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[bookmark: _Toc106401769]Introduction
Tourism sector is one of the most profitable sectors in the world as well as UK. There are many tourism companies provide services in the UK such as costsaver, Central Park Hotel etc. Central Park Hotel is a hotel company headquartered in Westminster Borough in London, UK. It provides accommodation services as well as other related services such as free Wi-Fi, family rooms, non-smoking rooms, restaurant, facilities for disabled guests, and bar etc. During Covid-19 pandemic, the hotel has faced a disaster situation that influence the heavily on employee of the tourism sector. Even though the Hotel tried hard to keep its employees interested and encouraged, the outbreak has put a lot of stress on the company's money and people (Arslan, 2017). When people don't feel like doing their jobs, they are more prone to losing interest in them. So, we will study the employee engagement and its impact on the organisational success.
[bookmark: _Toc106401770]Aim of this Research
The aim of this research is to examine the employee engagement and its impact on the organisational success in the hotel management field.
[bookmark: _Toc106401771]Goals & Objectives
Because of pandemic context, the research will examine the following aspects.
· The effect of health and safety at work on employee morale or productivity.
· The workplace culture & values of the organisation have an effect on employee engagement.
· Because of the furlough, the study has looked at how job uncertainty affects employees' willingness to stay on the job.
· Working-from-home policy and practices, as well as how engaged employees are in their jobs.
[bookmark: _Toc106401772]Research Questions
· What are major factors that influence on employee engagement?
· Is there any connection between the senior’s management performance and the employee’s productivity?
· What has the most effect on employee satisfaction?
· Is there anything else besides money that makes employees more interested in their jobs?
[bookmark: _Toc106401773]Primary Research
This investigation's primary focus will be to compile a summary of data from the previous study, therefore gathering those data will also be the primary emphasis of the investigation (Hands, 2016). In addition, websites that are official as well as websites that are not affiliated with any government, conference papers as well as journals, and research papers are all excellent sources of more information.
[bookmark: _Toc106401774]Secondary Research
Following the pandemic of Covid-19, the objective of this study is to investigate the perspectives of workers at the Central Park Hotel regarding job insecurity, organisational values and culture, security and health concerns, and the connection between these factors and employee engagement. In order to attain the most desirable results, it will be important to make use of both primary and secondary sources of information (Devi and Mahajans, 2019). In order to carry out an efficient analysis of the level of employee involvement in the hospitality business, one must first comprehend the following concepts:
New laws and regulations have been implemented in the wake of the COVID-19 epidemic, as well as simple survey questions that can identify opportunities and obstacles in employee involvement. Other data has also been collected. The most recent trends and movements in the hotel staff retention market can therefore be seen anywhere around the world, making this research easier to complete.


[bookmark: _Toc106401775]Literature Review
[bookmark: _Toc5446][bookmark: _Toc106401776]Employee Engagement & its Impact
If a person feels appreciated and valued at work, they have high levels of employee engagement, which is described as being enthusiastic about one's job, then they have high levels of engagement. Strong employee engagement is necessary for a company to have good performance. Those that have a staff that is highly interested in their job bring in revenues that are three times as high as companies that have a low level of employee engagement (Devi and Mahajans, 2019). As a result of low employee engagement, a major problem for many firms is the high rate of staff turnover. It is estimated that the percentage of workers who are dissatisfied with their jobs stands at roughly 57% in both the UK & New Zealand (Arslan, 2017). Because of the covid-19 pandemic, many of hotel workers were forced to resign their positions or take unpaid leave, which led to a decline in employee motivation, an increase in employment insecurity, and worry about the employees' safety and security inside the organisation (Eldor and Harpaz, 2015). It is feasible to anticipate an effect on the entire situation relating to employee engagement at a hotel through the combination of the components. This effect could have a positive or negative result.
[bookmark: _Toc106401777]Robinson model of Employee Engagement
This model could be of huge benefit when trying to gain a better understanding of the requirements that employees of a firm have. This model provides the guidance for determining the factors that inspire workers to feel appreciated, and as a result, to be much more productive in their employment (Imandin, Bisschoff and Botha, 2016). The Robinson Model identifies 10 essential aspects that is used to construct engagement-related efforts. When compared with other methods, this model highlights a different set of elements than previous models. An example of the mode is geven the following
[image: ]
Figure: Robinson Model of Employee Engagement (Imandin, Bisschoff and Botha, 2016)
During this post-covid-19 pandemic, the most important things for hotel employees to focus on are working together, having equal access to opportunities, having an evaluation process in place, ensuring their health and safety, working in teams, and being happy in their jobs. The staff members need to be assured that they would not be ignored by their superiors and that they'd be given plenty of chances to move up in the organisation.
[bookmark: _Toc106401778]The Kahn Model of Employee Engagement
William Kahn, an organisational psychologist, studied the idea of employee engagement. In his work, he found that employee engagement has three major elements: the physical, the mental, and the emotional (Mukhalipi, 2018).
Summer camp directors and architects were the subjects of a study by Kahn titled Psychological Determinants of Personal Engagement & Disengagement at Workplace. The study looked at what makes people work hard or not work hard at their jobs.
Kahn found that there are three psychological factors that make people more likely to get involved:
Meaning: Does an employee think their job is important?
Safety: Does the staff feels like they can say what they think at work without fear of bad things happening?
Availability: Does the staff feels like they can be their full self right now, both mentally and physically?
At the time, Kahn challenged the idea that employee engagement was based on how they felt about their work. He said that feelings, not thoughts, were the source of engagement. Kahn said this about his theory: "The engagement concept was built on the idea that people can really choose how much of one‘s real, individual selves they want to show and express in their work."
Kahn showed the cost of disengagement, which is when people do just enough to keep their jobs but don't put any of their mental or emotional energy into their work. Khan's theory says that employees only work harder when they feel like they can be themselves at work (Mukhalipi, 2018).

[bookmark: _Toc106401779]Maslow's hierarchy of needs model
Almost everyone who works in business has heard of Abraham Maslow and his theory of needs hierarchy. Most business courses include a tea break, and it's had a major impact on the way employees are managed (Afroz, 2016).
So to summarise, here we go. In 1943, Abraham Maslow published a paper titled "A Theory of Human Motivation" that established his hierarchy of needs. In psychology, Maslow developed a five-tiered model of individual needs.
In the notion, these five essential wants, bodily, safety, social, esteem and self-actualization are the driving forces behind motivation (fulfilment). An employee's motivation rises in direct proportion to the degree to which these demands are met.
According to the notion, a person cannot be completely engaged or satisfied in their position unless these criteria are met. Employees, on a fundamental level, require a secure job, a decent income, and a sense of security in their workplace. It is important for employees to have a feeling of belonging and to be recognised for their hard work. It is important for employees to grow, advance, be innovative, and be able to take action on their own ideas (Afroz, 2016).
In the hierarchy of needs, no need is more significant than any other. It is impossible for employees to do their best work if they aren't happy in all aspects of their lives.
[bookmark: _Toc106401780]The Aon Model
In order to develop employee engagement strategies that are more comprehensive, it is important to monitor the link that exists between the engagement drivers and the business results.
The employee engagement model developed by Aon Hewitt incorporates business results into the overall equation. It acknowledges that customer satisfaction, earnings, and other metrics within the organisation are directly impacted by the level of employee engagement inside the company (Stephanie and Gustomo, 2015). This relationship is made abundantly evident by the study; nonetheless, it is still much too easy to become bogged down in the specifics of engagement programmes and lose sight of the bigger picture.
The Aon Hewitt approach inserts engagement outcomes as a mediator, which allows it to bridge the gap between company goals and the factors that promote employee engagement. These are, in essence, goalposts that leaders may use to better evaluate the degree of engagement among their employees (Stephanie and Gustomo, 2015).

[bookmark: _Toc106401781]Research Analysis
[bookmark: _Toc106401782]Findings
Analysis of causes and consequences led us to conclude that employee involvement is essential. A study of current hotel systems and processes was carried out utilising secondary sources. Our research revealed a number of unresolved difficulties, and our comparison of current programmes to previously identified antecedents that impact employee involvement led us to develop new concepts for increasing employee engagement (Markos eta l., 2020). The second part of the book is devoted to strategies for increasing employee commitment.
Since each employee assigns different weights to variables that drive employee engagement, no single fixed framework can consistently & reliably illustrate the relevance and importance of all these factors. These variations can be explained by a variety of reasons, including gender diversity, ethnicity, and more. Complete induction programmes and training & development that are both challenging and rewarding are two strategies to make new workers interested about their careers (Chandani et al., 2016).
[bookmark: _Toc106401783]Evaluation
Professionally planned management and leadership development programmes should be included in a company's strategic plan, as well as chances for employee participation. A career planning intervention helped those most in need or most exhausted (Eldor and Harpaz, 2015). Positive psychology therapies can assist disengaged or low-motivated workers, say researchers. To begin, choose the company's employees. This is the discovering step. Second, companies must help people find meaning in their job by offering training and advancement possibilities (Yaneva, 2021). Ensure that each employee knows how their job contributes to corporate goals. Teamwork and support can motivate employees to work hard. Productive employees are more engaged. Tools, resources, as well as experiences may improve employee engagement. Employees who love their employment are more inclined to promote the firm and its products. Managers can utilise interventions to boost employee commitment and participation. Management must establish acceptable positions (Li et l., 2021). Management must modify the workplace for workers to enjoy it. Political workers have significant negative feelings, which may prohibit them from advancing through school and training. Employees' trust may erode, leading to a rise in resignations. Leadership impacts employee engagement.


[bookmark: _Toc106401784]Conclusion
A company's ability to communicate effectively is essential to the success of an engagement programme. At each level of the process, organisations must communicate effectively and regularly. An continual effort is needed to ensure that the firm's human resources processes are aligned with the company's long-term goals. It is imperative that all managers participate in the participation programme so that they may be held accountable. This confidence in top leadership executives will lead to strong and supportive collaborations, which will assist guarantee that the programme is effectively implemented. Improving employee engagement seems to be a long-term endeavour.
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