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Employees Satisfaction and Engagement in the Workplace 
For any business institute to perform effectively, job satisfaction is the most important factor. Researchers have evaluated service components using the criterion of job satisfaction of employees ( Abdulaziz, Bashir, and Alfalih, 2022).
Introduction and Background
In this study, the purpose is to evaluate the effectiveness of managerial practices that determine the relationship between job satisfaction and work environment for Internacional hotel workers. The better the work environment, the better the behavior and attitude of employees, and the better their results.
A quantitative method will be used in this study. The data would also be collected by self-administered survey questionnaires. A valid survey has been used to develop the questionnaire. A primary and secondary research approach will be used to design the study. Typically, primary research occurs in two phases. First, self-administered surveys will be used to survey employees of Internacional hotel. Emails would be used to distribute the questionnaires, but hand delivery is also possible. As part of the second phase, we will personally interview each employee in order to assess their emotional state, which will be done by making them confront the managers if there are any lingering problems within the institute. Further, it has been argued that use of interviews would provide deeper analysis through explanations, and thus the study could be improved. Following the collection of data from questionnaires and interviews, we would compare and contrast the questionnaires in relation to the secondary research that we will be publishing as part of this study. In both phases, limitations and weaknesses of the study will be minimized. 
Literature Review 
Over the past few decades, various studies have been done to analyze the relationship between the working environment and the job satisfaction of the employees ( Alam et al., 2022 ). Also, there are various influences and factors that have an influence on employees' roles and performance at the workplaces (Narasuci, Setiawan, and Noermijati, 2018). There are several reasons why employees are dissatisfied with their jobs (Ahammad, 2017):
· Their rights are unclear,
· Working conditions are unsafe,
· Their co-workers do not support them,
· It is more likely that the supervisor does not give them enough attention. 
Physical working conditions and social working conditions are included in the working environment ( Nurlina, 2022). Mulang et al. (2002) observed that many institutions ignore the working environment, which may negatively affect their business. The company's safety policies, the security of the employees' jobs, their satisfaction with their work and relationship with their colleagues, as well as motivation for their well-being, are elements of a good working environment ( Alrowwad et al., 2018 ). Moreover, employees feel imperative to the institute, and hence they tend to develop more dedication toward it. The factors responsible for job satisfaction can be divided into several groups (Michael and Fotiadis, 2022). The factors include:
· The work schedule,
· Employee autonomy,
· Their salaries,
· Institute structure, and 
· Management and subordinate communication.
The working environment of the institute can be improved to enhance productivity. A job is classified into two types of factors based on two categories such as motivational and hygiene factors (Bach, 2009). 
As long as hygiene factors are present, getting satisfaction from the job is not a guarantee, but they can alter dissatisfaction into no dissatisfaction, or you can say temporary motivation or dissatisfaction (Chiat & Panatik, 2019).  Additionally, motivational factors can increase the employee's satisfaction as they raise the constructive feelings toward commitment to the job (Tavitiyaman et al., 2012). A lack of hygiene factors can also lead to employee dissatisfaction. Among the factors affecting worker hygiene are working conditions, company policies, supervision level and quality as well as security of job and salary (Markos and Sridevi, 2010). Herzberg described two factors in his theory, the hygiene factor and the motivational factor, which have strong interactions. There has been some discussion about how hygiene factors will bring dissatisfaction of employees to zero. Motivational factors, however, will result in the opposite outcome: satisfaction will shift to disappointment. 
Additionally, by incorporating economic variables and working conditions, a model on job satisfaction is demonstrated to be highly correlated with the fiscal benefits as well (Bedarkar and Pandita, 2014). Similarly, high safety regulations can result in low monetary rewards (Obeidat, Al-Khateeb, and Abdallah, 2019). The study found that psychological variables and variables related to the workplace environment directly impact employee satisfaction (Marchington, Wilkinson, and Sargeant, 2000). There may also be variables within the work environment, such as the workplace and the social support and it was shown that the level of dissatisfaction could not be improved by increasing the rewards (Crisci, Sepe, and Malafronte, 2019). Additionally, the abilities and skills of the team manager are crucial in motivating the employees to increase their commitment to their job (Mardanov, 2020). Supervisors' ability to give employees adequate time, skills to interact among employees, and knowledge of open mindedness in the views of their members of staff (Cerci and Dumludag, 2019 ). Various studies demonstrate that leaders who show good, effective and efficient leadership are more likely to produce good, effective and efficient followers and subordinates ( Choi and Cho, 2021). These researchers examined the satisfaction of faculty members with a job at the educational institution (Chiat and Panatik, 2019). The study indicated that when adequate and due attention is given to the interpersonal relationships, identification, leadership, and supervision amongst employees, the level of satisfaction with a job is elevated (Daz-Carrión, Navajas-Romero, and Casas-Rosal, 2020). Efforts of devotion and belongingness of the employees towards their institute are considered as positive indicators of affective commitment ( Ohunakin et al., 2020 ) . Employees strive for success at their institutes and strive to achieve goals and targets (Diputra and Suwandana, 2022). These outcomes have a strong correlation with recruitment, retention and turnover. 
According to Oluwatayo and Adetoro (2000), the independent factors will negatively influence the performance of an institution by negatively affecting the performers. In order to increase profits for an institute, the work environment should foster a culture that facilitates the ability for employees and workers to become more productive (Devi, 2009). In addition, the study uncovered that social interactions and relations are important aspects of improving job satisfaction (Edosomwan, 2022).  Furthermore, energy, time management skills, and abilities are the key factors that govern overall satisfaction at work instead of money (Kurniawaty, Ramly, and Ramlawati, 2019).
Analysis
Feeling dissatisfied has been related to a number of psychological problems. Those who are not satisfied in their work environment will show that their institutions do not fully support them ( Gordon and Adler, 2022 ). Even minor disturbances can affect a person's character and motivation (Priyastiwi and Sofiati, 2022). In order to maintain effective group working and improve institute outcomes, it is authoritative to continue generosity and harmony.  
Employees with strong emotional commitment to their jobs as well as those with the ability to socialize tend to be more productive ( Raza and Nadeem, 2018 ). Employees who are dissatisfied in their workplaces, on the other hand, feel the opposite way. It is found that the variables of social support and institutional commitment correlate positively; thus, the quality of workplace relationships plays a very important role in the perception of institutional dedication (Grolleau, Mzoughi, and Pekovic, 2022). 
Practical Application and Deployment 
It is possible that employees lack the ability to participate in the decision making process with their managers, which ultimately results in them being isolated from the company ( Samsuri, Asaari, and Desa, 2020). A common observation in business is that if an employee feels uncomfortable at work he will be naturally detached from the company and his commitment to the enterprise will be damaged severely. The lack of interpersonal relationships in an institute is also among the leading reasons why employees leave a company. The research has predicted that company dissatisfaction affects a company's performance and attitudes, which results in a lack of commitment from employees and ultimately, their withdrawal from an organization ( Suwarno, Susita, and Wolor, 2022) . As a result, in the contemporary world, the institute cannot afford to dissatisfy its employees because the effectiveness of the staff contributes greatly to the success of the institute. The hotel will not tolerate poor performance by the employees, so if there is a failure to perform, they can fire them. The tempo and energy disturbances are reduced for employees who work in a peaceful environment ( Shahid, 2019 ). Consequently, they are more likely to develop more efficient strategies, which results in a better job outcome, and which is beneficial to the institute as well. A user's performance in terms of task performance and context is also a factor of work strain. In turn, this has harmed both the institute and the employees due to lower performance. 
Skills for Professional Practice 
Researchers have found that there are various variables that influence turnover ( Hee et al., 2018). Dissatisfaction can be attributed to workload, wages, work stress at work places, and the impact of a job on family life. The reason is that employees who work under complicated conditions are more likely to be dissatisfied with their job ( Heimerl et al., 2020 ). Leaders or pioneers can set an example of harmonious relationships and warm correspondence in an environment grounded in family or creates an atmosphere lacking in fellowship and trust where people act independently and are not personally associated with each other. As Katebi et al. (2022) points out, the possibilities of socialization in health care centers are conducive to improving patients' satisfaction levels. Good performance of employees depends on the work environment. The decision making authority should always improve the work environment in order to fulfill the needs and requirements of employees (Taheri, Miah, and Kamaruzzaman, 2020). By doing so, these employees would be able to work under the same conditions as others.
Conclusion
To sum up, it may be said that employees in an Internacional hotel where everyone eats together and visits during breaks or has connections outside of the working environment that include their families would be less likely to experience work dissatisfaction. Employees can discover their worth and relationship with the institution by using motivational factors (Bangwal and Tiwari, 2018). Maturity factors and motivational factors include the nature of the job, the sense of achievement, the recognition, the duties that are assigned, and the opportunity to grow and develop personally. In addition, the intrinsic motivation can be improved and felt by the employees (Mawardi, 2022). Using motivational factors can create a feeling of satisfaction among the employees. By contrast, the hygiene factor contributes to outer happiness only. Dissatisfaction cannot be converted into satisfaction with it. Even so, it remains one of the essential elements to ensure the sense of contentment among the employees of any institute (Mendes and Stander, 2011).
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