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INTRODUCTION
This essay aims to bring into discussion one of the big problems that many businesses face, namely the lack of interest of employees, who often come to work physically, but mentally and professionally are deprived of the desire to perform and to connect directly and fully to the objectives and goals that the company they work for has. However, through specific management and involvement methods, Human Resources can come up with a series of solutions that work and arouse employees' interest for better involvement and more active collaboration within the company, making them become an integral part of that business.

WHAT EMPLOYEE ENGAGEMENT IS AND HOW IT LOOKS GLOBALLY
Although there is no unanimously accepted definition of what employee engagement means, it can be said that an engaged employee is one who puts body and soul in everything he does, always being positive and well-intentioned in his activity, aiming for the interests and reputation of the company to remain visible, but especially to grow from day to day through his work and dedication, as well as through the continuous activity of his other colleagues (Martic, K., 2022).
Even if most companies have noticed how important employee engagement is, trying to find more and more methods to put the balance between work and life of employees in such a way as to satisfy their desires to perform, recent studies show that globally only 20% of employees are engaged in their work (Harter, J., 2021)

THE VITAL ROLE OF HUMAN RESOURCES IN EMPLOYEES ENGAGEMENT
No matter if a company is large or small, new or with tradition, Human Resources' role is extremely important to ensure business stability and employee loyalty. A company that is always in the process of recruiting employees is a losing company from the start (Hilb, M., 2016).
Any company with engaged employees experiences a direct positive impact in the activity it carries out. At the same time, a company with disengaged employees creates its own operating problems and implicitly financial losses. It has been found that worldwide disengaged employees cost global economy $8.8 trillion in lost productivity (9% of lobal GDP) (gallup.com, 2023).
One of the very important role of Human Resources is talent aquisitions and recruiting the right person for the right place. However, even if recruiting new staff is important for doing good business in a company, just as important is retaining old employees who play a key role that no one can deny. The energy and enthusiasm of new employees combined with the dedication and experience of old ones can provide stability and increased productivity to the business (Bridger, E., 2015).
It is important for the Human Resources department to identify early the key roles needed by the company to achieve success and to look, where there are gaps, to fill them with talent acquisitions that either from the beginning or over time, will bring added value to the business. For this, it must be taken into account that the first impression matter and no one would want to work in a disorganised and unattractive work environment (Pond, L.A., 2020). To make sure this not happen, HR must create onboarding strategy to help new employees to feel truly welcome in the company.
It is demonstrated that onboarding success start from the first day of employment and is based on a good introduction of new employee to the team, planned lunch with manager with time for questions and discussion more deeply about the role or what will gonna come next and eventually one-to-one meetings, if and when is necessary, and ongoing support during the employee’s journey with the company (Armstrong, S. and Mitchell, B., 2019). But to get here, the company must be attractive.

ATTRACTION AND RECRUITMENT
The first phase of employee lifecyrcle is attraction, where HR is trying to attract new candidates interested in being part of the company. An extremely important role is played by the company's brand, as well as the feedback it has received from former employees. That is why it is very important for former employees to leave the company satisfied with the time they spent there and the professional activity they carried out. A sefe and joyful work environment company will be always attractive for new candidates (Byrne, Z.S., 2022).
In the attraction phase, HR must be very careful how the company communicates to possible candidates, how the brand it represents can satisfy as much as possible of the wishes and needs of those targeted, offering them the possibility of a career in full development throughout the professional activity, as well as creating and promoting their own culture to arouse the interest and desire of new talents to be part of that business.
In recruitment stage is all about finding the right person for the job role, and this process starts from the bidding stage from the company, to finding the employee who meets all the necessary requirements and ends with his conviction to sign the employment contract, and includes the application and selection process, as well as transparecy (eg. compensation and benefits). The application process must be clear, simple an short, as well as consistent too, because the objective ist o get the right people you need to build a team that works well together to achieve all company’s goals. Using digital approach and technology in this process is helpful, being able to make these operations more efficient (Verlinden, N., 2023).

Why an employee is disengaged (some situations)?
Absence of career planning. Many times new employees have high expectations to develop their career in a company, but often this does not happen by itself, which leads to a reduction in employee engagement. The solution is for discussions to take place between the employee and the manager in which to establish a career plan for the employee, and this plan to be implemented. If needed, the manager can be a mentor to the employee, guiding him in professional situations where he needs it (Trost, A, 2020). This closeness can generate more trust from both sides.
Loss of motivation. Sometimes employees lose motivation, and this immediately leads to a decrease in productivity. This can be corrected by a few simple methods: giving the employee more mobility and autonomy, increasing team communication, and making a few small design changes around can refocus the employee (Williams, M., 2020). 
Same thing daily. Often routine destabilises physically and mentally an employee. This leads to a lack of desire of the employee to perform. Planning activities like office games, lunc and learns or celebrate birthdays at work can rise the level of employee engagement. 
The lack of promotion possibilities, the authoritarian attitude of managers, distrust in colleagues, lack of interest in feedback also create emotional problems for employees, which, ultimately, unevaluated and corrected, can lead to their resignation.

HOW COULD BE A TEAM ENGAGED
Studies show that in many companies, over half of employees are disengaged. This produces annually, in some cases, up to £5,000 per employee losses for the company. At the same time, companies where the vast majority of employees are engaged, have a profitability rate higher by 21% and achive 89% better customer satisfaction (Errera, R. 2022). So how can a company keep its employees engaged?
The feedback received from employees is extremely important for the proper functioning of a department or of the entire company. Many times, employees feel that their feedback is not taken into account (Boella, M.J. and Goss-Turner, S., 2020). By prioritising one-to-one meetings and treating seriously the messages coming from employees, management can implement early the necessary solutions to ensure a pleasant, functional and adequate work environment for employees, while showing them that their opinion matters.
Every employee wants a career, a job that gives him the opportunity to progress. To keep employees engaged, it is essential that their work and dedication are recognised and appreciated. Sometimes, rewards such as performance bonuses, diplomas of recognition or a few days off are small things that can make the difference between having a motivated employee or one who always feels unappreciated and ready to go (Kaye, B. and Giulioni, J.W., 2012).
Continuous learning and development in the workplace is a key factor in keeping employees engaged. In this regard, the Human Resources department has the obligation to periodically create training sessions through which employees receive all the necessary training for the job they do. These sessions must be well structured and comprehensive, not boring, but also not rushing the employees, while giving them the opportunity to learn as much as possible and apply the things they has learned in their daily work. The goals of this proces are to increase professional competence, developing talents and new skills and employees adapting to new changes in the work environment. This will increase productivity and performance, reduce resignation and will create employee loyalty for the company (Colman, H., 2022).
An engaged, motivated and happy team is a productive one, but for this to be maintained, an efficient communication is also needed, which takes place permanently both between employees and between employees and management. In addition, the more open lines of communication remain with management, the more open, confident and engaged employees become. Also, offering employees an flexible schedules, will allow you to keep your team energised and focused (Casadona, M., 2021).
When people feel that they are getting what they need from their work and the company they work for, they truly feel part of that business and become engaged in the whole activity. A first step that every manager must take to ensure that he has a team engaged is to get engaged with the whole team and find out what they need at work, what stands in the way, what should be changed and especially how he can help the team (Warrick, S., 2019).

WHAT INDUSTRY DO TO KEEP THEIR EMPLOYEES ENGAGEMENT
Marriott says they treat their employeess as the company want them to treat the guests. Having a vision about the business’s future, the company align employees around this purpose and prioritise employee well-being (Forbes, 2020).
Hilton promise to the team learning and development strategy to growing professionally, including: Hilton University, mobile apps for CultureWizard, LinkedIn Learning and SkillSoft, best-in-class hospitality learning via eCornell, GED tuition programs with certificate or degree, and some benefits like parental leave to four weeks and financial assistance for all adoptive parents (Hilton, 2023).
InterContinental Hotels Group says they have a culture of open and honest feedback and promote performance, values, diversity and inclusion initiatives. More than that, their employees are paid competitively, and rewards and recognitions are consistent, looking for early talent development all time, using their own Learning Management System (ihgplc.com, 2019). 

CONCLUSION
While an engaged employee has the full motivation to actively participate in and contribute with everything he can to the success of the company he works for, a disengaged employee will never try to exceed expectations, and his performance at work will be mediocre at best. In this case, companies must apply methods as early as possible to increase employee engagement, otherwise risking to lose a large part of productivity, and implicitly, of profit.
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