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This research proposal is going to outline the levels of employee engagement and its impact on the chosen hotel Marriott. Firstly, a brief overview of Marriott and identification of the core challenges related to employee engagement along with retaining skilful workers are going to be illustrated. Secondly, discussions depending on this specific topic and the chosen method of measuring engagement are going to be evaluated. Thirdly, it is going to examine the impacts of the chosen measure engagement method to drive both employee engagement and retention in Marriott.    
[bookmark: _Toc103113123]Background of the Hotel Marriott 
“Marriott International, Inc.” is an American international organisation that administers, franchises and licences lodging such as timeshare properties, residential and hotels (Marriott, 2022a). In 2016, Marriott International owned “Delta Hotel and Resorts”, and became Canada’s largest “Full-Service Hotelier” (Marriott, 2022a). Moreover, in the next year, Marriott obtained “Starwood Hotels & Resorts”, building the worldwide largest organisation with more than 5,700 properties providing over 1.1 million rooms beyond 30 brands in more than 110 states (Marriott, 2022a). Its core values including “putting individuals first”, “embracing change”, “pursuing excellence”, “service our world” and “acting with integrity” make it unique (Marriott, 2022b). 
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Figure 1: Total revenue of Marriott from 1999 to 2021 
(Source: Statista, 2022)
This international hotel giant has generated a revenue of roughly “13.86 billion US dollars” in 2021, indicating an increase of around 10.57 billion than 2020 (Statista, 2022). The revenue of Marriott has reduced to 10.57 billion in 2020 due to the consequence of the pandemic. It believes that all employees are its assets thus Marriott has adopted effective initiatives in order to strengthen the levels of employees within it.    
[bookmark: _Toc103113124]Identification of the issues related to employee engagement and retaining talented employees 
“Employee engagement” is an interconnection between organisations and their employees. Engaged employees are those who are entirely committed and passionate about their operations and thus take positive actions to further organisational interests and prestige (Tanwarm, 2017, p. 510). Employee engagement is also crucial for Marriott to improve organisational performance, enhance customer satisfaction, retain an expert workforce, enhance organisational culture and ensure organisational success (Motyka, 2018). 
In the case of Marriott, inadequate management, improper working culture, shortage of employees, lack of training facilities, low wage rate and many others can create negative impacts on employee engagement. According to Ting (2018), over 7,700 Mariotte employees have been striking due to workers’ growing desire around the uniformly low-wage hotel & services sectors for developed security measures and better pay and enterprises having to suffer from the outcome of not accomplishing such needs. It has also created negative impacts on employee engagement and employee retaining as well. Therefore, looking into such a matter must be essential for Marriott to ensure better employee engagement along with retaining them within this company for a long period.  
[bookmark: _Toc103113125]Discussion/literature 
[bookmark: _Toc103113126]Overview of employee engagement 
“Employee engagement” is considered an HR concept that interprets the levels of dedication and enthusiasm workers feel toward their job responsibilities. Employee engagement is considered the feeling of employees so energised and engaged that they expend extra resources and time without questioning management (Smith and Bititci, 2017, p. 4). Research displays that engaged employees are around 17% more effective than their associates. Engaged workers generally have more potential to operate enthusiastically and spend compulsory on their responsibilities and supercharge innovation and operational process (Khalid et al. 2021). It sometimes comprises behavioural, emotional and cognitive concepts. According to Chandani et al. (2016, p. 2-5), there are different factors including career development opportunities, organisational leadership, effective talent management, respectful behaviour to the employees, transparency of organisational policies, values practices, empowerment, pay & benefits, performance appraisals, rewards and others that have created meaningful impacts on the levels of employee engagement within a company [Referred to appendix 1]. Specifically, in the latest market condition, employee engagement is vital to ensure organisational competitiveness. 
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Figure 2: Reasons for investing in employee engagement 
(Source: Influenced by Chandani et al. 2016)
Every organisation needs to take care of this matter of enhancing the levels of employee engagement as it contributes to improved organisational performance, reduced retention, enhanced profitability rates and others. Research has displayed that companies with exclusive companies with extreme employees engagement acquire customer satisfaction, accomplish operational effectiveness and high reputation to the customers, and profit maximisation with the further outcome of healthier and safer workers with diminished turnover and minor absenteeism. Due to such reasons, Marriott needs to take effective initiatives to improve its levels of employee engagement.  
[bookmark: _Toc103113127]Importance and benefits of employee engagement on Marriott
“Employee engagement” is usually considered the strength of the emotional and mental connection workers feel to their workplaces (Sun and Bunchapattanasakda, 2019). As the engaged workers are more interconnected with their organisations, they are becoming more concerned about their working environment. Research has demonstrated that around 70% of fewer safety occurrences take place in extremely engaged workplaces. Engaged employees can also influence an effective organisational decision-making process (Rodrigues da Costa and Maria Correia Loureiro, 2019). Employee engagement assists in increasing profitability and reducing turnover rate (Turner, 2019). In this context, effective employee engagement is favourable for Marriott to improve its organisational performance (Johnson et al. 2018). In order to improve the levels of employee engagement within Marriott, it supports skills advancement, job placement, training, skills development and relevant business opportunities with disabled individuals (Serve360.marriott, 2022). Low wage rate and improper workplace environment like sexual abuse, on-the-job injuries and violence in the workplace have been considered major issues for Marriott to diminish the levels of employee engagement within it. 
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Figure 3: Benefits of extreme levels of employee engagement 
(Source: influenced by Smith and Bititci, 2017)
According to Vora and Patra (2017, p. 32), effective internal communication within the organisations has also created positive impacts in improving employee engagement within the organisations. Therefore, by offering respectful behaviour, effective interaction, satisfactory wage rate and a peaceful workplace environment, it can be capable of enhancing employee satisfaction, improving employee engagement along with retaining its valuable employees. The “Psychological Contract Theory (PCT)” demonstrates the particular psychological states required for magnifying employee engagement levels. According to this “employee engagement model”, three psychological states including “psychological safety”, “psychological meaningfulness” and “psychological availability” are vital to motivating employees for creating more engagement (Aktar and Pangil, 2018, p. 56).  
Thus, understanding this model can also be advantageous for Marriott to know the factors that can motivate its workers to be more engaged in their work. Consecutively, while employees are more engaged, they can assist it to develop its business performance, sales revenue, and customer satisfaction along with ensuring employee retention.      
[bookmark: _Toc103113128]Processes of measuring employee engagement 
In order to measure the levels of employee engagement within Marriott, the HR manager can apply both primary and secondary methods. In this case, 2 managers and 20 employees will be interviewed and surveyed for understanding the employee engagement levels within this organisation. Moreover, both secondary qualitative and quantitative data will be collected from relevant sources to evaluate the required aspects in improving employee engagement. 
[bookmark: _Toc103113129]The primary method to measure employee engagement 
The HR manager of this hotel will organise face-to-face interviews with its two managers including the general manager and marketing manager. Moreover, a survey will also be arranged for its employees (Matthews, 2018). Primary data is extremely authentic as it is gathered from genuine sources and is objective. Thus, data collected from the direct interview sessions and survey must be favourable to evaluate how much its employees are engaged with their jobs. 
Survey questionnaires:
1.  Do you feel that Marriott's organisational culture encourages a supportive and comfortable working environment?
	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	14
	70

	No 
	2
	10

	Maybe 
	4
	20


Table 1: The answer to question 1
(Source: Author)
2. Do you get a chance in the business decision-making process?
	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	12
	60

	No 
	1
	5

	Maybe 
	7
	35


Table 2: The answer to question 2
(Source: Author)
3. Do you feel that your working atmosphere is perfect to ensure your better productivity?

	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	10
	50

	No 
	4
	20

	Maybe 
	6
	30


Table 3: The answer to question 3
(Source: Author)
4. Does Marriott provide you with training facilities?

	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	10
	50

	No 
	4
	20

	Maybe 
	6
	30


Table 4: The answer to question 4
(Source: Author)
5. Do you get a chance to take part in Marriott's risk analysis process?
	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	10
	50

	No 
	5
	25

	Maybe 
	5
	25


Table 5: The answer to question 5
(Source: Author)
6. Do you satisfy with the organisational wage rate and performance appraisal systems?
	Responses 
	Number of responders 
	Percentage of responders (%)

	Yes 
	8
	40

	No 
	10
	50

	Maybe 
	2
	10


Table 6: The answer to question 6
(Source: Author)

Interviews will be structured and considered here the qualitative research method that involves questioning different open-ended questions to interact with the managers and gather relevant data based on this topic (Adhabi and Anozie, 2017, p. 2). Interviews will be arranged separately for both of these managers as per their free time and consist of mainly descriptive questions to understand their views regarding employee engagement levels in Marriott and their offerings that can influence it and the weakest points where improvements must be needed to support an extreme level of employee engagement. 
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Figure 4: Different types of interviews
(Source: Influenced by Adhabi and Anozie)
On the contrary, online surveys will be organised where a few questionnaires will be sent to the mail ids of the employees. It will be considered here quantitative data collection techniques by which the HR manager can be capable of understanding employees' feelings regarding this organisation. These questionnaires will encompass six questions dependent on different factors like performance appraisal, working environment, wage rate, communication, participation in decision-making and others. After answering all the questions, they will send back those answer sheets in the same male thread. 
It can be expected that with the assistance of data collected from interviews and the online survey, it will become easier for the HR manager to examine the levels of employee engagement in Marriott and in what areas further improvement is needed to improve employee engagement and employee retention and ensure its better performance. 
[bookmark: _Toc103113130]Secondary method to measure employee engagement
The HR manager will also use both qualitative and quantitative secondary data to analyse the benefits of employee engagement, factors influencing employee engagement in the organisations and others.  Data will be collected from authentic data sources like “Google Scholar”, "Science Direct", “PubMed”, government websites, company websites and so on. Thus, secondary data collection will assist the HR manager in how Marriott can create additional improvements to enhance its employee engagement levels. The HR manager will come to know that respecting employees, offering better wage rates, job security, fruitful workplace culture and others can be effective to improve the levels of employee engagement. 
[bookmark: _Toc103113131]Reasons for using the chosen methods to measure the engagement  
· Primary data is usually authentic, unique methods not published in any place before, reliable and dependent on an objective. Thus, the primary data collection technique “structured interview method” will be used here as interviews help the HR manager to describe, effectively understand and discover the research topic's perspectives, experiences, behaviour, phenomenon and others. In-depth details will be gathered from the interviewees by applying this qualitative research technique.  
· The online survey will also be beneficial as it will increase the response rate, cost-effectiveness, access actual time, convenience and many others. Thus, this method will be chosen by the HR manager. 
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Figure 5: Primary and secondary data collection methods 
(Source: Influenced by Martins et al. 2018)
· The adoption of a secondary data collection method will be helpful to build better outcomes and save money and time. Data collected from authentic sources can help the HR manager to build a perception of how Marriott can improve its employee engagement levels and its positive impacts on organisational performance (Martins et al. 2018, p. 3).  
[bookmark: _Toc103113132]Evaluation and conclusion 
[bookmark: _Toc103113133]Impacts of the chosen engagement measuring methods to support employee engagement and retention 
It has come to light throughout this research proposal that both primary and secondary data collection methods will be used by Marriott's HR manager to measure employee engagement within this organisation. Both primary data and secondary data are considered useful to build any ultimate result, therefore, in this case, interviews, and the online survey will be organised as qualitative and quantitative primary data collection methods. Besides that, data will also be collected from different authentic sources as a secondary data collection method. It can be expected that from the interview sessions, the HR manager will come to know their views based on the employee engagement level within Marriott. Moreover, he will also gather the information that in which ways, this company can generate more development to ensure high employee engagement levels and employee retention. Therefore, by applying their suggestions, this company may improve the levels of employee engagement and retain employees (Horn, 2009). 
Again, from the online survey, the HR manager can gather ideas about their employees, their satisfaction level with the working culture, wage rate, training and development facilities and many others. Thus, it will be easy for its HR manager to embrace effective strategies to improve its weakest areas and satisfy the workers so that they can be more engaged with it and can perform best with their highest potential. By meeting their needs and satisfying them, Marriott can improve its employee engagement level, working performance, profitability, reputation, client satisfaction, employee retention and so on (Torrington, 2020). 
[bookmark: _Toc103113134]Conclusion 
In summary, employee engagement is most crucial in influencing organisational decision-making processes. While employees are engaged in decision-making, they gain personal and professional support in the companies and their entire success. Moreover, in improving performance, reputation, sales margin and others, a high level of employee engagement are essential for each company including Marriott. It has adopted effective actions to advance employee engagement by providing trading, medical facilities, leaves, job opportunities to disabled individuals and so on. Still, more improvement is needed to improve its employee engagement by increasing wages, securing a better working culture, mitigating sexual abuses, inequalities, on-the-job injuries, violence in the workplace and others. In this case, in order to measure the employee engagement levels in Marriott, both primary and secondary data collection means will be used to gather details based on managers’ and employees’ perspectives regarding its employee engagement levels, weakest areas where enough development must be required to confirm the topmost levels of employee engagement and employee retention.
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