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Executive summary

The report in the paper focuses about employee engagement. Most enterprises in the modern economy struggle with issues relating to employee attitudes. Modern studies and ideas have also demonstrated that employees' mental states have a significant impact on the performance of the organisation. Therefore, taking care of the company's personnel is one of the top priorities for enterprises. The report in the paper details the problems the Holiday Inn Cambridge Hotel is having.

This research aims to increase the credibility and influence of individuals who specialize in this subject by giving HR and related professionals a better understanding of employee engagement and a solid foundation on which to act. We examine the effects of employee engagement and make recommendations for how to think about and assess it most effectively by using the principles of evidence-based practice.

Although employee involvement is the initial emphasis, the most reliable conceptions have very limited meanings, and practitioners' interests frequently extend beyond these. As a result, the focus was widened to cover additional variables, including as organisational commitment, organisational identification, and motivation, that are sometimes combined under the heading of engagement. Despite their differences, these three notions are crucial components of employee engagement.
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Introduction

The Holiday Inn is a quiet motel close to the city's Business and Science parks, about 3.2 kilometres from the Cambridge College Backs region, and 15 minutes' drive from the Grand Arcade shopping center. The city center is conveniently close to the M11 highway, which is only a 5-minute drive from the A14. The hotel is located near Impington by a lake and offers a peaceful retreat in the rolling countryside only two miles from the colleges, stores, museums, and theaters of central Cambridge. The hotel's Academy Conference Centre has 11 flexible rooms and can hold up to 120 guests. The 15-acre field, on the other hand, is perfect for holding team-building exercises. Business travelers can reach Cambridge Business Park and Cambridge Science Park in 10 minutes by car. The fitness club has a 15-meter indoor pool as well as a fully functional gym. Visitors can unwind in the sauna, spa bathtub, or steam room and choose from a variety of beauty salon services. In the Junction restaurant, traditional British fare and daily specials are offered by the head chef. The Hub Bar provides Starbucks, a variety of drinks, and a lounge cuisine so that patrons may unwind in a comfortable atmosphere (IHG, 2022).
The hotel's 161 comfortable, roomy bedrooms, which are dispersed across 2 levels and are separated into 7 different room types, from double rooms to luxury cameras, include a TV with satellite channels and internet access. Each room has a contemporary private bathroom, air conditioning, and a seating space (Booking.com, 2022).
The number of employees fluctuates between 51 and 200, depending on changes in the number of tourists. Only the receptionist and duty manager work the morning, evening, and night shifts during each day (LinkedIn, 2022).


Employee engagement increases employees' motivation for their work and dedication to the organisation. It is about inspiring passion for their jobs, their work, and the organisation, and making sure they are in line with its ideals, knowledgeable, and well-integrated with their co-workers and the organisation's overall structure or culture.
Poor management and a lack of training in particular areas were both identified by this report's research as major factors that may have an impact on how long individuals stay on the job.
Employee engagement assessment may provide a big-picture perspective that is essential for sound governance and executive-level choices, and it can also guide strategic decisions on how to grow and allocate HR resources, such as training to produce effective people managers.


Employee engagement. How to measure it.


What is employee’s engagement

Since the early 1990s, employee engagement has been a well-established management concept. Over the past 20 years, it has solidified as a key component of HR. It is a standard practice in management consulting, management research, CIPD certification, university instruction, and, most crucially, HR practice, where devoted employee engagement specialists are not unusual. The relevance of employee engagement has also come to the attention of executive teams, boards, and investors (CIPD, 2020).


According to Bridger, the term "employee engagement" refers to the employees' enthusiasm for their work, which motivates them to give it their all (2018). The degree of devotion a worker has to their work, the organisation, and its objectives is another consideration.

Measuring employee’s engagement
This document initially gives a report outlining the troubles the IHG trust is having before discussing the concerns and difficulties they are having with employee relations. Finally, the article includes a personal development plan that the researcher used to evaluate his or her own methods and talents.


Employee engagement surveys are one of the most popular ways to measure workforce engagement. This is a simple and efficient technique to gauge how committed each team member is to their work and how they view the organisation. Data can be gathered in real time to better understand the situation by combining numerical scales and open-ended questions directed toward various drivers of employee engagement.


Employees have the chance to talk about the issues that are most important to them in private talks, some of which might not be considered in a formal appraisal. Depending on what is feasible for the team, ask managers and the HR division to set up one-on-one meetings with employees on a monthly, quarterly, or annual basis.
The person must be given the assurance that the discussion would be kept private, and if at all feasible, the interviewer should be someone with whom the applicant has a strong rapport. They will be more likely to communicate honestly and have more faith in the other person to respect confidentiality when it is necessary if they do this (Heinz, 2019).


This paper suggests using the questionnaire method since it is a rapid and effective instrument, allowing many individuals to be approached, and many solutions to be found.
Research methodology 

Sample Selection: For the Holiday Inn Cambridge, data were gathered from middle and top-level employees.
Sample Size: At the time the poll was conducted, there were 150 or so staff working at the hotel. A survey was given to each one of them.
Data collection is carried out using a questionnaire to gather primary data. 13 items on a 5-point Likert scale were included in the survey to gauge employee engagement (Joshi et al., 2015).


Survey’s results
The survey received responses from 150 employees, and the following interest categories were found: technical, skill-specific, software- and system-specific.
Employee involvement in functional group structures fosters the sharing of best practices, experiences, and consistency in approach to procedures while creating a network among peers who carry out related tasks (MacGowan, 2003).
Employees will get the chance to learn how to efficiently plan, oversee, and carry out projects. Many workers multitask, which can occasionally feel overwhelming and unpleasant. To help staff members effectively manage their time, provide training on effective planning, goal setting, and deadline management.


To improve teamwork, decision-making, and problem-solving, effective communication is required. Give staff members the chance to gain communication skills that will reduce disagreements and increase engagement (Stowell, 2015).


Proposed solutions

The corporation is having issues with employee relations in this instance of the IHG trust. The front-facing employees' jobs are not sufficiently difficult. The absence of difficulty in the professional role can demotivate the individual, according to Costas and Kärreman (2013). In addition, there is no opportunity for the front personnel to learn new skills because the roles are so repetitious. As a result, the front-line employees find it demotivating and quit the company, which raises the turnover rate.
Additionally, the existing staff's motivation wanes as well. According to the notion of human resources, an employee's motivation has a direct impact on how well his employer performs.
An unmotivated worker will approach any problem half-heartedly, which lowers productivity. 
Employees will influence the company's performance because they are the company's drivers (Menguc and Auh, 2015).


However, if the managers make choices based on the principles and customs of hospitality, these issues can be lessened. 
Management may decide to follow a change process within the business.
According to Demerouti, Bakker and Leiter (2014), a change process is a choice that can solve many problems for a corporation, being the part of the business management aids in the retention of valuable staff. However, Shantz et al. (2013) claimed that the management must deal with the other issues first before beginning a change management process in order to improve the service offered and the performance of the organisation. The goal of the company's change management process may not be achieved because a demotivated manager will not fully commit to the task at hand. The management of the business must therefore handle the additional problems the trust is currently experiencing (Albrecht et al.. 2015).
According to Stone (2013), a company's leadership and management play a significant part in the level of employee engagement. The right kind of leadership makes sure that there is still trust between the company's management and its personnel. Additionally, trust gives the company's staff confidence that the management will look out for their best interests. As a result, people will feel appreciated at work and their level of performance will rise (Costas and Kärreman, 2013).


According to organisational theory, the company's financial performance will increase because of the employees' increased productivity. The management in this situation needs to foster a culture of trust among the hotel’s staff. The abilities of an individual and an organisation are covered by the practical and academic field of leadership. A team's growth in successful areas is guided by a leader. A good leader enables their team members to accomplish the desired outcome and produce the results that the organisation requires. Theories based on trait theory, situational theory, functional theory, and behavioural theory have all been used to define leadership. According to a leadership theory, a leader must make advance preparations for the growth of the individual and the organisation. Additionally, by exercising sound judgment, management can gain the trust of workforce. The management of the company should refrain from criticizing the workers in any way. In this regard, Menguc and Auh (2015) claimed that a management can always benefit from taking a diplomatic approach. The owner and managers play a critical role in this process. Again, the managers must maintain consistency in both their actions and words. The performance of the healthcare unit may suffer if the owner or management exhibits any inconsistent behaviour. This will lower employee engagement.


Once more, in accordance with the idea advanced by Trépanier et al. (2014), employees' dissatisfaction and lack of engagement are caused by the calibre of the leaders they work for. Therefore, the business and management must ensure that the front-line managers are carrying out their responsibilities and making a good-faith effort to preserve positive relationships with the company's employees. When it comes to employee engagement, management must be aware of the behaviour that employees and front-line staff members anticipate from them.
Employee engagement in the business process can also be raised by employee feedback. The supervisors will be able to keep track of the employees' opinions and ideas thanks to this. As a result, when making any kind of choice for the company, their interests will always be kept in mind. In turn, the staff will believe that the company's management values them (Bravo et al., 2017). This may have a favorable effect on the company's staff engagement levels.


Finally, the management of the business can implement a rewards system for the employees. These will also encourage healthy rivalry among the company's personnel. At each stage, they will face challenges from their classmates. This could ultimately increase their productivity, which is a significant plus for any type of organisation (Breevaart, Bakker and Demerouti, 2014).
Therefore, the company's management can implement these changes via a change management process. Which will lessen all of the company's issues and difficulties as a result. It must appoint a board of directors to oversee the employees' actions (Menguc et al., 2013). This will assist in making the change that is implemented as a part of the change management process more sustainable.


Finally, involving staff in decision-making enables them to recommend changes that may have an impact on their performance. They can participate in that process both individually and through full group unification (Bal, Kooij and De Jong, 2013).
It is a widely held belief that when employees are engaged with their work or the organisation, they are more likely to be productive, innovative, and happy as well as to be happier, healthier, and more fulfilled overall. 80 Furthermore, the claim is that involvement boosts performance rather than merely asserting that engagement and performance are related.
Organisations must understand that while more engaged workers are more likely to perform better, less productive workers are more likely to lose interest in their jobs.


Recommendations

To boost employee engagement, the business should concentrate on implementing the following suggestions:
• Explain their expectations and goals to the staff so that they may concentrate on their work and set targets to meet the objectives.
• The company should increase transparency, which will boost performance.
• Increasing internal communication in the workplace.
• Developing the budget and encouraging innovation can both contribute to improvement.

Action plan
The goal of the action plan for the relationship between workers and the relationship between all employees in the organisation is to increase employee motivation and help them create a vision that will enable them to freely collaborate with management. It comprises techniques for luring and keeping employees within the company. They are given access to the organisation's goals, which encourage them to make decisions regarding the development of the business. Holiday Inn creates an action plan that requires employees to collaborate on decisions and to establish two-way communication to foster innovation among staff members.

This action plan puts employee involvement into practice and makes it possible for them to provide consumers with high-quality service. Engagement of employees in the company helps them avoid negative effects for the growth of the company. It concentrates on coming up with fresh concepts that will advance the business.


Evaluation and Conclusion

The study provides insight into how organisations serving the hotel industry engage their workforces. The report examines a specific Holiday Inn Cambridge case study to determine the problems the business was having. Following the issues the paper identifies, it discusses the implementation process to address the issue the company is having.
The process of employee engagement's theories and concepts are implicitly provided by the. The paper also makes subtly worded recommendations to the business.
Finally, the article wraps up with a discussion of the change management steps that the company's management must take.
Therefore, satisfied and productive employees are more likely to be devoted to their employers. Employee engagement is primarily about fostering social relationships inside organisations and matching work environments with cultural demands of employees.
Engaging with and keeping team members can be difficult in a field with such a high turnover rate as hospitality.
Although increasing employee engagement isn't always simple, the rewards are well worth the effort.
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