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Introduction:
The Phoenicia Grand Hotel is situated in Bucharest in a prime area for those who want to discover the city while on vacation or if they are there for business. It is situated in a lovely area of the city, close to many of the top destinations for leisure or business. The Phoenicia Grand Hotel is about 3 km from the Romexpo Exhibition Center, and a short stroll will take you to the lovely Herastrau Park, a great place for running and leisurely strolls. The distance to the Henri Coandă International Airport is only ten minutes by car. 
This hotel has 10 conference rooms that can be used for internal meetings, workshops, trainings, congresses, educational events or fairs.
Employee engagement:
The Gallup Organization was the first organisation to advocate for the commercial engagement notion. According to Buckingham and Coffman (1999), Gallup spent a considerable lot of time crafting the Gallup survey's questions.
Staff engagement was linked to productivity, profitability, employee retention, and customer service in a workplace audit. 
In order to increase one's sense of professional efficacy, engagement was further defined as an enthusiastic state of involvement with personally gratifying tasks. Researchers with an emphasis on job involvement (Avery, McKay, & Wilson, 2007; May, Gibson, & Harter, 2004; Rothbard, 2001) identified engagement as how people employ and expend themselves physically, cognitively, and emotionally during role performance, following the reasoning stated by Kahn (1990, 1992). 
Engagement also can be define like: “an energetic state of involvement, personally fulfilling activities that enhance one’s sense of personal efficacy” (Maslach & Leiter, 2008, p. 498)
Complex problems with Phoenicia Hotel's Hotel Management: 
Most hotels in Romania, and even those from around the world are experiencing a staffing shortage as a result of the outbreak. 
The Phoenicia Hotel called on the agency to have the neccessary staff for all the events organized within the hotel. This is a momentary , very expensive solution and therefore the management must find o solution how to keep and motivate employees.
Many business leaders have begun volunteering for employee engagement programmes as a result of the above positive engagement outcomes since they boost staff performance, lower staff turnover, and enhance employee well-being (Wright and Cropanzano, 2000; Taris et al., 2003; Griffith, 2004; Michie and West, 2004; Macey and Schneider, 2008b; Robinson et al., 2004; Hakanen, 2008) and helps to accomplish ultimate business goals. In a globalised market for free agents, information has become an organisational commodity, (Kroth & Keeler, 2009; Pink, 2001) and employee engagement has emerged as the undisputed top source of sustained competitive advantage at all levels, according to modern corporations. (Schwartz, 2011).Therefore, increasing employee engagement is becoming a part of the ongoing evolution and the only emphasis of the firms in order to become a socially responsible corporate citizen.
Objective of the research
Human Resources Development
To increase the power of productivity
To asseas and improve the organization a work climate
Implications for practice
METHODOLOGY:
A technique for gathering information from various new disciplines is the integrated literature review. It is an original type of study that produces new knowledge.  (Torraco, 2005 ). Given that employee engagement is a new term and is viewed differently in different contexts, an integrated literature evaluation is advised.


Literature review: 
According to a review of the research, engagement and work-life balance are related. Workplace relationships have been demonstrated to have an effect on "meaningfulness," which is related to engagement. According to Locke and Taylor (1991), those who have positive interpersonal interactions with their coworkers find their jobs to be more meaningful. Regardless of demographic factors, management style, job design, and employee voice influence the level of engagement among employees. According to HR professionals consulted by the Institute for Employment Studies (IES) in 2003, there are a number of ways to boost employee engagement in an organisation, including two-way communication, good line management, a focus on professional growth, efficient internal cooperation, a commitment to employee well-being, visible commitment by managers at all levels, and clear, accessible HR policies and practises. These factors, which are crucial for firms to have an engaged workforce, are similar to those frequently seen in literature.
DATA ORGANIZATION AND ANALYSIS: 
Ways to better analyse employee engagement results is to conduct a drivers analysis, segment the results, to combine multiple surveys into one, employees needs to feel accountable and part of the process, managers shpuld be actively involve.
Self-Role-Expression Approach to Engagement
Self-Role-Expression Approach to Engagement Kahn (1990) conceptualized engagement as the “harnessing of the organizational members’ selves in their work roles” (p. 694), expressed affectively, cognitively, and physically. Affective expressions of involvement include expressing excitement about one's job and developing an empathy for others. Being aware, actively thinking and tracking information, mentally connecting,unconnected puzzle pieces when solving problems, questioning and displaying genuine curiosity, and being focused and absorbed during role performance are all cognitive expressions of the binding of the self in one's work role. Last but not least, physical expression is vigorous and dynamic movement at work. Kahn (1990) framed engagement within Goffman’s (1961) role theory, which claims that people differ in how attached they are to their roles and that their role performance shows how attached or detached they are. People are engaged when they experience three psychological conditions: availability, meaningfulness, and safety,  (Hackman & Oldham, 1980),(Alderfer, 1972), according to a theoretical model developed by Kahn based on motivation and interpersonal/group theories like the job characteristics theory and existence, relatedness, and growth theory. According to Kahn, engagement is a single idea that is expressed by the harmonious union of affect, cognition, and conduct.
Construct-Level Relationships: 
Engaging people in an interactive learning process changes their perceptions of relationships and communication and increases their capacity to establish positive working relationships. Once participants have acknowledged the value of strong connections at work and have agreed to contribute to their development, they must examine their own objectives. Managers can ask the participants what is important to them, what they want to accomplish at work, and who the key individuals are that they must work with in order to achieve their goals. This aids in giving relationship-building a strategic perspective. Also, trust is so important for constructive work relations.
SUMMARY AND CONCLUSION:
Based on the recommandation of the Hr Manager, the human resources departament of the Phoenicia Hotel, should take into account the plan for assesing employee engagement and retaining the skill staffin the bussiness operation. Literature review, construct level relathionships, data and analyses can show the real proportion of employeesretantion expectations for engagement as well as their level of satisfaction.
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