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Introduction
This essay aims to discuss how important is the emotional commitment that employees have to the company they work for and how important it is for any business to keep its employees as engaged as possible in what they do. We already know that employee engagement is the key to helping build a company's success, but at the same time, studies show that globally only 20% of employees declare themselves engaged in the work they do (Harter, J., 2021). In this case, we must start from the idea that the concept of employee engagement is not the same as employee happiness, and the role of Human Resources is the most important in implementing the necessary measures to guarantee the company a large number of engaged employees.

HR’s important role in employees engagement
In most companies, HR has the role of dealing with employee engagement, but this responsibility should actually be a much broader one. Indeed, HR professionals have the training and skills to do this, but managers, supervisors and all other employees should be directly involved in the process. Even if there are a number of processes, tools and methods that HR has at hand and that help increase engagement, by involving everyone in the company, a thriving culture of work and values can be created much easier (Ryba, K./quantumworkplace.com, 2023).
The critical role of HR is to build effective processes and tools that bring the employee engagement strategy to life and ensure its permanent continuity and development. HR must also ensure that this strategy is implemented by both management and all other employees. It is crucial that the elaborated theory is found to be applied in practice. The goal for HR is to make employee engagement a successful effort for everyone involved in the process (Trost, A., 2020).
Knowing that employee engagement increase productivity, improves morale and provide better customer service, HR can apply several methods to keep employees efficient and productive: developing employee engagement surveys, analysing and considering feedback, building a particular communication strategy with decision-makers, creating continuous training programs for employees and allocating all necessary resources for this purpose, as well as constantly monitoring support programs for employees, which they permanently need (Whitter, B., 2022).
How to engage and advantages of engaging a team
Less or no connection with company’s values and vision, earned money dissatisfaction, less or no feedback at all, unprofessional or ineffective mamagement, toxic workplace, absence of employee autonomy, missing of career planning and promoting and insufficient recognition can be some of the employee disengagement reasons (Soysanli, D., 2023). 
Having a large percentage of disengaged employees in a company can generate significant losses, including less productivity, a drop in morale, customer dissatisfaction and failed to achieve company goals. However, these unpleasant situations can be avoided by increasing the number of engaged employees.
A first step that needs to be taken in order for employees to be engaged is to provide them with a career plan. Generally, an employee automatically thinks about his future in the company and the possibility of creating a career that satisfies him professionally. A discussion between manager and employee is therefore necessary in order to start creating such a plan. Employees need to know from the beginning that if they perform well at work, they will have the chance to progress within the company. This strengthens the employee's confidence in the company and increases his morale (Lartey, F.M., 2021).
Giving autonomy to employee he will automatically understand that he enjoys the trust of his manager and implicitly, this will reduce the stress caused by various situations that may occur at work and which the employee cannot solve directly, but only with the approval of the superior. Stress at work can cause employee disengagement, which over time will not only decrease employee productivity, but will soon make him think about changing the company. In order to have engaged employees, stress at work must be eliminated as quickly as possible, giving employees the opportunity to act directly and independently, based on their judgment, so that they realise that they are truly valued as good professionals and trustworthy people (Chohan, M.A., 2022).
One more step to make sure employees engagement is strong in a company is given by manager recognition. This is a way to show employees that they are on the right track to achieve both the company's goals and those of their own career. The recognition of the merits of an employee strengthens his self-confidence and gives him the certainty that, continuing to follow the same path, his achievements will be appreciated and the efforts he makes are visible. In simple terms, this means that the road to promotion and success is open to him.
Motivating and engaging a team is an ongoing process that never ends. While there are plenty of ways a team can be motivated and engaged, the main key remains the leader. The trust that the manager has in his team, his commitment to know them, communication with them, rewarding them, and offering the opportunity to grow and perform in the company are some simple but essential things that can keep your team happy, motivated, and productive (Park, R. 2021).
Studies show that 26% of employees are willing to leave their current job for one with a salary increase of only 5%. In a team where employees have reached a high degree of engagement, this will not happen. The advantage is, that in difficult times of crisis, having a motivated, involved and loyal team, you have some guarantee that employees will not abandon you (Armstrong, S. and Mitchell, B., 2019).
A team where people feel appreciated and rewarded is a team that will always work with motivation and desire to perform. This brings the advantage that the manager can always rely on the will, desire and skill of his employees.
A team that receives all the necessary managerial support is a fearless team. The advantage is that the attitude of employees will always be positive, and their own initiatives will never be missing. Mutual trust between employees and management is a factor of stability in the company and a reason for well-being and peace that employees feel and need at work (Casadona, M., 2021).
Stages of the employee lifecycle
Business owners and managers know that engaged employees and a strong team are the skeleton on which a successful business develops. Although many managers talk about their team as a second family, every business experiences this process of employees continually coming and going. This is related to employee lifecyrcle. That is why it is important to know what employees actually want and how they can be professionally satisfied, so that they can be retained in the company (Holliday, M, 2021).
Attraction, recruiting and interviewing there are the first steps which gives the company the opportunity to arouse the interest of new talents to join the team. The Human Resources Department plays an extremely active role in this process, creating the right framework for candidates to want to be part of the business. In these first stages, the brand, tradition, transparency and feedback of former employees are very important. Then, the process must continue with onboarding. 
From the moment an employee joins the company, it is important that it is prepared with an onboarding process as easy and stress-free as possible, so that the employee can get to contribute as quickly as possible to the company's activity. If there is no onboarding plan, it is quite possible that the employee will quickly feel bored, unmotivated or even frustrated, quickly losing interest and no longer finding himself in his role in the business (Warrick, S., 2019). 
Even if the first day of work is an exciting one, it can quickly become stressful and disappointing for the new employee. By having a well-established onboarding plan, this situation can be avoided. Managers and HR must work together to ensure that from day one the new employee receives all the necessary support, specific training, acquires the company's values and is connected with other colleagues (Friedman, R., 2015).
Development is an integral part of the employee lifecycle and requires special attention from the employer. Even if some employees feel happy and comfortable in the same role for many years, others are motivated to improve their skills as quickly as possible and move up within the company they work for. It's all about improving and increasing performance at work. The development process may include training sessions and managerial mentoring, activities that lead to the accumulation of knowledge and new skills for employees who want to perform as well as possible in their role in the company and achieve success with it (Green, R., 2022).
A satisfactory salary and other benefits seem to be the main reason why an employee chooses to go to work every day. But it doesn't stop there. When a manager or company shows recognition for its employees, they become much happier and dedicated to the work they do. That's why any company must introduce a recognition plan into its culture. This recognition plan must be individual, but also but also for the whole team (Hoory, L. 2023).

Employee engagement model
First of all, the level of engagement and satisfaction of employees in the company must be monitored. This can be done through survey or feedback. For example, it is very important to know the level of employee satisfaction with the development and career possibilities within the company. This is a very strong indicator that tells the employer whether to expect possible resignations from the company or not (Harter, J., 2022).
Once the level of employee engagement is known, it must be permanently monitored so that it does not fall below the desired optimal parameters. At the same time, the company must periodically develop strategies that take the level of employee engagement as high as possible.
Building an internal reward and recognition program within the company. This will increase employees' motivation, their desire to perform, but also competitiveness. Create a culture that rewards rather than punishes employees, when a problem arises that can be easily solved (Horowitz, B., 2014).
Implementation of the idea of model leadership. Every manager must be seen and recognised as a role model for the employee, as a mentor for the entire team (Dungy, T. 2011).
Employee Engagement – examples from the industry
All over the world, the hotel industry is beginning to implement hospitality technology. This reduces the physical work of employees, makes them faster and more productive and also increases employee satisfaction and engagement. Also, trainings help professional development and improve employees' skills, and teambuilding activities help team members share the knowledge they have in an informal setting (Localle, E., 2023). These practices are common at major hotel chains such as Hilton, Marriott, Intercontinental Group and others.
Accor Group of hotels has a team that shares the same values and business missions. They encourage diversity, challenge their team and celebrate collective success, aiming through these practices to keep their employees engaged (Accor Group, 2019).



Conclusion
Although companies increasingly understand how important it is to keep their employees motivated and engaged, many of them still show no interest at work. On the other hand, for those who want improvement and performance, attraction, recruitment and onboarding process, development and recognition possibilities are necessary elements to keep them productive and achieve success together with the team and the company they work for.
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