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An approach to the workplace that creates the ideal atmosphere for all of the employees to give their utmost every day is called employee engagement. Belief, honesty, reciprocity, and dialogue between a company and its employees are the cornerstones of employee engagement (Lee et al., 2020). By enhancing both human and organizational performance, productivity, and well-being, this strategy raises the likelihood of company success. When viewed from the employer's perspective, employee engagement refers to implementing novel strategies and tactics to boost the positive emotional bond experienced, and consequently, overall corporate success and productivity. More significantly, a motivated employee remains an ambassador for the company throughout, improves business outcomes, and prevents job switching. In a world where a company's values are important to the customers, an enthusiastic staff can have an impact on maintaining clientele, recruiting critical talent, and the potential to attract new customers (Chanana and Sangeeta, 2021). Engaged employees are viewed as part of an organization's brand. As may be observed, the definitions provide equal weight to the employer and the employee. The millennial workforce of today is more knowledgeable, engaged, and eager to work when given the chance to learn. Opportunities for exploration and personal advancement are increasingly important motivators. Equity is a stronger motivator than salary. The necessity of the hour is to adapt to the shifting requirements to promote an engaged workforce.
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The level of commitment and investment made by employees in their jobs and workplaces is measured by their level of engagement. Employees who are highly engaged think that their work is important, that the organization values it, and that it is supported by others. Contradictorily, disengaged employee don't feel that their work is important and they don't believe their firm cares about them. As a result, they are unconcerned with their employer or their work. The company's profitability is directly and significantly impacted by this (Rasool et al., 2021). Any organization can benefit from employee engagement. As a result, both the organization as a whole and specific personnel may see a difference. If done correctly, there will be tremendous benefits, including increased output, better customer service, a reduction in staff turnover, and fewer issues with staff sickness and absence. HR frequently serves as a liaison between bosses and staff members (Riyanto et al., 2021). As a result, HR can serve as a conduit between management and staff to enable, support, and assess the effects of employee engagement. Additionally, HR plays a crucial part in establishing the culture of an organization and making sure that there is a clear link between the management team, the company's objectives, and its workforce. Therefore, the HR department may make a significant contribution to increasing employee engagement. The task of selecting the ideal applicant for each open position falls primarily on the human resources department (Sánchez, 2021). It is crucial to take into account each candidate's "cultural fit" with the business during the interview process. HR professionals play a crucial role in sustaining adherence to this culture after initial onboarding by regularly communicating company values to workers at all levels of the organization.
The emotional commitment workers have to their company is referred to as employee engagement (De-la-Calle-Durán and Rodríguez-Sánchez, 2021). Their work is guided by the passion, involvement, and drive that they bring to it. Employees who are engaged recognize the organization's aims and set their own goals in line with them. Globally, more attention is being paid to employee engagement. And it's not only a problem that affects a company's human resources department. Businesses should give this issue some serious thought. The section of human resources is no longer the only one in charge of organizing and carrying out engagement initiatives. HR actively participates in the implementation of employee engagement tactics, but leaders and managers inside the company must also be involved in planning and execution (Men et al., 2020). The degree of employee acceptance of an engagement program will determine its success. Therefore, increasing employee engagement requires collaboration across the entire organization. Beginning with the candidate's experience and continuing through hiring, onboarding, planning a career, development and education, leadership and order, and ending with retirement or leaving the company, engagement starts at the initial phase of the employee's lifetime (Heslina and Syahruni, 2021).
The emotional commitment workers have to their company is referred to as employee engagement. Their work is guided by the passion, involvement, and drive that they bring to it. Employees who are engaged recognize the organization's aims and set their own goals in line with them (Duque et al., 2020). Globally, more attention is being paid to employee engagement. And it's not only a problem that affects a company's human resources department. Businesses should give this issue some serious thought. In this post, we go through what employee engagement is, why it's critical to an organization's financial health, how to engage employees effectively with technology, and actual cases of employee engagement in action (Albrecht et al., 2021). The section of human resources is no longer the only one in charge of organizing and carrying out engagement initiatives in the hotel industry. Starting with the employment process, they can pursue their desire for human connection in the job. For instance, recruiting procedures that prioritize in-person interviews over online applications may be more appealing to Generation Z (Dimock, 2019). Gen Z is known for valuing teamwork and asking individuals to contribute their special viewpoints to discussions. Colleagues can share weekly victories in team meetings, which could be the ideal work atmosphere for Generation Z. Watching others utilize technology to run thriving enterprises, Generation Z grew up (Schroth, 2019). They are prepared to use this information to their advantage as digital natives and open doors for themselves. It's also possible that they gained their business skills through seeing others use platforms like Kickstarter to create, promote, and finance projects.
A workplace strategy called employee engagement aims to guarantee that staff members are dedicated to the objectives and core values of the business. By luring people in, the business will enhance their sense of well-being and inspire them to add to the success of the enterprise (Hamadamin, and Atan, 2019). By fostering an informed, supportive, and productive work environment that motivates the company to meet its objectives, employee engagement helps all parties involved in the organization. Surprisingly, there are several advantages to employee involvement, from stock price to workplace safety. Because so many of these elements are interrelated, employee engagement is a potent predictor of organizational success. If workers are not enjoying their jobs, they will probably look elsewhere (Ababneh, 2021). Furthermore, concentrating on employee engagement can result in significant cost savings for firms, as replacing an employee can cost between half and twice the annual wage, not to mention less obvious effects on productivity and staff morale. Employees who are less involved are more likely to experience stress, and stress lowers engagement, thus there is a difficult cycle to break (Almawali et al., 2021). Thus, lowering stress and raising engagement are paying dividends, which is another argument in favor of employee engagement. When workers are motivated by their work, they will work more and their organization will be rewarded appropriately. Increased productivity from an engaged staff has a significant impact on an organization's longevity and financial performance (Hakro et al., 2021). 
The whole working connection between an employee and the company they work for is included in the employee lifecycle. Stated differently, it delineates the several phases that an employee experiences ranging from hiring to leaving (Singh, 2019). The attraction phase comes initially. During the attraction phase of the employee lifecycle, employers want to draw in applicants who share their interests in the firm, the mission, and the employment opportunity. Companies have a powerful communication tool at their disposal to shape candidates' perceptions of the company. The second phase of the employment lifecycle is recruiting. Finding the best applicants to join the team and providing them with an excellent candidate experience from learning about the opportunity to accept the offer are the key objectives. The induction of new employees is the third step. During employee orientation, prospective staff members can learn about the company's operations and their place in it. Establishing the groundwork for the relationship between an employer and employee occurs during the onboarding phase of an employee's life cycle (Visentin et al., 2020). Retention would come in at step four. Of all the stages in the employee lifecycle model, employee retention takes the most time. To keep people on the job, businesses must constantly engage them. Development occurs at stage five. Training and retention of employees are tightly related. If a person feels trapped in a position with no chance of advancement, they will leave. Cutting off the train is the final stage. In the employee life cycle, there are two goals for the off-boarding period.
High Performance: Workers will perform well if they are passionate about what they are doing. Elevated levels of involvement result in enhanced customer service and loyalty, less absenteeism, increased productivity, and greater retention. It's critical to use a more individualized strategy in this situation since motivating staff members to realize their full potential is crucial for engagement. Leaders can enhance employee engagement, performance, and overall work quality by acknowledging employee accomplishments and contributions, offering coaching and mentoring, and granting autonomy. can be made better. 
Collaboration: A team that strongly believes in the mission of the organization and has a high degree of trust in its leaders and one another will be very beneficial. An engaged workforce produces a happy, peaceful workplace where workers genuinely operate as a team and produce results from their joint efforts. 
Communication: Courtesy and skillful staff members communicate effectively. Effective communication is crucial for fostering long-lasting connections with coworkers (Ekhsan et al., 2023). By talking with staff members frequently, encouraging them to talk with one another, and avoiding "communication triangles," leaders can set an example for good communication throughout the company.
Zinger's concept for employee engagement centers on ten crucial steps that managers must take to effectively engage their workforce. The employee engagement model developed by David Zinger has a pyramidal shape. It highlights the significance of employee engagement and their requirements, including their health and meaningful jobs, before attaining results. Every "building block" in the pyramid represents a necessary action that needs to be done to encourage employee engagement at work. The Zinger pyramid's base section is devoted to the components that are necessary for everyone to do their jobs effectively (Hussainy, 2020). At this point, enhancing health, strengthening, giving meaning, and energizing are the primary activities. The components required to link individuals to the overall organization make up the second row of the pyramid. Here, fostering relationships, encouraging acknowledgment, and taking ownership of moments are crucial behaviors. The third rung of the pyramid converts the basis of community and individual involvement into workable strategies for attaining objectives. Here, performance optimization and progress monitoring are the main priorities. Having engaged workers who contribute to higher earnings and productivity is the ultimate goal of engaging in activities.
Feedback is essential for employees in hotels to understand both their strengths and areas for improvement. Positive feedback will be given to engaged staff members, and they will also be good at giving management constructive criticism (Pareek et al., 2019).  Give workers regular feedback that is timely, focused, compassionate, constructive, precise, and delivered in an upbeat manner. Additionally, provide staff members the chance to offer input via surveys or once-a-week one-on-one meetings.
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To conclude, the accomplishment of an organization depends on its workforce. Providing employees with varied and autonomous work can be a great strategy for organizations to increase employee engagement. To enable managers to develop interventions that involve subordinates, it is also critical for organizations to put strategies into place, such as successful leadership programs. Employers in many different sectors are paying close attention to employee engagement. In certain senses, companies have long had the goal of figuring out how to motivate their workforce and foster a stronger sense of loyalty to the company and the work itself. The setting for requesting involvement is different, which makes it somewhat "new." Due to increased labor standards and global competitiveness, one facet of this distinction is that the price payable is bigger if the employee is less dedicated than an employee of a rival. The second is that there is a great deal of leeway in defining the character of one's connection with work and the organization, and the fundamental principles of labor relations have completely transformed the meaning of work. 
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