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[bookmark: _Toc107014940]Background of the company
Located in London, United Kingdom Marriott Hotels International Limited operates in the Hotel/Resort/Traveller Accommodation sector. Marriott Hotels International Limited is a grouping of 2,039 distinct companies. Marriott is the largest hotel chain in the world in terms of available rooms. Under the umbrella of 30 companies, there are 1,423,044 rooms scattered across 8,000 locations in 131 countries and territories. This 8,000-property portfolio has 2,149 Marriott-owned properties and 5,493 franchised properties. It also owns and operates 20 hotel reservations offices. Marriott employees adore the business culture, which is based on the philosophy of "Putting People First." This is the firm's overarching ideology. In their culture, everyone is valued and treated equally (Chen and Tabari, 2017). In accordance with long-standing corporate policy, all candidates for employment, advancement, or training will be considered on the basis of their qualifications. A company's culture acts as a magnet, attracting and maintaining outstanding personnel.
[bookmark: _Toc107014941]Current issue
Marriott is struggling with a severe labour shortage and has been unable to hold on to talented employees. Retention of the quality personnel via training and development in the hotel sector is a huge concern because attrition levels are too high. Marriott is confronting the problem of using the integrated technology in order to bring more personalized service options to the hotel guests due to lack of proper training of the employee. It has been observed in several case studies that effective usage of technology not only benefits consumers but also hotel operations & eventually helps hotel to stand out from the competition and attract more customers (Mazen Alomari, 2017). The management of Marriott has seen & acknowledged the problem of delivering & maintaining high & exceptional guest service standards which has surely become considerably vital after the post covid-19 scenario, where cleanliness, hygiene and overall hospitality services are required to become more prioritized by the employees and hotel staffs. If these issues continue to prevail, then Marriott is vulnerable to bad customer reviews which will lose not only its worldwide reputation but also the money invested for the services that they promise to offer to the customers. There are also innumerable challenges that is occurring at the organization due to inefficient and poor management methods and practises. This management issues are leading to high turnover in several departments of Marriott. There are several other influencing factors behind this situation in Marriott. Some employees are leave their employment after a certain amount of time because there is little space for advancement inside the organisation and their responsibilities become monotonous and stagnant. They'd be stuck in the same situation for years if they didn't get some kind of acknowledgement or promotion. It's no secret that management's inability to distinguish between constructive criticism and bullying, as well as any sort of harassment (based on one's ethnicity, religion, or gender), negatively impacts employee retention (Burks, Sherman, 2017) as well. This is why a proper investigation is required to be performed by an HR manager in order to observe and analyse these underlying employee engagement issues that might put the industry is a problematic position (Thamizhselvi, 2014). 
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[bookmark: _Toc107014944]Concepts and Theories on Employee engagement
Saks (2019) mentioned that, the amount of dedication and participation that an employee has with the task that he or she does is referred to as employee engagement. It is also commonly used in reference to employee morale, which is not a single metric but rather a collection of many behaviours, attitudes, and perceptions that together create an overall sense of how employees feel about their jobs and their workplace. Also, as per Work Engagement Theory of Kahn morale is not a single measure but rather a collection of many behaviours, attitudes, and perceptions that together create an overall sense of how employees feel about their jobs and their workplace The concept of 'employee engagement' refers to the practise of including staff members in the process of developing a product or service that generates value for the organisation's target market and profits for the business as a whole (Tomar, 2017). 

[bookmark: _Toc107014945]Importance of Employee engagement
Young, et al. (2018), It is crucial to have engaged employees since employee motivation and productivity are directly correlated to employee engagement. In addition to this, it is essential since the degree to which an employee is motivated and engaged in his or her job will determine the level of output and profitability achieved. Employees that are engaged in their work are driven to perform at a high level because they are competitive with one another and want to be the best. Participation on the part of workers is essential to the development of a cooperative atmosphere in the workplace. When workers believe that their concerns are being acknowledged and taken seriously by management, they are better able to recognise and address issues that arise inside their organisation. The leaders may assist the workers become more productive and develop a better connection between the leaders and them if they interact with them and treat them like people and engage in conversation with them.

[bookmark: _Toc107014946]Benefit of employee engagement evaluation for Marriott International
According to Sun and Bunchapattanasakda (2019), employee engagement is valuable to any hospitality sector since it enables an organisation to attract personnel of the highest calibre. Companies are able to establish strength in the team, stimulate learning, and grow their workers' skill sets via employee engagement, which involves giving employees strong feedback and encouragement. In addition to this, it is a potent instrument that organisations may use to positively influence the client engagement of their consumers. When businesses work to improve the level of customer satisfaction they provide, it is essential to bear in mind two related factors: the contentment of customers and the retention of employees. Employee engagement has the potential to provide significant advantages, but only if it is supported by workers. The level of involvement of one's workforce may have a discernible effect on one's bottom line. Employees who are engaged in their work are more likely to be productive, less likely to quit their organisation, and more loyal to the company they work for. If leaders use the appropriate approach, they will be able to establish an atmosphere that inspires workers to want to provide their very best and provides them with possibilities for their own personal growth (Taneja et al., 2015).

[bookmark: _Toc107014947]Techniques to measure employee engagement
When it comes to determining how to measure employee engagement Othman,et al., (2018) mentioned that, the first thing that needs to be done is to identify all of the areas in which employees could be working on projects that are in line with their values or that help them grow. Some examples of these types of projects include gaining new skills or participating in training sessions led by their peers. Employees are more likely to have the energy and drive to produce outcomes when they are involved in the task that they are doing. The majority of businesses monitor employee engagement via the use of questionnaires and appraisals. Once this has been done, the next step in determining how to measure employee engagement is to determine how to measure employee engagement (Karumuri, 2016). The acquisition of new skills and participation in training sessions run by peers are two examples of the sorts of initiatives that fall under this category (Yang, 2016). When workers feel engaged in the work that they are doing, they are more likely to have the energy and motivation necessary to generate results for their employer. The vast majority of companies measure employee engagement via the administration of questionnaires and performance reviews.

[bookmark: _Toc107014948]Importance of measure/evaluating employee engagement
Djoemadi, et al. (2019) stated that, the importance of measuring employee engagement stems from the fact that doing so enables businesses to formulate a vision, get an understanding of their own capabilities (both strong and poor), identify holes in their personnel plans, and cultivate their relationships with their workforce. Measuring the level of involvement of the workforce will, over the course of time, provide the company with a competitive edge. Measuring employee engagement is essential since doing so enables both the organisation and the managers within it to better comprehend the importance of the connection between the two parties (Hameduddin and Fernandez, 2019). When workers are involved in their work and have a sense that they are contributing to something larger than themselves, they are more likely to be productive.

[bookmark: _Toc107014949]Methodology
The present research will try to gather data on the various factors on the employee engagement issues of Marriott International. This research will be conducted with an ‘interpretivist’ philosophy by adopting qualitative research method. Hence, the researcher will try to make some sets of open-ended questions and will ask the sample population of participants (employees of the organisation) in order to get the overview of Marriott International’s issues and practices related to employee engagement. The interview and surveys will help the researcher to understand the practical and real-life scenario of the organisation.
Several underlying factors will be considered while composing the questionnaire in alignment with the current issues and the secondary research analysis that has been performed to get an idea of employee engagement.  Also, the researcher will do secondary research in order to understand the theories and the prior hypothesis of the similar topic. Also, to connect the findings which have been gathered from the interviews from the employees of the organisation. In order to do the same, the researcher will try to search for the previously published academic journals, research papers and articles from the trusted databases on the internet such as Google Scholar and ResearchGate. These secondary research findings will help to support and interpret the findings from the primary research of the research.
For the ethical consideration, all the participants will be offered a proper consent form. To keep the anonymity of the participants intact, their names and designations will be kept confidential. The researcher will also adhere to the EU General Data Protection Regulation that went into effect on May 25, 2018 (Lee et al., 2014). The research data will be uploaded on the cloud after transcribing their interviews and will be later used for decoding and analysis.
[bookmark: _Toc107014950]Evaluation and Conclusion
This research proposal has taken into account several underlying issues regarding Marriott International which necessitates an employee engagement survey through interview. One of the reasons for this initiative is that in countries, where the hotel and tourist sector are mature for Marriott, will have to recruit talented individuals in a number of methods. For a worldwide hotel chain like Marriott, this means that HR management must take the initiative and learn how to recruit fresh talent in the future, since supply will outstrip need (Presbitero, 2017). Furthermore, since tourism in numerous nations are developing and thus necessitating a rising number of smart people, individuals who wish to have a career in this field and progress swiftly may opt to work there. This raises the problems for the Marriott, and the management needs to start investing and renewing their reservoir of competent employees rapidly. Thus, a systematic employee engagement survey is necessary to get an idea of the overall situation of Marriott.
Qualitative data is an effective addition to any employee engagement survey in order to give more comprehensive insights into employees’ experience and also provide employees with an opportunity to speak the things that are most important to them. This sort of study may assist empower employees by giving them the opportunity to share really personal and true thoughts (Zainol et al., 2016). When striving to develop a successful team, understanding people’s sentiments and attitudes to corporate changes, leadership and other pillars of operations, organisations may be supplied with the knowledge they need (Memon et al., 2014). It is possible to do qualitative research before, during, or after conducting organisational surveys, making it ideally suited for use in employee engagement initiatives. Using a focus group might help the researcher (in this case, the General Manager) identify similarities and concerns that should be addressed in employee surveys before the researcher spend time preparing them (Swarnalatha and Prasanna, 2013). Employees will be more likely to participate in surveys if they are made to feel like they are a part of the process from the beginning. Open-ended questions allow employees to provide more in-depth input during employee engagement surveys, allowing for the collection of qualitative data in addition to quantitative data. Participants are more likely to offer longer responses when confronted with open-ended inquiries of this nature. 
In order for the hotel and tourist firms like Marriott to successfully execute an engagement program, evaluation of employment engagement activities in continual and consistent way at every phase are vitally essential. The organization's whole human resources infrastructure must be brought into line with the company's strategic vision (Cai et al., 2004). Meanwhile, engagement programme demands for maximal supports from management to make every manager responsible. As a result of this faith in the organization's top executives, strong working relationships will be forged that will help ensure the program's successful completion. In the current tourist business environment, multinational organisations must also take into account engagement enhancement as a long-term initiative.
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