
PROJECT PROPOSAL ON EMPLOYEE ENGAGEMENT
By Vivien Paloma Kalydy 1708253


Executive Summary

This report studied and developed a proposal that is based on extensive research and a researched Hospitality Organisation. It looks at personnel development and its relationship to organisational outcomes. The report is based on secondary research found by the writer, which has allowed the researcher to come to an unbiased conclusion on the significance of employee engagement. This report has analysed the effectiveness of employee engagement in hospitality and has found it vital to the development of the organisation. The project proposal has also researched the validity of the efficacy of flexible working and has found it a great way to engage with employees and increase employee satisfaction. 
This project proposal was written in the aim of encouraging employee engagement in the hotel industry. Research suggests that while some hospitality organisations are already in the process of encouraging employee engagement, some have not yet observed the value of engaged employees.
A number of reliable sources have been looked at in order to write this project proposal, and the researcher has, to the best of their ability organised the findings in an orderly and comprehensible fashion. However, it should be noted, that some of the sources may be dated and certain aspects of them can no longer be applicable to the conclusion of their analysis. This can be noted in the section for ‘Stakeholders’ Influence’, as it looks at media and social media.
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Introduction

The purpose of this report is to study and develop a proposal that is based on a researched Hospitality Organisation. This research will focus on personnel development and its relationship to organisation outcomes. Within this proposal, the writer will use research methods in order to come to an educated and unbiased conclusion. This project proposal will analyse the effectiveness of employee engagement in hospitality. It will also research in order to validate and consider the usefulness of flexible working in a hospitality organisation for the organisation, the employees and the stakeholders. 
There will be several point in this report relating to the different key stages and developments of the project proposal based on the area of discussion, such as a brief introduction to the host hotel, identifying the current issue of employee engagement and the talented work force, a discussion on the good and bad practices of employee engagement within the hospitality industry, identifying some of the key stakeholders of the organisation and their influence on and interest in the organisation, a conclusion to the project proposal, an evaluation of the proposal and the advantages and disadvantages to using either primary or secondary research.


















1.0 Terms of Reference

This project proposal was written at the request of the General Manager of the Host Hotel.  The date of request was June 5th 2018. The purpose of this report is to undertake an investigation into an issue of employee engagement. The compilation of this report was done by Vivien Paloma Kalydy. The report will discuss advantages and disadvantages of employee engagement and the advantage of flexible working towards employee engagement. The date on which this report is to be submitted is July 5th, 2018.
























2.0 Procedure

The procedure used to prepare this report used extensive research of various sources of secondary information, including scholarly textbooks, websites and online articles, books and journals.
The researcher read and selected sources related to the topic of this project proposal in order to find the most reliable and unbiased sources of information. The researcher has also attempted to find sources with contrasting views on the topic at hand in order to compile the project proposal in an unbiased manner.























3.0 Findings

In this section, the findings from the research are separated into sub-sections. These sub-sections will look at the host hotel; identifying the current issue based around employee engagement and the talented workforce; discussing the issue from the organisation, highlighting the good and bad practices- supported with sources. This report will also focus on 3 of the key stakeholders of the organisation and their influence on and interest in the organisation and theme of the proposal. This report will provide a conclusion to the proposal which will clearly offer suggestions to the stakeholders to help them develop a workforce with the right skills and attitude for lifelong employment- all of which will be positive. This report will also include and evaluation and brief description to the advantages of primary research methods.






















3.1 Host Hotel

The host hotel in this project proposal is the Marriott Hotel in Swansea. It is one of the smallest of the Marriott Hotels in the United Kingdom. The Marriott in Swansea is a hotel with a waterfront location with the sea on one side and the Tawe Basin on another. However, due to its location, the hotel also faces the wet weather associated with the seaside in Wales. The hotel is also one of the smallest in the U.K and so the hotel will also be one of the hotels with the smallest number of full time staff. The Marriott Chain, in theory, has one of the best employee engagement schemes during the recruitment process, as they employ the people who have the ‘Spirit to Serve’ and can acquire the necessary skills during their employment, rather than employing those who lack the spirit, but have the skills[footnoteRef:1].






















3.2 Employee Engagement

The issue of employee engagement and the talented workforce is that when hiring new staff, the hotel spends money or recruitment, through advertisement, training and employing new members of staff. However, if this cost results in recruiting an unsuitable candidate, the cost for the hotel will multiply, as they have to start the recruitment process over. On the other hand, once the new recruit is employed, but is unengaged in the current workplace, they may feel that they are able to transfer their skills to a different hotel[footnoteRef:2]. If employees do not feel engaged or listened to, then they will reflect a negative image onto the hotel or leave. Utrecht University[footnoteRef:3] has identified three elements of employee engagement; vigour, dedication and absorption, and according to Schaufeli & Bakker, without these, the employee no longer feel an “energetic and effective connection with their work” and they will no longer feel the ability to cope with the load of their job[footnoteRef:4].




















3.3 Good Practice

Some of the best practices of employee engagement are those that engage one to four of the basic emotional requirements; “acquire”, “bond”, “comprehend” and “defend”, as identified by Paul R. Lawrence and Nitin Nohria[footnoteRef:5]. The best way to keep the workforce engaged is to stimulate the four emotional drives of human nature, as these emotional needs “underlie everything we do”[footnoteRef:6].
In another article, Gerard H. Seijts and Dan Crim have identified the “Ten C’s of Employee Engagement”[footnoteRef:7] as; connect, career, clarity, convey, congratulate, contribute, control, collaborate, credibility and confidence.
One area of employee engagement that can be implemented in the hospitality industry is flexible working. In certain areas of the hotel, parts of this strategy is already in place, for example, in the Marriott Hotel in Swansea, many of the ‘Food and Beverage’ employees are on zero hours contract, this could be counted as “numerical flexibility”, as it is defined as it is the organisation’s capability “to adjust the quantity of labour to meet fluctuations in demand”[footnoteRef:8].  Zero hours contracts have a negative reputation[footnoteRef:9], however, if used in the intended way, it allows the employee and the employer to discuss and manage the most appropriate time schedules for work[footnoteRef:10].
It has also been written in an article, that on average, engaged employees are 31% more productive and that hotels with engaged employees have a turnover rate 24% lower that a disengaged hotel[footnoteRef:11]. This suggests that employee engagement pays and it does not take any extra cost to allow staff satisfaction.











3.4 Bad Practise

Employee disengagement, on average, can cost a company 34%[footnoteRef:12] of the salaries paid and with that, actively disengaged employees may also spread negativity to other employees, and also to customers.
In a book called “The 7 Hidden Reasons Employees Leave”, Leigh Branham highlights the process of employee disengagement and the steps that follow. However, within it is also written how re-engage with employees and boost employee satisfaction[footnoteRef:13]. 
General employee disengagement and dissatisfaction can lead to strikes by employees, and negative view spread by disengaged and dissatisfied employees, as shown in an article in The Guardian[footnoteRef:14]. Cases, such as the one highlighted in this article, reflect a negative light onto not only the hotel is question, but also hotels in general. Customers are less likely to stay in a hotel that has been in the news for bad treatment of employees, and potential employees are less likely to apply for jobs in a hotel that has been shown to treat their employees in a less than satisfactory way.

















3.5 Stakeholders’ Influence

To any organisation, there are many stakeholders, however, this section will focus on three and their influence on and interest in the hotel and employee engagement.
One key stakeholder is employees. Employees are some of the most important primary stakeholders, as any decision made in the hotel, both positive and negative, has a direct impact on employees[footnoteRef:15].
Another key stakeholder is customers. Much like employees, customers are also highly important primary stakeholders. Similarly to employees, many decisions made by the hotel, also has an impact on customers. On the other hand, however, while a bad decision made by the hotel may cost an employee their job, a customer would be able to find a different hotel to stay in. Employees would have to take the time to find a new job, and go through the employment process that could take weeks or even months.
In some organisations, such as Michelin, the organisation values employees as stakeholders over customers. This is because, they view that “every worker hopes to have a secure future[footnoteRef:16]”. In an article, Liz Alton writes that, as most employee hierarchy implies, customers are held at a bigger value than employees. However, in that article, she also recommends that employers should change that view, and put their employees first[footnoteRef:17].
The third stakeholder discussed in this report will be the media. The media is a secondary stakeholder, as it does not have a direct interest in the organisation as customers and employees have, but it can still have a major impact on it. Social media being on the increase, and the youth and new travellers being so invested in media, a negative representation in the media, or on social media can drive a hotel from the top of the food chain to the bottom line. However, many hotels have started to use social media[footnoteRef:18] to interact with their customers and so the negative impact of the media on hotels can be decreased. 









3.6 Primary and Secondary Research Methods

Primary and secondary researches both have certain aspects which allow them to be useful and reliable to an extent.  Sociological research has shown that all types of research can have strengths, but also limitations. Primary research methods, such as questionnaires and interviews, have found that they may not be representative, or that Hawthorne and social desirability bias[footnoteRef:19] may lead respondents and interviewees to say what they view the interviewer would like to hear. This can lead to invalid results.
On the other hand, secondary data has just as many limitations. The data having been collected by someone else may hold bias, or be out dated. Misinterpretations can also occur when using secondary data. They are also difficult to repeat, and so the validity could be questioned. However, secondary research data can allow access to information[footnoteRef:20] that may have been missed while researching primary data.
It has been found that using a mixed method, or pluralism is the most reliable, as it uses both primary and secondary data[footnoteRef:21]. This allows for both validity and reliability for the researcher. However, it is time consuming, and secondary data may not always have the same aim for enquiry as the researcher, resulting in varying outcomes.















4.0 Conclusion

In conclusion, it has been found that employee engagement is vital for a company’s future and that flexible working is as useful as it is practical for a hotel’s income. The project proposal has met its purpose, as research has been done on a hotel organisation, focused on personnel development through the analysis of employee engagement and flexible working and its relationship to organisational outcomes. The writer has researched many sources in order to come to an unbiased conclusion. In this report, there has been an analysis of the effectiveness of employee engagement within the hospitality industry and has researched the validity of the usefulness of flexible working.
The report has also separated the proposal into easy to read sub-sections such as the host hotel, good and bad practices of employee engagement and a review on the efficacy of primary and secondary research methods.
The project proposal has reached its aim of analysing the importance of employee engagement, and in conclusion to the report, it has been found that employee engagement is vital to the growth of the hotel industry and that dissatisfied employees have a greater negative affect on the organisation than most other stakeholders, as they can be the result of dissatisfied customers, resulting in a negative domino effect.

















5.0 Recommendations

The recommendation of the researcher is that employers should ensure employee satisfaction. They should take the time to listen to their employees, or create a system which allows for employees to have their voices heard. Happy employees result in happy customers, and employers need to sow their workers that they care about more than just profit for the organisation. Overall, employee engagement has shown to have a great impact, and the cost of happy employees can be flexible working and flexibility in work arrangements. 
In the Marriott Hotels, employee engagement seems to have been relatively successful, as they have daily meetings, and managers make an effort to celebrate birthdays and anniversaries. This allows the managers to be more engaged with their staff, and increase staff satisfaction. It is also in their core values; “take care of associates and they will take care of the customers[footnoteRef:22]”. This has been highly successful and has driven their “Take Care Movement”[footnoteRef:23].
The overall recommendation of the researcher to the Marriott Hotel in Swansea, is to keep the employees engaged in order to generate success and decrease to employee turnover rate.
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