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Introduction
Owing to the present outbreak, some hotels have had to adapt their human resource management strategies. Changes in the workplace and social environment, such as migrating to remote work and adopting new workplace policies and procedures to minimize interaction, are occurring, according to Shortland (2021). As a result, workers have difficulty detaching from job obligations, separating their personal and professional lives, and other psychosocial dangers, such as isolation. In response to the pandemic's sudden volatility, the owners of the Starboard hotel claim that they conducted a thorough examination of their costs, which resulted in a leaner, more efficient hotel and a 5c model that will ensure that the company's current employee engagement situation is resolved. The company's ability to weather the pandemic will be aided by the company's efforts to increase employee versatility and streamline hotel operations, as well as by reducing headcount to support a smaller customer base and making use of the company's flexible furlough policy. Covid-19 will be starboard's gateway to a stronger and more stable recovery if its commercial teams and management initiatives succeed in their efforts to propel the business ahead. Workers at starboard have had to deal with complex conditions, including increasing workloads, longer working hours, and fewer breaks. In addition, the risk of contracting the virus at work and passing it on to loved ones is a major issue. Layoffs, salary cutbacks, and furloughs have all contributed to a growing sense of job insecurity and economic loss among employees. Workers' health and well-being are seriously jeopardized due to workplace stress. There is a shortage of workers due to the government's layoffs policy, so workers must compete for the best and brightest. When asked why so many employees were not returning to work after a furlough, management indicated various factors at play (Sanyal and Haddock-Millar 2018).
Literature review
Researchers propose using peer-reviewed literature to help solve starboard hotels' problems right now. These crises call for a new approach to human resources management that puts workers first, pays attention to collaboration, communicates clearly with employees, provides incentives to push them to overcome their uncertainties, and ensures telework tools (Hasnat, 2021). In addition to boosting employee well-being, these strategies are designed to help the organization recover and improve its performance, mostly through employee engagement. According to a new study, work engagement and well-being are linked in a statistically significant way (Soomro and Haqqani 2021). Work engagement and well-being positively affect positively affect efficiency, productivity, and a firm's success in this area.
Methodology
Qualitative and quantitative data will be gathered and analyzed in this project. They will gather secondary data from published research on the influence of technology on the hospitality business and the hotel sector. Because of this, the study will concentrate on a review of existing literature in the field of hotel employee engagement. Situational and ethnographic inquiries with hotel managers will obtain qualitative structural data, such as staff engagement initiatives and their implementation (Zheng and Tian 2019). In addition, they will obtain participants' agreement before any main data are gathered using open and closed-ended questionnaires. Analyzing and integrating primary research findings are another systematic review of academic writing. It discovers relevant researches, analyzes their quality, and sums up their findings using this method. They should conduct objective, thorough, and comprehensive reviews. Systematic reviews need a bibliographic database search technique, a suitable appraisal of the studies included in the analysis, and an effective summary of the data acquired. To eliminate bias in selection, data collection should be thorough. To do this, a thorough search should be conducted using acceptable selection criteria across as many different sources as feasible.
Using this strategy assures that the integration of the research is carried out in a rigorous, transparent, and reproducible way. A search approach was used to locate existing studies, appraise their usefulness and relevance in a given research subject, assemble numerous studies completed separately, at times with opposing results, and integrate their significance for the research. They used the bibliographic database to conduct the information search approach (Web of Science). As far as social sciences go, it is the most respected database out there. We conducted a literature search using keywords for the systematic review. The researchers' subjectiveness in data gathering was eliminated by employing this methodology. WoS-indexed journals were the primary source of information for this investigation. "wellbeing" and "staff engagement during COVID-19" were the keywords used in the search.
Theoretical framework: Employee Engagement and Well-Being
Workplace policies and practices that develop and preserve a sense of well-being in the workforce should be implemented by healthy businesses, resulting in a high level of productivity (Sanyal and Haddock-Millar 2018). In contrast, a toxic or unhealthy organization is characterized by poor work, excessive absenteeism, and frequent staff changes. That increases the risk of significant financial and productivity losses for businesses.
United Kingdom health organizations, on the other hand, have a staff that performs well and is happy, which leads to a strong financial foundation. Workers' psychological well-being is a crucial factor in performing well and behaving well in the job, says Goldstein (2020). As a result, there is a positive association between organizational success and employee satisfaction. Engagement and organizational goals are also linked to the firm's ability to meet its goals and objectives. One of the best ways to improve the well-being and performance of employees is to create a work environment that fosters employee engagement. Sustaining employee engagement levels depends on well-being from a unidirectional perspective.
Employee engagement has yet to be defined in a single, universally acceptable way. It is not apparent what the term of employee involvement means, according to Adhitama and Riyanto (2020). It has been a trendy issue for special journals and consulting businesses over the past several years, but just a few academic types of research have been published on this topic (Ahmed and Pumdara, 2020). Who described employee retention as the workforce's positive emotional links and commitment, which include participation and involvement in their job, are some of the current state-of-the-art highlights Tripathi and Bagga (2020) argue that engagement may be conceptualized as either a trait optimistic view on life and work, state sensations of energy, absorption, or behavior (extra-role behavior). Because of this, the concept of employee participation has been interpreted in many ways (Meier III, 2021). Empowered employees express their authentic selves through their physical involvement, conceptual understanding, and emotional links, according to an original schema of organizational commitment as resources in the form of cognitive, emotional, and physical. Another strategy proposed by sees participation as the antidote to burnout. Another study that drew on the Utrecht study referred to "work engagement" instead of "personal engagement" and suggested that engaged workers are more likely to do better than their disengaged colleagues (Meier III, 2021). Work engagement is linked to individual participation, fulfillment, and workplace excitement in the satisfaction- engagement strategy. Developing employee engagement requires a two-way conversation between the company and its employees. Tate and Randall (2021) define involvement as "being emotionally present when occupying and implementing an organizational position." This management necessitates an effective communication process. Adhitama and Riyanto (2020) argued that work satisfaction is a component of employee engagement, but only if it is handled in conjunction with all the other basic components involved. According to Maltseva (2020), a company's ability to motivate and inspire its workers is a sign of its success. The goal of these pieces was to draw attention to the concept of employee engagement. The multidimensional approach to interaction, which is related to Doyle's (2020) distinction between 'job engagement' and 'organizational engagement', suggests that engagement may have a variety of foci, much like commitment. According to the findings from an examination of engagement's history, it is safe to conclude that the scientific community agrees on the definition of employee engagement as a positive, fulfilling state of mind characterized by vitality (energy, resilience, and the strong desire to work hard), dedication (involvement, enthusiasm, and pride in one's work), and absorption concentration, as well as overall well-being, while at work. Engaged refers to a more permanent and widespread effective–cognitive state that is not focused on any one item, event, person, or activity (Doyle 2020).
A 5Cs Model to strengthen Employee involvement in starboard hotels
Most employment initiatives are targeted at short-term employment and temporary unemployment programs during the pandemic crisis. To sustain employment and economic activity, there are also significant actions done by starboard, especially connected to workplace health and safety. For this reason, they established many shipboard wellness initiatives in response to the pandemic's effect on workers' health (Chanana, 2020). There are several hurdles and obstacles to overcome regarding employee involvement following the COVID-19 health crisis. As a result of the pandemic's lockdown, social isolation, and safety precautions, the general well-being of the population is affected (Chanana, 2020). A global pandemic's high degree of transmission has compelled businesses to take immediate action to protect their operations and the safety of their staff. Because the epidemic is still raging, it is too early to say whether or not companies are succeeding in adapting to these changes. However, if they want to keep going, we can point them in the right direction regarding government initiatives and regulations and examples from other hotels that have worked.
Communication
To meet the present difficulties, effective communication is essential. Because of the current climate of unpredictability, all communication must be based on a two-way exchange. We cannot ignore the importance of maintaining good working relationships with coworkers, superiors, and subordinates. Affect is one of the characteristics discovered in studies and research to influence employee interactions (Oliveri and Mislevy 2021). they should craft messages with sensitivity and compassion for the problems of employees. The reorganization is an important element of a management style that emphasizes mentoring, coaching, and an environment of acknowledgment.
Cultivation
Not many companies have maintained their whole personnel in the COVID-19 economic situation. Although the return to their work is assured in Europe for six months following the completion of an ERTE, the necessity for furlough may damage employee engagement with the company and lead to more uncertainty. As a result of the current economic context, an employee may believe that the company will still have to cut jobs following the ERTE.
Confidence 
Workers' well-being is greatly influenced by their work environment (Khaire). Despite the vagueness of the term "health," the World Health Organization (WHO) insists that good health encompasses more than just the absence of disease. As a result, stress or cardiovascular disease may be triggered by organizational injustice. Lengthy-term effects on an employee's health and well-being might include sleep issues, inflammation, and a long list of other problems arising from exposure to this type of workplace injustice (Khaire).
Compensation 
The means to reward a service or task or the person who does it is through remuneration, which typically involves monetary payment (Bana, 2019).  As a general idea, pay fairness does not include a particular amount of money, as each person estimates what they consider a fair compensation based on their talents, experience, and risk. Employee engagement and well-being at work are strongly linked to the payment provided by the employer and may not be in line with this compensation (Bana, 2019).
Conciliation 
Bhusan and Sar (2020) did research titled "Flexibility at work" and found that before the financial crisis, 60% of UK workers thought that their company had implemented remote working policies, while 70% were in favor. Before the epidemic, remote working was a rarity, with less than one in twenty European Union employees doing it regularly in 2020.
Conclusion
According to this report, the present pandemic has had a significant impact on employee engagement management. In light of this investigation, a plan has been presented to help starboard hotel reinvigorate its workers' passion and engagement in the face of the pandemic's worldwide turbulence. As a result, each manager will be aware of the most essential aspects of employee engagement that they must control and the actions that they must take for the process to succeed. Cultivation, Conciliation, Compensation, Confidence, and Communication are all emphasized in the suggested model for increasing employee involvement, and indicators are offered to track each one's progress. There are two ways in which this research contributes. It provides a framework for enhancing employee engagement by incorporating prior theoretical findings presented in the scientific literature. So, the article's findings provide a coherent model for health and well-being regulations in the workplace, together with the expected good effects of the COVID-19 pandemic crisis.
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