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Introduction
This study proposal was written for the Hotel Ashford Castle in Cong, County Mayo, Ireland, to address the problems with employee engagement caused by a lack of trained personnel and a dearth of available workers. With a breath-taking setting on 350 acres, Hotel Ashford Castle requires 20 employees to take care of the 83 luxurious suites and rooms available. Because of the global pandemic and the hotel's temporary closure, some of the hotel's employees have started looking for other domains to generate income during the global pandemic with less chances of returning in the hospitality industry, but the castle of 800 years old is indeed astonishing, a legendary building with major significance, and a true pleasure for the staff to work here. The Guinness family lived there for many years, and it has since played host to many famous people, such as President Ronald Reagan and the Prince of Wales. Every member of the staff, led by General Manager Niall Rochford, who has over 30 years of experience, is given the autonomy to make a difference and provides extraordinarily carefulness, and the friendly Irish welcome is well-known across the globe. Since the hotel is already understaffed, greater effort is needed to prevent disengagement among the remaining personnel, and further training is required to make up for expertise lost during the epidemic.
First, the context of employee engagement must be understood so that a more appropriate solution may be sought. Employee engagement has been utilised to refer to a psychological condition (commitment, involvement, attachment and disposition, behavioural structure, temperament, or a mix of the above (Macey and Schneider, 2009). When attempting to define employee engagement, it is important to remember that workers must first be involved in their own life. Commitment and inspiration are the two components that make up employee engagement. There is no agreed-upon definition of "employee engagement," while the concept has been variously defined. More than fifty distinct meanings for the word "employee engagement" have been identified (McLeod & Clarke, 2009). The Gallup Organization defines employee engagement as an individual participation, contentment, and excitement for, their job (Harter, Schmidt and Hayes, 2002)

A good employee experience also generates an excellent customer experience, as stated in the Deloitte Global Human Capital Trends report. Recognizing the significance of its workers, the same idea is applied to their journey: the employee life cycle. 
Employee engagement survey
To make sense of such a human resources result, it is necessary to first comprehend the origins and development of the employee engagement, which is the primary emphasis of this study. Keeley (1988) recommended seeing businesses as social contracts, with the agreement between employees and employers being a living, evolving document. He elaborated that organisations are not people and therefore do not have goals, but that participants may have goals for the organisation and be able to take steps to achieve them. The employment connection, which Keeley defines as "the ties that employees form with the organisation and its members," may be summed up in three key areas (Bentein and Guerrero, 2008). First, organisations can't function without people or human resources (O'Donovan, 2019) since they're what give a company its vitality and drive to achieve its mission. Two, the relationship between the employer and the worker is one of trade. Blau first suggested the notion of social exchange, now known as social exchange theory (1964). Saying that "social exchange is a core component of social existence," he went on to explain how even the most complicated social dynamics can be traced back to more basic human interactions (Blau, 2017). This exchange connection is key to comprehending organisational harmony and efficiency, making social existence theory an important framework in organisational contexts, particularly at the individual level (Jepsen and Rodwell, 2010). Three, the connection requires continual care and nurture. To put it another way, the social interaction that allows for the creation of an organisation is not something that just happens; it is something that has to be controlled. According to Mintzberg, thinking of organisation means thinking of management, and what separates a formal organisation from a random gathering of people, a mob, an informal group is the existence of the structure of administration and authority, symbolised by a manager or many in a hierarchy to bind the entire endeavour collected (Mintzberg, 1989)

Employee engagement measurement
To maximise worker performance and interest, the employee training structure and questionnaire must be updated. They're less likely to depart if they trust their skills and the company's direction. Training boosts workers' technical abilities, knowledge, efficiency, and value-adding ability. Training is not constant. Staff training improves individuals and organisations. Train personnel in cutting-edge techniques and methods to succeed in business. New and older workers need training. New hires may learn and grow. Training may be expensive. Investing in staff education and development may lead to higher productivity, value-added possibilities, departmental relationships, and devoted personnel. Experts instruct employees as part of the company's training programme. Every worker requires it for diverse jobs. It boosts firm performance. A new position will need training. Employees may be told about the new role, setting, and context.
Companies might modify employee engagement to meet objectives. There is no agreement on "engagement," therefore metrics and suggestions vary. Improper or overly general issue or opportunity description inhibits effective action.
At this point, the issue of whether or not the questionnaire should indeed be translated into multiple languages emerged, as well as the number and types of languages into which it should be rendered. It is always challenging to get reliable data from surveys, but when respondents' native tongues aren't understood, things become considerably more complicated (Font and Méndez, 2013).
As a result, the importance of employee engagement to business success is generally acknowledged. However, if businesses prioritise involvement at the expense of their employees' well-being, the resulting enthusiasm may not last. With a concept of management practices grounded on solid research, this leaflet aims to give business owners and managers with a useful tool for fostering long-term employee engagement. Being engaged means 
having clear goals (thinking), being confident (feeling), and showing dedication (doing) to the organization's principles and goals. (CIPD, 2012)
The term "employee engagement" is the level of interest of an employee and the dedication to the job. Engaged workers are more likely to go above and beyond for customers, provide better results overall, and stay with the company longer. Highly engaged workers are enthusiastic and dedicated to their jobs, whereas disengaged workers are apathetic and offer subpar results. The goal of Hotel Ashford Castle management should be to increase employee engagement since it will benefit not just the business but the workers as well. There are essentially three types of workers: 
· Very invested in their job and give 110% every day. They care about doing their best work every day and contributing to the success of their company. They are extremely driven and productive, outperforming their less involved counterparts. Success in business is enhanced by having a big number of dedicated workers.
· Disinterested: Their daily activities are the whole focus of their attention. They often report feeling unappreciated and if their efforts have been wasted.
· Workers who aren't invested in their job aren't pleased, and their negativity permeates the office. Their negativity is contagious in the workplace, and they do the most damage possible to their employer as a result.
Numerous studies have shown the many advantages to businesses that can be attained via having an engaged workforce. Engaged employees are more willing to take risks and look for novel approaches when confronted with workplace problems (Macey and Schneider, 2008). Engaged workers tend to be more productive on the workplace, according to some research (Yalabik et al., 2013). Feelings of happiness, satisfaction, inspiration, zeal, and challenge are common among engaged employees (Bindl & Parker, 2010). Good feelings like these may increase a person's receptivity to new information, which in turn motivates them to take initiative and adjust their behaviour accordingly (Fredrickson and Branigan, 2005). The term "job crafting" refers to the process of "altering the quantity, breadth, or kind of job duties done at work," and it is an option for individuals who are invested in their jobs. Employees "make their own jobs" when they choose to do less, more, or otherwise non-standard duties. As a whole, employee involvement expands the range of their duties and responsibilities, giving their companies a competitive edge via their people that is hard to replicate. Profitability and productivity customer satisfaction and loyalty employee engagement. Employee engagement seems to have the possibility of improving both individual and organisational success. Organizations often conduct surveys and questionnaires to gauge employee engagement.
Training programme
The employee training structure, in addition to the questionnaire, needs to be revised and developed further to achieve maximum success and keep the employees engaged for longer. If they are confident in their abilities and the direction of the company, they are less likely to look for other employment. Employee training is a programme that aims to improve performance by enhancing workers' technical abilities, knowledge, efficiency, and ability to generate value in their roles. The training of employees is not ongoing, but rather occurs at set times. Training staff members improves their individual progress and contributes to the success of the company as a whole. In order to succeed in today's business climate, it is essential to teach personnel on the most cutting-edge techniques and methods. Training is vital not just for new hires but also for veterans of the company. It provides a chance for new hires to learn the ropes and grow professionally. Time and money spent on training may be a drain on a business. Improved productivity, more chances to provide value, stronger relationships across departments, and devoted workers are just a few outcomes of investing in your staff's education and development. As a part of the company's larger training and development initiative, employees get instruction from subject-matter experts. Every worker need it in various settings and at various points in their jobs. It's essential for raising everyone in the company's standard of performance. When a worker is transferred to a new position that is fundamentally different from their previous one, they will also need training. Employees might be briefed about their new role, workplace, and the organisational context in which they will operate.
When talking about people management, the word "engagement" is often used to include a wide range of concerns. Companies might adjust their understanding of employee engagement to fit their objectives. But because there is no general agreement on the meaning of "engagement," there are several metrics to use and contradictory recommendations on how to really attain it. Ineffective action is hindered by a lack of clarity on the nature of the issue, the nature of the opportunity, and the nature of the action that should be taken when the problem or opportunity is defined in a vague or excessively general way. 
In general, the plan for Ashford Castle to increase the level of engagement in the workplace might centre on:
· Motives, both internal (like being rewarded for doing something) and external (like getting praise from superiors) drive employees to succeed (working to get a reward).
· Employees that have a strong sense of belonging to their company are said to have high levels of organisational identification.
· Attachment to and enthusiasm for one's employer is what we mean when we talk about "organisational commitment."


















Conclusion
A good employee experience also generates an excellent customer experience, according to Deloitte report. It is recommended seeing businesses as social contracts, with the agreement between employees and employers being a living, evolving document. Organisations could not function without people since they are what give a company its vitality and drive to achieve its mission. Human resources is suggesting a survey to gauge employee morale and assist upper management decide what to do next. 58 questions in the survey were broken up into 9 distinct categories. Evidence suggests that employees benefit when they are actively involved in their job. Most definitions of employee engagement focus on those who report feeling better in general. Measures of employee engagement have been found time and time again to correlate positively with organisational performance. Work engagement and performance are related in a manner that is mutually influential. Better performance is a direct result of employee engagement, but higher employee engagement in turn leads to greater productivity.
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