,,we launched our adaptable workplace wellness framework, Thrive@Hilton’’. Thrive@Hilton helps the staff ,, create a program that works for them whether they work in a kitchen, an office, or anywhere in between.’’ says Ben in HRMagazine. (HR Magazine,2019)
Crowne Plaza focuses on employee engagement and involvement according to PoepleMatters.in. The company does that by ,, implementing various training programs for its employees and customized growth prospects.’’ (PepleMatters.in, 2010)
Marriott International is defined by employee engagement. According to Alyssa Leppla in a LinkedIn article, Marriott International makes sure to survey all the employees all around the globe, in order to understand and monitor the level of employee engagement. The survey has over 90% response rate. The company’s employees are encouraged to share online ,, their unique moments of happiness and inspiration’’. (Leppla, 2016)
According to Premier Inn Employee Value Preposition, the company’s core is the well-being of its staff. The EVP of the company is ,, ‘Premier Inn is a place made by you, with opportunities to grow, develop and achieve your dreams too. A place where you belong, where your future will unfold.’’ In 2013, the company launched a holistic culture change initiative which led to a growth of 77% in the employee engagement score. ((Winner 2015 Premier Inn Employee Engagement Full case study, 2015)

In conclusion, employee engagement is very important within an organization. This will not only lead to happy, motivated, and satisfied staff but also high productivity and satisfied customers. Happy customers will eventually lead to higher profits and growth for the company. There are many ways and possibilities to improve employee engagement and it is important to remember that this path starts at the very beginning, at the attraction stage of the candidates and it stops only when the employee is no longer with the organization. 
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