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Proposals are written documents that outline what someone proposes to examine, how they will go about doing so, and the rationale behind their decision to do so. The goal of a research proposal is to persuade the research supervisor, board, or institution that the proposed research is feasible and practical to do so (Klopper, 2014). The level of enthusiasm and dedication that an employee exhibits toward the task that they do is referred to as employee engagement. When workers are engaged, they feel accountable for both the performance of their job and the productivity of the organization as a whole, and they believe that the contributions they make have a big effect on both of these things (Kular et al., 2015). Engaged employees aren't only in it for the money; they may see a connection between their well-being and their work output, and hence see themselves as critical to the organization's growth. Employee engagement is essential to the process of preserving talented employees and is an essential component of the jigsaw that is employee satisfaction (Saks and Gruman, 2014). Alienated employees are much more likely to quit their positions, so it is necessary that employees be kept interested in their work. According to the findings of recent studies, workers who are enthusiastic about their jobs are more strongly motivated and dedicated to the companies for which they work (Saks and Gruman, 2014). The Waldorf Hotel is one of the finest hotels in London having a friendly group of employees. Still, there are lacking in the employee engagement factors within this environment due to lack of training, staff shortage and a few more. In this report, an overall assessment about how some common and popular measures can be utilized effectively in order to bring a positive change in the level of employee engagement and retention of employees in one of the popular hotels of London; The Waldorf Hilton Hotel, has been thoroughly illustrated. 
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The Waldorf Hilton Hotel

One of London's oldest hotels, the Waldorf Hilton, was originally known as the Waldorf Hotel and is located in Aldwych. It was built in 1908 and is a member of the Hilton Hotels & Resorts family. An illustrious Astor member of the family, William Waldorf Astor, the 1st Viscount Astor built the hotel's first incarnation (Historic Hotels, 2014). The hotel has 298 rooms, including 19 suites, for guests to choose from. To continue in the American tradition of providing guests with a room to pause for supper, tea break, or a drink, the Waldorf London was launched in 1908 with a purpose (Historic Hotels, 2014). 400 rooms, more than 176 bathrooms, heating systems, and a telephone at the bedside were some of the hotel's revolutionary features when it opened.
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Figure: The Waldorf Hilton Hotel (Hilton, 2022)
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The term "employee engagement" refers to a state of mind that can encompass any combination of participation, mood, productivity etc. When attempting to define employee engagement, it is necessary to keep in mind that individuals must first be involved in their own private lives in order to be considered engaged in the workplace (Macey and Schneider, 2015). An employee is considered to be engaged when that employee is cognizant of the business setting and collaborates on a daily basis with other employees of the organization to enhance the overall performance of the organization for the sake of all individuals and the organization as a whole (McBain, 2016). Committed employees are those people working for an organization who have the perception that they are treated with respect and fairly treated, that they have more than enough opportunities to grow, that they are aware that they are heard and understood, that they realize how they play a part to the goals of the organization as a whole, that they are satisfied with the work that they do etc.
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Engagement of workers is critical across all sectors, but especially in the hospitality sector. Employees are generally the first safety net for a hotel's profitability. Customer happiness and profitability potential can be reduced if employees aren't engaged in their roles or in their relationships with the guests (Macey and Schneider, 2015). And in a high-turnover industry like the hospitality, it can be difficult to keep employees engaged and happy.
Waldorf Hilton is a hotel which has been on the commendable side of each and every customer’s reviews who have stayed in the hotel in some time period. The source of its popularity and its success is sourced to mainly having its employees deeply engaged into teamwork and having a care for each other. Importance of employee engagement from Waldorf’s point of view is immense (Historic Hotels, 2014). Incorporating successful ways to increase employee engagement can have a favorable impact on employee turnovers, workplace culture and customer relationships, profitability and growth. Having engaged employees can have a positive impact on the overall effectiveness and profitability of the Hotel (Dalal et al., 2015). As a result, their production level rises a notch when they are satisfied and can be counted on to go above and beyond the call of duty. It is possible that their outputs will likewise be of a greater quality (Andrew and Sofian, 2015). Waldorf should invest in employee engagement techniques in order to keep their employees and enhance the quality of their products or facilities, all the while strengthening their brand image and reputation.
Employees that are actively involved in their work are more likely to be high achievers and go the additional mile. Customers and colleagues alike are impressed by the proactive nature of these employees (Welch, 2015). People of all backgrounds of life know they can count on the Waldorf Hotel to deliver a memorable stay and garner experiences that are well worth their money.
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Employee engagement is based on a common vision and a loyalty to the company. It is defined as how an employee feel about their job, their colleagues, and the company. To keep employees engaged and loyal to each other and the overall company, it is necessary to measure employee engagement (Kumar and Pansari, 2015). To better understand what the engaged employees look like and think like and how to enhance engagement levels, employers need to measure employee engagement for a core understanding (Saks and Gruman, 2014). A good plan for employee engagement must include not only giving workers a place to air their thoughts and feelings but also actively listening to what they have to say and responding to their suggestions in some way.
Surveys
The most reliable method for gauging the level of employee engagement is to conduct surveys. An employer has the ability, through both the initial, more in-depth survey and the short follow-up surveys and questionnaires, to investigate particular concerns over time and throughout the entire company without the influence of human biases (Shrotryia and Dhanda, 2019). When conducting employee surveys, asking a selected few open-ended questions rather than adhering rigidly to a Likert scale or other analogous system might yield results that are even more insightful because they are stated in the employee's chosen terms.


One-on-one interviews
The time-honored practice of doing periodic reviews can be replaced with the more constructive and fruitful practice of holding frequent one-on-one interviews sessions with managers (Moisander et al., 2015). Employees are given a continuous platform in which to address issues, provide input, and, from the viewpoint of the manager, develop a valuable relationship with their employees (Stoneman, 2014). Additionally, as a part of a continuous assessment collecting approach, this routine check has become essential in establishing a healthy, fruitful, and collaborative connection between a manager and the employees of the company that the manager oversees (Shrotryia and Dhanda, 2019). Naturally, a connection of this nature is more conducive to higher levels of employee engagement, work satisfaction, and profitability, in addition to a wide range of other advantages.
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Figure: One on one interviews (Shrotryia and Dhanda, 2019)

Focused Group Discussions
These conversations offer much of the same perks as one-on-one interactions, but they do it from the perspective of a wider audience. Managers have the ability to lead a guided conversation on a particular issue or the likelihood of an event that may have been prompted by the results of a survey (Packer-Muti, 2014). By using a format similar to a public forum, it is possible to delve even deeper into the topics at hand. The use of digital technologies to facilitate these conversations and evaluation sessions is another way in which technology may assist managers in maximizing the results of their efforts (Othman et al., 2015). These systems allow companies the capacity to analyze perception through the feedback dialogues, and in the process, they also give every participant in the group an equally big voice.
Measuring employee engagement is an important activity for every organization, as this measurement will bring in all sorts of positive result for the company as a whole and its employees. A happy workforce does not necessarily equate to one that is actively engaged in their work (Attridge, 2016). This psychological state of engagement is what enables individuals to build connections with one another, which in turn propels companies ahead (Sorenson, 2015). When a company measures employee engagement on a regular basis, it can avoid problems from arising in the future, improves a company's ability to understand what its workers like and what they don't like about the company, helps in understanding the reason for absenteeism etc. are some of the reasons behind the necessity of measuring employee engagement.
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Engagement is a construct that needs to be measured for an effective performance. Employee feedback is gathered through engagement surveys, which serve as a tool for providing input and are utilized on a regular basis as a measure of how effectively an organization is performing (Flanagan, 2014). In the case of the Waldorf hotel, this measurement of employee engagement needs to be as appropriate and as efficient as possible. Employers can examine a multitude of elements when attempting to measure employee engagement (Kumar and Pansari, 2015). Some of these factors include the extent to which an employee takes great pride in the hotel, their eagerness to go beyond and be selfless, and start behaving as a team player, their perception in the services provided by the hotel, and their faith that the hotel enables them to succeed and grow. As a result of all the measuring factors, employee retention level alongside employee engagement will see an elevated increase in itself (Golec and Kahya, 2015). The more engaged an employee will be, the less likely he is to turnover. It is the loyalty that will bind him/her together to the spirit of the working community.
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Conclusion

It is impossible for a business to give something that it does not have, to keep something that it does not give, or to maintain something that it is unable to get. And personnel that take a people-centered approach in their work are in great demand in the hospitality industry because this line of work must cater to the specific requirements of a diverse range of customers and offer highly individualized forms of assistance. If an organization like the Waldorf Hotel wants to have a better understanding of the engagement levels they have with their employees, they need to think about how the outcomes will be put into effect. It is imperative that the measures that will be undertaken as a direct result of the input received from the survey be made public in order to gain employee participation, confidence, and faith in the survey. Employees need to be made aware that the measures taken will be tied directly to the suggestions received in order for them to have the feeling that they are being heard and that that which they have to say matters.
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