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Introduction

Hotel Continental is a 4-star hotel, located in the centre of Wales, 5 minutes away from Porthcawl beach. In the heart of the city centre, the Continental hotel welcomes any guests in a cosmopolitan and pulsating milieu, while offering peace and intimate retirement. Exceptional architecture and divine cuisine in a perfect harmony, timeless elegance tailored to the demands of modern life. The hotel is proud to have a Michelin-starred restaurant and a beautiful, restored town palace together.
With a total of 83 rooms, and a family of 117 employees, the hotel Continental is expecting to exceed the guest’s expectations at the highest standards.
The purpose of this proposal is to measure the hotel’s employee engagement and to address the issues that the hotel is facing nowadays. 
Having engaged workforce enables employees to give of their best every day, be committed to their organisation’s goals and values, be motivated to contribute to the success of the organisation and feeling better about themselves. (Engage for success, 2022)
“This is about how we create the conditions in which employees offer more of their capability and potential” (Logan, 2020).
Developing employee engagement requires trust, integrity, two-way communication, and commitment between an organisation and its employees. This approach contributes to individual and organisational performance, productivity and well-being, thus increasing the chances of business success.
Employee engagement can be measured, through different methods choose by the organisation. “Employee engagement is the emotional commitment the employees have to the organisation and its goals” (Mark, 2022).
Test Gorilla (2022) explains that employee’s engagement has a total of 5 factors, based on the research: mindful hiring, well defined company culture, involved employees, inspirational leadership and a foster care communication.
Hotel Continental will use as a track and measure method the pulse surveys for a motivated and inspire workforce and at the same time to establish the principal problem in the hotel at this moment, staff shortage and retaining the talented workforce.
Survey Monkey (2022) sustains that it is becoming increasingly difficult for any organisation to find and retain employees as they returned to pre Covid operations. To better understand the impact of the pandemic on the industry, pulse survey is a necessary tool to minimise the risks and address the problems.
Mariya (2022) explains that it is crucial for any organisation to conduct engagement surveys in order to give employees an opportunity to voice their opinions openly.
Lorman (2020) sustains that giving employees a direct voice to the management team, enables two-ways communication and involvement in development.

















Main Discussion
Employee engagement can be made or broken by leadership behaviour. A company’s values and goals are committed effectively by senior managers, not just by how well they treat their staff. (Gleeson, 2017)
Gleeson (2017) also mentions that positive engagement levels and greater employee performance are more likely to be achieved by managers who can articulate these ideas effectively.
Lorman (2020) said that an employee engagement survey ultimately helps to identify the best leaders and those employees who need additional support to improve their performance and their team’s output.
Guest Contributer (2020) state that “according to a 2016 study by Gallup, only 33% of employees reported being engaged in their work”. 
Gifford (2020) discussed the keys that are commonly associated with employee engagement:
•work engagement: measures of engagement include feelings of vitality, dedication and absorbedness at work.
•organisational commitment: this key is referring to the employee’s psychological feelings.
•organisational identification: the association between an employee with their organisation.
•work motivation: any factors that will increase the interest and commitment to their job.
Godden (2017) explains that any survey conducted needs to comply with GDPR, for the employee’s safety and any organisation needs to keep the employee’s information’s securely and safe.
Employees have the right to opt in or out of sharing such data, even though it comes from them. The company becomes responsible for the data once they decide to participate and understand how the employee engagement vendor manages cloud data. To comply with GDPR, all data must be stored on servers that are native to the EU using the highest levels of security. (Louis, 2018)
Benefits for using employee engagement surveys
•Employee engagement can be measured effectively and quickly with pulse surveys.
• Compared to other types of marketing, they can be relatively inexpensive and don't require a lot of resources up front. In other words, they are easy to implement and do not place a lot of work on the organisation. As a result, meaningful data can be collected easily and quickly.
•Organisational surveys can provide insights into staff satisfaction, commitment, and motivation over the course of a year, but they provide a snapshot in time and cannot provide insight into changes in these factors over time.
• Employee engagement can be tracked more frequently to provide a more accurate picture of how it changes as the business evolves.
•As a result of their rapid deployment, they are better able to recognize potential issues or problems in an organization and businesses are able to respond more quickly.


Cons:
•Most employees are paranoid, even though employee surveys are often anonymous.
•There are usually only one or two employee surveys conducted per year. As a result, issues that may arise in between surveys may have a long lag time and many good employees may leave as a result.
•It is possible for people to love their work but hate going to work every day. Due to the limited scope of most surveys, a real picture of the workplace is never captured.
•Since employee surveys are designed to address potential negatives, the results of these surveys receive much attention, while the positives are completely ignored.
 •It can be used as a justification for not responding if changes are not effective.
  When employee surveys can be managed adequately, the negatives can create the foundation for change needed when the positives can be managed effectively. It is essential to conduct them frequently, remain anonymous, and ask only a few questions in order to be effective. Happier employees will be more inclined to create something for their employers, not just satisfied ones. (Gaille, 2016)

Another way to track and measure the employee engagement is 1 to 1 meeting. LightHouse (2022) explains that, regarding soft skills, it's difficult to determine a precise value. Leaders know their importance, however. One of the most effective ways to develop soft skills is through 1:1 meeting. It differs from a typical group meeting in which status reports or strategy is discussed. Instead, 1-on-1s are devoted to building rapport, providing coaching, and gathering feedback. 
In this environment, employees can talk about issues that may be holding them back and get professional development advice from you, their manager.
“Employees who do have regular 1:1 meeting with their managers are 3 times more likely to be engaged” (Gallup, 20217).
Statistically significant data can again be found in Gallup's massive surveys carried out across the country. As they found in 2022, "teams with low engagement have turnover rates 18% to 43% higher than teams with high engagement. (LightHouse, 2022)
Pros of 1 to 1 meeting:
•Leadership and teamwork are strengthened as a result of these activities -by communicating face-to-face, they feel appreciated and acknowledged.
• A major benefit of these tools is that you will spend less time carrying out ad hoc conversations with your employees, communicating by email, and tracking down vital information.
• Meeting with employees one-on-one regularly increases their trust in their leadership. Interactions that are meaningful and frequent are necessary for loyalty.
• Everyone benefits from them -additionally, by giving your full attention to your team, you give them an advantage by discussing needs, goals, and expectations.
•Feedback they provide is meaningful and personalized-In order to provide feedback to your direct reports, one-on-one meetings provide the ideal opportunity to let them know how they're doing, and what they need to do to succeed.
Cons:
• Irregular -a lack of clear goals, weak agendas, and ambiguous next steps are common problems with one-on-one meetings with employees
• The rush -meetings with employees are often skipped or short-changed due to urgent priorities
• Strategic -rather than focusing on strategies, relationships, processes, and growth, one-on-one employee meetings focus too much on urgent activities and tactical issues.
• One-sided leadership is too often dominated by those with power, vetoing solutions that do not match their preferences, and limiting the discretion of direct reports.
Managers, coaches, mentors, and peers can conduct regular one-to-one sessions. The process of cultivating meaningful relationships can take time. Collaboration is essential, whether the participant is a manager, coach, mentor, or one of their peers. (Miles, 2022)













Conclusion
In order to measure work satisfaction, employee engagement is one of the most important indicators. In today's workplace, employees want a sense of belonging to their employers, to feel engaged in their work, and to have flexibility around schedules and location. A lack of recognition by managers, poor company communication, and not understanding the company's mission and engagement efforts can all contribute to low employee engagement. In today's business environment, employee engagement is increasingly important because it provides long-term employee retention, employee performance, and improved work quality. In addition, employee engagement has been synonymized with the concepts of employee satisfaction and employee experience, which consider both the hiring process, recognition of employees, and their transition out of the company. In order to develop strong working relationships and increase productivity, employee communication remains the most important tool. Developing employee trust can be easier when communication is clear and precise.
Puls surveys, 1 to one meeting are very important and accurate tools, helping any organisation to measure the employee engagement with benefits and drawbacks, allowing them to address the issues earlier, before they become problems.
The proposal for the hotel Continental will reduce the issues that the hotel is facing nowadays, and it will help the business to improve and to have a clear picture towards its employees and their needs. 
The hotel needs to concentrate on their employees and then they will concentrate to exceed guests’ expectations at the highest standards, feeling motivated and important.
It can be difficult to quantify employee engagement since it isn't something that's always easy to measure. A sense of engagement can be a subliminal feeling, an emotion, or a state of mind.
An organization's financial success is correlated with employee engagement and customer satisfaction. It's important for people to be engaged in the work they are doing and in how the organization is accomplishing its goals. A caring attitude and behaviour can only be developed when people are satisfied with their jobs, believe that the organization supports them, and are able to work with an effective human resources manager.
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