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The performance, success, and implicitly the amount of money that enters a company depend decisively on the quality and implication of the employees.
Employee engagement is considered one of the main underlying factors that influence the constant exceeding of proposed targets and objectives, and great increases in productivity, with performance beyond expectations and exceptional results.
Companies and their leaders have started to view employee engagement as a strategic objective. (Ncube and Jerie, 2012) Now, more than ever, one of the questions that should be always on their board is how can they drive better employee engagement. Many companies misunderstand the entire notion of employee engagement. A large part of them confuses satisfaction with employee engagement. Therefore, to improve their engagement, they might try adding more benefits to their package in hopes of attracting and retaining more talent. Those benefits may include free medical insurance, salary increases, and bonus schemes. On a similar note, many employers believe that engagement comes with employee passion and energy, but once these enthusiastic employees start working, the company needs to support them in a way that keeps them engaged. Resources, communication, support, and encouragement are what keep employees engaged.
It is necessary to say that a satisfied employee is not the same as an engaged employee. It should be noted that the simple qualification of a satisfied employee does not guarantee the employer's performance. The former does his job reasonably, to deserve his salary and benefits, the latter is more than an executor of assigned tasks: he is an enthusiastic member of the family business, passionate, aligned with values ​​and dedicated to driving its growth, convinced of the fact that it will grow with her. A company needs these engaged employees who have developed a strong emotional connection with their activity because emotional engagement ultimately translates into increased productivity on an individual level, a team level, and, implicitly, on a company level.
It is very important for teams in a workplace to be engaged. That is why strategies to keep people engaged in teams high should be among the priorities of any organization, more exactly, of the human resources department. In a team where each member feels involved in the work they do, the organizational culture is more stable and better defined, relationships between colleagues or employee-client develop, and profits increase. Dedicated employees are happy employees who give you the assurance that they will not leave the company when given the opportunity.
As stated in the beginning, most companies have started to put a great accent on the employees' engagement with the organization. Hospitality is not an exception to the rule. Massive companies such as Hilton implemented employee engagement strategies and models. Following the concepts of the IES model of engagement, Hilton values their employee’s job satisfaction by offering perks and benefits to every employee. (Robinson, Perryman and Hayday, 2004) The company is family-friendly, Hilton offers family support to their personnel such as four weeks of parental paid leave (including fathers), financial assistance for adoption, and the possibility for new moms to ship breast milk for their babies at home. Hilton offers their staff the possibility to learn and develop through resources such as Hilton University which is a collection of over 25000 free online courses, videos, and books; apps like LinkedIn, and SkillSoft; free courses from the Cornell University, and tuition reimbursement programs. The hospitality company believes in the making of leaders through its Lead@Hilton framework and the General Manager Academy.  (Hilton.com, 2022)
Another great example of an employee engagement strategy in the hospitality industry is Accor Group. The company launched the Accor Live Limitless (ALL), a new identity that circles around the fact that talent is the core of their entire activity. Therefore they encourage talent to flourish within their company in order to create maximized performance and satisfied customers. Accor encourages diversity, leadership, personal and collective development, and success. (Accor.com, 2019)

Employee engagement has numerous benefits for the entire personnel and, without a doubt, for the hotel. If the hotel’s staff is engaged, they tend to have a better relationship with the customers. A hotel is a business based on the customers that choose its services and the customers they attract. For that reason, if the employees believe in their work, and they relate to it and to the company, they will definitely show that when they come into contact with customers. An engaged employee will do their best to inspire confidence in customers and convince them of the services offered by the hotel they work for.
A benefit that influences directly the organization is the productivity increase of the engaged staff. An employee that enjoys his job and feels related to his workplace will show it through the quality of his work. His work will definitely be improved, and faster and will contribute highly to the entire productivity of the hotel. 
Engaged employees become loyal employees as well. A low level of interest and passion may lead to a reduced employee retention rate. Particularly a company in the hospitality sector of the economy should take much interest in this statement, given the fact that it is a very demanding industry with a high rate of dismissals amongst the non-management positions. Even employees that are not actively looking for a new job might accept a better job opportunity if they receive a better offer from a competitor hotel. However, if the employees care about the work they do in the organization and if they are aware of the significance they have in creating success, the likelihood of them leaving is significantly smaller, and they will be inclined to remain part of the team.
A hotel, like any other company, cares about making a profit. Every corporation tries to maximize its profit with the resources it has. Among these assets is the human resource, which, if feeling engaged in the work it does, will not only carry out its tasks but will reach high performance. Surely better technologies, digitization, or adopted strategies are essential factors that influence the results achieved by a hotel, but the work is mainly done by people, and they need to believe in it in order to achieve performance.
The management team must always keep in mind that a high employee engagement rate leads to more productivity, greater customer satisfaction, and, of course, an increase in sales, implicitly profit.
To summarise everything that was mentioned earlier, an engaged employee will manifest certain behavioral characteristics, such as an increased level of effort, persistence in solving difficult problems and tasks, exceeding management expectations (such as investing one's own time for personal development), supporting recommendations for activity improvements, carrying out additional tasks, outside the current role, at the request of the team or colleagues, and fast adaptation to changes or even supporting them.
As I said at the beginning of this paper, being a satisfied employee does not mean that he is an engaged one too. But an engaged employee is most definitely satisfied and motivated by his workplace. Employee involvement is therefore a broader concept, which actually combines employee motivation and employee satisfaction, without which it is difficult to assume that an employee would show involvement and dedication in solving the company's problems and obtaining results beyond expectations.
It is certain that at the base of employee engagement lies the company’s culture. The company culture is a set of shared values, goals, attitudes, and practices that characterize the organization. The connection between employee engagement and the company can easily be made. It actually represents the employee's adherence to the set of values ​​and objectives, and to the team. 
It is necessary that the Human Resources departments take measures the introduction of more best practices that ultimately aim to improve employee engagement and unlock more of existing talent potential. When the values ​​and practices, behaviors, and rules of a company culture align with the staff’s own values, there will most definitely be a commitment from employees beyond the bare minimum of responsibilities.
There are many actions that need to be taken by a hotel, especially the Human Resource Department. The conditions that will be listed are the same that I would take in order to raise employee engagement in my team. Firstly, the organization should promote strong and authentic values. The HR needs to make sure that every employee in the hotel has the trust that the relationship between the management and subordinates is fair and full of respect. Another important condition in creating employee engagement is to always make sure the performance-reward-performance circle is complete. Being able to support desirable behaviors and always have positive examples is certainly beneficial. It should also be noted that hard-working employees who show exceptional results will be even more engaged if those will be communicated and appreciated publicly. One thing that holds quite a big importance is maintaining a level of employee engagement through every stage of the employee lifecycle. As it is widely known, the employee lifecycle has six main stages and those are as follows: attraction, recruitment, onboarding, development, retention, and separation. It is important and necessary to start creating employee engagement the second they see the job advertisement and increase it until the staff reaches the last phase of their employment cycle. This can be achieved by presenting sincerely the company and everything it stands by and making it easy and interactive for the interested party to apply. During the employee’s period of time with the company, they should be given the chance to identify themselves with the organization’s values and objectives, as well as the opportunity to bring changes within the culture in order to better suit the entire staff and ultimately the customers. (Gatling and Kim, 2019)
Another very important thing to be taken into consideration by the human resources department is the voice of the employee. This means the creation of mechanisms, formal or informal, qualitative or quantitative, for example, an internal questionnaire. The most important thing is that these mechanisms are read, listened to, and understood in order to be integrated into practice. This way, the company creates a favorable environment for employees to allow them to come up with good ideas on their own initiative. (Robinson, n.d.)

In conclusion, nothing is more vital in a company's life than the individuals who work for it. Therefore, recruiting the finest, keeping the talent, and ensuring employee well-being must be a continual priority of the HR department, particularly now when the industry is facing a large shortage of specialists. 
Maintaining constant employee engagement may be hard for the human resources department, but it is mandatory in order to to keep employees motivated and involved. When employees are involved, they tend to have even more confidence in their voice and offer feedback, ask questions, ask for feedback and be open to change.
People require more than great pay and decent working conditions in order to be engaged in their profession and the organization to which they belong. They require meaning, perspective, faith in leaders, assurance that their skills and abilities are respected and that their accomplishments are valued, as well as the capacity to identify with the organization's values and goals.
In very few words, employee engagement is an emotional and intellectual state that drives people to give their best in regard to their professional capacity. Therefore, employee engagement isn’t optional, it is necessary for every company.
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