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Introduction  
The notion of employee engagement refers to the relational nature between the employer and employee, which makes the employee feel committed, passionate, and have unwavering efforts towards achieving organizational goals. Human resource managers affirm that employee engagement by organizations is assessed in terms of feelings and behaviors. Employees who have engaged in their workplaces demonstrate intense efforts in their duties and thus contribute to organizational goals. The rise and continuous spread of COVID-19 have affected humans' fundamental ways and interactions. The majority of global companies have resulted to means that will offer optimal support in the working environment where the discourse emphasizes employee engagement for increased productivity. In the UK, the Hilton Hotel is one of the major hotel brands that have demonstrated immense efforts on employee engagement after the Covid-19 pandemic. This paper will evaluate the aspect of employee engagement after the outbreak of the Covid-19 pandemic in the hotel industry.
The UK has numerous hotel brands rated four to five stars on the trip advisor website. With the increased population seeking hospitality services, there has been immense competition among different service providers in hospitality to retain employees who provide optimum services to their clients. For example, Hilton London Bankside is a five-star hotel with incredible decor, excellent facilities, and excellent employees who offer superb services. According to a journal published by Megan (2020), hotel brands in the UK are undertaking intense operations to ensure that they help employees and their clients amidst the Covid-19 pandemic. Hilton has demonstrated employee engagement in various ways, such as donating numerous rooms to employees and Covid control workers, providing mental health and support, employee protection, and short-term working and virtual conferences.
Aims of the Study
The main objective of the research is to evaluate employee engagement at the Hilton hotels in London. The following questions will drive the assessment of objectives;
1. How do the Hilton hotels manage or perceive the concept of employee engagement post the Covid-19 outbreak?
2. What are the suggestions that can help improve employee engagement at the Hilton hotel in London?
Research Objectives
1. To establish the impacts and efforts of employee engagement at the Hiltons hotel towards organizational efficiency.
2. To evaluate the limitations of Hiltons hotel in employee engagement in the post-pandemic period.
Literature Review
	In his study, Chanana (2020, P e2508) stated that engagement implies the physiological and physical presence of successfully implementing an organizational role. The three concepts that aid in the development of organizational engagement are mental criteria of meaning and importance, protection, and presence. According to additional research, when people are engaged, they use and convey themselves physically, intellectually, and mentally in their work roles. The intellectual aspect is affiliated with leaders', staff', and working environments' belief systems. Workers' positive or adverse perceptions towards the company and its management board are reflected in the feelings facet. The visible external force used to carry out a corporate role is its physical aspect. Albrecht et al. (2015) tested Kahn's model and discovered that meaningfulness, security, and availability of mental conditions are directly correlated with employee engagement. Other scholars coined the term work engagement and defined it as a positive and job-linked mental state characterized by capacity, commitment, and assimilation. Employee engagement was defined in the literature as participation, gratification, and high commitment to work (Rothmann, 2016 Pg. 317). According to this research, employee engagement is correlated to participation, overall health, and thoughts and feelings. Therefore, employee engagement has two major components: job and organizational engagement.  An engaged worker is always concerned with their initiative, function properly, and efficiency, and staff members want to believe that their tasks, efforts, and efficiency matter. Employee engagement is commonly defined as an internal mental state, a physical, sentimental, and psychological state that ties together a worker's dedication, gratification, and work output.
	In the limelight of the Covid spread chain, the hospitality industries established their employee’s mental gratification through the provision of measures that protect them from contracting the novel coronavirus. In the post-Covid-19 environment, workers need a new space typology to feel safe and secure from contracting the disease. Chen (2020) affirms that business firms have to establish new workplace cultures that will counter the factors that promote the spread chain of the disease. Even though remote working is not possible in the hospitality industry, some workers have been rotated on shifts to minimize congestion to meet social distancing demands. Workplace flexibility has emerged as a prime concern for major firms with many workers (Florio, 2020). For instance, the Hilton hotels have kept their workers engaged in their new work schedules through education and training for sensitivity. In countering the reduced workplace productivity amidst the pandemic, human resource managers have to conform to the new norms of operations that will help keep workers intact with their organizational roles. Pattnaik and Jena (2020) claim that the employee’s mental wellbeing is at the core where they have to be emotionally stable to conduct their duties.
	Engaged workers help accomplish organizational goals and mission, successfully implement its strategy, and create massive business outcomes. Further, employee engagement can be increased through various HR practices such as work design, hiring, choice, remunerations, mentoring, and performance appraisal (Sundaray, 2011 Pg. 53). Organizations that encourage individual engagement to oversee talent rationally and inform the employees genuinely, appropriately, and correctly will weather the present market storm and be successful. Organizations and employees rely on one another to accomplish their goals. Therefore, employee engagement is not a solitary event; rather, it must be ingrained in the organizational culture. Additionally, employee engagement in the workplace is influenced by career development opportunities, inspiration, information exchange, acknowledgment, worker hours versatility, a reasonable wage structure, a transparent and fair workplace environment, and involvement in decision-making.
This Covid-19 pandemic period was unprecedented for many organizations, and thus it is becoming increasingly essential to emphasize that no solitary intervention fits everything in workplace engagement and productivity (Surma et al., 2021 Pg. 11443). Management must consider adopting a broader approach that includes the adoption of management styles in order to encourage employees to gain optimal outcomes. It encompasses having the necessary cooperation structures in place to successfully profit their workgroups and employing methods that allow leaders and managers to track the performance of work assignments. Leaders must take deliberate actions, and if one technique backfires for their workgroups, they should seek another. A basic aspect of increasing productivity is eradicating team clutter, thus reducing conference numbers, managing multiple innovations, and minimizing distractions. In a quest to maintain employee productivity and performance in business organizations, management must accept virtual functioning as a "new norm" and reinterpret optimal productivity in the setting (Kansal, 2021 Pg. 68). In many cases, productivity does not imply prolonged working hours; rather, it is about figuring out how to produce more value equal time allocated.
Research Methodology
	The procedures and methods used to identify, select, and analyze employee engagement impact and necessity are covered in this section (Dźwigoł, 2018 Pg. 424). In addition, a combination of quantitative and qualitative methodologies will be used to assess the validity and reliability of the data for this research because of their merits.
Quantitative Research
	A qualitative study involving a systematic review of existing literature will be used. The advisory committee comprises senior researchers with expertise sourcing for Covid-19 global epidemic impacts on employee engagement and productivity in virtual office environments publications. The thorough investigation of grey literature will focus on the United Kingdom hospitality industry. The literature will be useful in giving theoretical backup on the practices in real-life scenarios, such as applying employee engagement and the effect of applying the strategies. A maximum of three hours will be assigned to search the Internet for appropriate literature. Directions will be supplied to the research associate who will perform certain tasks, which include identifying a webpage to gather information and spending a maximum of one hour searching a website employing the same search words as in the significant search; and then identifying any website for UK statistical department and spending a maximum of one-hour scanning websites for appropriate publications. The literature review resources will avoid bias in the research evaluation by focusing on wide impact and strategies in employee engagement in other industries.
	The exploration will also include a general Internet search using Google Scholar and online libraries. Furthermore, additional research will seek to identify relevant literature publications, including websites, articles, bulletins, financial reports, investigation assurance reports, and individuals. Free-text browsing will be implemented using the same search terms as the main search. In evaluating the statistics, thematic and content assessments were selected as analytical techniques. Thematic and content analysis strategies were chosen in this research because they allow for qualitative research (Bloomfield & Fisher, 2019 Pg. 27). However, it is still possible to qualitatively analyze data while quantifying it using content analysis. In this survey, content analysis employs a descriptive design in codings the data and the quantitative tally explanation of its codes.
Data Collection Methods
	The study will use both primary and secondary data collection methods. Survey questionnaires, personal interviews, and observation will be used to collect first-hand information. Self-administered surveys will be sent to the preferred sample respondents via email, and they will be asked to respond to the questions outlined. The sample collected will avoid all forms of prejudice and consider all the respondents who could possess critical information on employee engagement. The survey will seek answers to open and close-ended questions to ensure that even personal viewpoints are captured (Paradis et al., 2016 Pg. 263). This caption of an individual's perception will result in the rising of new ideas on what the Hilton Hotel could do to improve its engagement with employees.   The anonymity of the respondents will be used to monitor respondents' privacy issues. Furthermore, survey participants will fill out a consent form to agree to the terms and conditions (Islam et al., 2020 Pg. 49). Physical interview questions will also be conducted, with the primary respondents being Hilton hotel employees and management executives. The primary method will be used because it will be an informative study on the effectiveness of employee engagement and what can be done to improve it at the Hilton hotel after the global pandemic.
Expected Results
	Despite the employee engagement being declined because of a new emphasis on knowing how to cope with the Covid-19 disease outbreak, it is anticipated that the findings will assist in establishing efficient ways of engaging employees and boosting their productive capacity through digital office environments operation such as the virtual environment (Yawson, 2020 Pg. 406).  This research will help assert that the most key item to keep at the frontline to stay profitable and effective in the face of this pandemic is ultimate employee feelings through involvement.
Recommendations
	The Hilton hotels will have to improvise new mechanisms to serve the company reasonably and achieve the same purpose as before. For instance, some of the employees, such as supervisors, accountants, and managers, can conference virtually to avoid physical meetings that could act as a catalyst to the novel coronavirus spread. In addition, they have to organize telecommuting means to ensure that their workers can serve their clients even under the travel bans (Risley, 2020 Pg. 653). Another example is training and seminars on the new changes and systems that the firm is planning to launch. Feedback and reviews provided by the employees will help in decision-making which is inclusive and makes all people feel valued by the organization.
Conclusion
	In summary, employee engagement is a critical element that must be addressed for organizational efficiency and productivity. Global firms must therefore seek optimal ways that will help to engage their employees in the post-pandemic era. The strategies on employee engagement will also ensure that reduced employee turnover rates prevail, better clients’ relations leading to revenue gains and a positive reputation for the organizations. For example, the Hilton hotels are cautious about handling their employees and clients in the pandemic and continuous spread because of safeguarding their reputation. However, they should reinforce employee engagement as part of their organizational culture for more efficiency and positive outcomes.
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