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RESEARCH PROJECT PROPOSAL


Executive Summary:
The Tower Hotel has a long and profitable history. However, in the pandemic inflicted considerable damage to the business operations. The Tower Hotel faces new challenges in the post-pandemic environment with regard to propelling business operations back to pre-pandemic levels. Introduction of measures and policies to invigorate employees can directly affect the performance of the Tower Hotel and help restore profitability. The author proposes to carry out primary research to solidify the link between Employee Engagement and organisational performance while also supplementing through extensive secondary research.  In this manner, the positive correlation between employee engagement and organisational performance can be implemented within The Tower Hotel.

I. INTRODUCTION:
The Tower Hotel has great reputation and 86 year-old history of being one of England’s finest hotels, homesteads and lodges, offering luxurious stays for our numerous distinguished guests at competitive rates. Located in the heart of Central London, 500mtrs from the London Eye, 1.2km from the Big Ben, with easy access to the underground and popular restaurants all around, The Tower Hotel boasts a unique, breathtaking view of the capital surrounded by city lights and the river Thames (Tripadvisor, 2021). 
Like so many establishments across the world, the Covid-19 pandemic severely impacted the usual business operations and profitability of The Tower Hotel. In the wake of the Covid-19 pandemic, the tourism industry and especially the hospitality sector faced huge problems due to lack of profits available to run their enterprises with some having to furlough employees, staff, laying off management, re-negotiating deals with sponsors, or trimming costs by way of reducing employee pay. Some establishments have closed down operations completely (Chronopoulos, et al., 2020).
In the post-pandemic world order, the hospitality sector is seeing a steady rise margins after a slew of Government measures aimed at revitalising the industry (ONS, 2021). As far as The Tower Hotel is concerned, retaining employees and keeping employee engagement operating at high levels remains non-negotiable to ensure survival. Employee engagement does not have a clear and scientific definition (Markos & Sridevi, 2010) but broadly refers to an employee’s involvement and satisfaction with as also enthusiasm for work (Bakker, et al., 2002). But why would this be of importance to The Tower Hotel?  How would employee engagement drive or propel organisational growth in the post-pandemic world order? This is the research issue that the author wishes to examine in detail using the following research methodologies mentioned hereinafter.
 
II. PRIMARY RESEARCH/ DESIGN/ METHODOLOGY:
The effect of Covid-19 pandemic and need for understanding how organisations maintain employee engagement in the post-pandemic world, especially for the hospitality sector shall remain the focus of attaining primary research by the author. Towards this end, the author would collect information and data from the primary sources – stakeholders and players active in the hospitality sector in London, England. 

· Conducting Interviews of hotel management with stipulated questions for a minimum of 10 Hotels in ___ area.
· Collecting information and data in the form of Questionnaire Surveys distributed amongst a minimum of 20 Hotels in the London & ____ area. 
· Issuing Feedback Forms to assess the perspective of employees towards management in light of post-Covid-19 pandemic vis-à-vis other sectors.

The statistical data obtained shall be on the condition of anonymity to ensure true and fair information is provided by the sources without fear of retribution from management, society, media, etc. The data gathered/ collected would be randomised with confirmatory factor analysis applied to ensure integrity and correctness of the data collected. Moreover, the author would ensure that in the process of collecting data from primary research sources, the data gathered maintains its nexus and validity to the research proposal.

III. METHODOLOGY & DISCUSSION:

a. METHOD OF PROCURING PRIMARY SOURCES OF DATA --
The author will utilise collection of primary sources of data and information to understand the real-world implications of employee engagement in the hospitality sector in the context of a post-Covid-19 pandemic society with improvements in economic conditions.  
The author shall organise extensive Interviews of hotel management and employees to procure information on candid aspects of employment such as, levels of employee engagement or interest post-Covid-19 pandemic; ways to retain employees for longer durations; best practices for employee engagement and employee performance for the hotels; inadequate or weak measures to motivate employee performance; correlation between employee engagement and performance of the hotel in the market. Such interviews would be taken for a minimum of 15 hotels in the ____ area of London, United Kingdom. Conduct of interviews would be strictly based on the condition of absolute anonymity to preserve integrity of data collected and curb likelihood of backlash.
Distribution of Questionnaire Surveys amongst the management of a minimum of 20 Hotels in the London & ___ area would further facilitate the author’s objective in ascertaining whether employee engagement and performance of a particular hotel carried any significance or is rather negligible on the whole. Preparation of fictional scenarios comparing the impact of Covid-19 pandemic on the average Hotel’s employee workforce and performance vis-à-vis post-pandemic employee performance would be one way of going about such Surveys amongst the management and employees interviewed.
Preparing Feedback Forms to assess the outlook of employees towards hotel management and whether any correlation exists in management policies and employee engagement in order to understand whether policies based on Employee Engagement result in a positive effect on organizational capabilities and outcome. Sharing Feedback Forms with questions on whether the organization has in place policies to promote Employee Engagement post-pandemic and if the same resulted in positive outcomes for the hotel would facilitate this process.
b. DISCUSSION OF SECONDARY RESEARCH –
The data collected herein-after is from secondary research on the aspects of employee engagement, its benefits and advantages vis-à-vis organisations including the hospitality sector, vis-à-vis post Covid-19 pandemic. Further, whether employee engagement has a positive and defined impact on the business organization’s performance. 
Adverse impact of Covid-19
The Covid-19 pandemic has severely impacted the hospitality sector both, macro-economically and micro-economically (Zenker and Kock, 2020). Hospitality industry saw early losses compared to other industries as tourism and occupancy saw a dramatic drop (Sobieralski, 2020). During such times of crises, the leaders or senior management must ensure that employees practice safe service towards customers as also while carrying out duties within the hotel premises (Coun et al., 2019). Practicing safety leadership is considered very effective in improving employee attitudes towards safety (Lu & Yang, 2010) which in turn, improves customer satisfaction in times of crises such as the Covid-19 pandemic. As Vickers (2019) argues, whether in good times or bad times, worker [employee] engagement should be a top priority of organisations. It can even be argued that maintaining employee engagement has become a harder task than before the Covid-19 pandemic (Sasaki, N. et.al. 2020).
Revisiting the need for Employee Engagement within the hospitality industry
In the wake of the Covid-19 pandemic, employee engagement has attained more central figure in the revitalization of the company.  The management of any business organization, hotel industry or other, must pay special attention to the prevailing health protocols and measures to protect both physical and mental health of their workforce (Sasaki, N. et. al., 2020). That employee engagement has a pervasive relationship with wellbeing is already established (Yang, X. et al., 2019). Wellbeing in turn, has positive effect on the output of the employee at the workplace (Proudfoot, 2009). An engaged workforce is much more likely to enhance the productivity of the company than an employee who is not engaged. Maslach, C. (1997) has also pointed out that employee engagement is the antithetical expression of burnout. In the case of The Tower Hotel, the management can introduce several measures to facilitate customer footfall and profitability; however, must pay special emphasis to enhance employee morale and engagement in light of the existing literature that points to the central role that employee engagement plays in driving organisational success (Schaufeli, W.B., 2013).
There is a predictive correlation between employee engagement and efficiency, productivity and organisational performance (Markos, S. & Sridevi, M.S., 2010).

Measures to enhance Employee Engagement vis-à-vis Organisational management 
Each organisation must aim to improve employee attachment and commitment towards the objectives and goals that it aspires to reach (Dernovsek, 2008). The Penna report (2007) showed that employees find performing tasks at workplace a smoother task if they find meaning in the work. Organisation can help engender employee engagement by providing increased chances of growth and promotion (BlessingWhite, 2006). Establishing strong relationships between senior management and workforce is an integral part of maintaining employee engagement (Penna, 2007). The role of the manager especially comes into focus for retaining employees. Development Dimensions International (DDI, 2005) reports that a highly engaged workforce can be created through proper communication, helping employees develop and grow, empowering them with responsibility, strategizing their efforts and recognizing results. Another strong indicator which contributes favorably towards engendering a more productive employee workforce is by increasing interest shown by the senior management towards employees’ wellbeing (Towers Perrin Talent Report, 2003). It is essential that employees feel valued and involved in the various components of decision-making in the organisation (Robinson et al., 2004). Another way of ensuring that organisations have higher chances of retaining the talented employees is by establishing close friendships between management with their workforce (Clifton, 2008). 
An important consideration underlying many of the most significant and impactful drivers of employee engagement is that they are characteristically non-financial in nature (Vance, 2006). In this context, organizations including the The Tower Hotel can undertake measures to enhance employee engagement without incurring high costs. Financial incentives do help, but in and of itself are not as beneficial as other drivers. 
Employee Engagement is intertwined with Organisational Success 
It becomes evident after the afore-mentioned studies that employee engagement bears a substantial impact on the likelihood of success of organisation within the hospitality sector. Several other employee outcomes are observed, including employee productivity, growth, retention, customer loyalty and commercialisation (Coffman, 2000). To take things further even more, Ellis & Sorensen (2007) contend that when employees are engaged, higher the chances of the organisation being above-average players in terms of the turnover in its respective industry. 
Meere’s study (2005) which accounted for more than 300000 employees across 40 companies showed findings that net profits reduced significantly over only a 3-year time period when employees showed signs of being disengaged. Signs included wasting time on mindless tasks, not fully committing to performing the task at hand, not making efforts to make changes. 
Maintaining Employee Engagement post Covid-19
Post the Covid-19 pandemic, it has become especially important for The Tower Hotel to maintain the high levels of employee engagement once the workforce resumes work at the premises in order to revitalise its business and commercial success. Jones & Kober (2019) suggest that in such tough times, management should remind employees of their core values while expressly providing support. Procuring feedback from the employees would also ensure that employees remain free to express their concerns. Open communication networks between management and employees to encourage honesty would also enable greater productivity. Finally, expressing that the management is committed to its employees would solidify the employee’s commitment to the organisation as well.


IV. EVALUATION AND CONCLUSION:
Primary research sources using Questionnaire Surveys, Interviews, and issuing Feedback Forms would facilitate gathering of data from primary and reliable sources. The individuals interviewed would provide answers on the basis of anonymity thereby ensuring that no threat of retribution is faced by the interviewee. The collection of the data would further be randomized and subject to confirmatory factor analysis to preserve the integrity of data collected. The findings from the primary research pool would shed light on the real-world practices in the hospitality sector behind employee engagement levels in the pre-Covid-19 world and post-Covid-19 world. 
Shortfalls of Primary Research
One shortfall in conduct of primary research was that the Questionnaire Survey used the same criteria of assessment of various parameters within same period of time. In future the research should be spread across more number of cities, states and countries to attain wider and diversified pool from which to procure information. 

A systematic review of the secondary research on employee engagement available online would assist in understanding the available literature, theory, development, perspective, outlooks, advantages and disadvantages of employee engagement vis-à-vis organizational context. Further, delineating such information from the perspective of the hospitality sector would highlight the effective measures from the non-effective measures. This would guide the author in appreciating the different elements and approaches to enhancing employee engagement in order to retain talent within the hospitality sector. Once such information is collected, the author would be required to sift through the information and analyze the correct data.
That employee engagement constitutes a central element in the re-building of operations of The Tower Hotel is clear. Only when employees are sufficiently motivated, engaged, interested, valued and active will the same be reflected in their work performance which is directly linked to the performance of the organisation i.e., The Tower Hotel. 
The author notes the effect that employee engagement has on the organizational success and the present research proposal makes the correlation and connection between the employee engagement and organisational performance an important consideration for research.
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