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RESEARCH PROPOSAL FOR EMPLOYEE ENGAGEMENT IN HILTON HOTEL, CARDIFF

[image: image2.jpg]




Introduction
According to Al-dalahmeh et al. (2018, p.17), Employee engagement is encompassing the nature of an employee's relationship with the organization. This nature is described by the attitude and enthusiasm of the workers. Firms that do not engage their employees typically experience low productivity and high turnover rates. This research paper is discussing about employee engagement in Hilton Hotel, Cardiff. Hilton Cardiff is very renowned hotel which is situated by the two blocks away from the Cardiff Castle. According to Hilton Cardiff, the hotel has 197 rooms with one Executive Lounge. It has more than 250 employees. Hilton Hotel, UK currently records 60 % employee satisfaction levels (Hilton Cardiff, online). Barreiro and Treglown (2020, p.1098) say that 80% of employee satisfaction puts an organization at the top rank in employee engagement. The figure can be increased by taking measures geared toward improving employee satisfaction. The common observation at Hilton Hotel is the lack of adherence to some vital human resource policies and regulations. The employees are sometimes compelled to do more than eight-hour shifts without overtime compensation. These long shift hours are due to the staff shortage at Hilton. As a result, Hilton has witnessed constant complaints from many of its clients crying about employee incompetence and unprofessionalism. The poor management at Hilton has also led to massive employee turnover. 
Kyriakidou and Gore (2005) found that, the capitalistic hunger for profit maximization has made Hilton's administration reluctant to invest in the training of the employees. This lack of knowledge empowerment has rendered Hilton employees retrogressive and bereft of the modern hotel best practices. In addition, the elements of employee engagement are also minimal if not lacking. The sadist supervisors at Hilton are always very keen on identifying the slightest mistakes of the employees, with no appreciation. Employees get motivated when they are praised and given hearty approbation. This research paper will discuss primary and secondary method of employee engagement in Hilton hotel, Cardiff. First, it explains internal procedures to staff engagement through questionaries. Second, Khan (1990) employee engagement theory which describes employee involvement influenced by work context and personal variables. Research has shown that, management policies are directly or indirectly related to employee engagement (Alfes et al, 2013). A supportive environment allows employees to make decisions without any hesitation and generate positive feelings. 
 

Discussion
The research uses a questionnaire to determine the employee's engagement. Permission will be sought from the relevant authority of the hotel to conduct research and analysis on the employees' engagement. The use of a survey will be the ideal method for this research. Burnet and Lisk (2019, pp.108-109) propose that sending surveys to employees asking about their well-being can reduce the researcher's bias. In addition, the employees are likely to give accurate information instead of one-on-one confrontation with the researcher through interviews and focus group discussions. Chanana et al. (2021, p.25), surveys are useful when the researcher wants to have a larger group in the study. Therefore, having a good representative number of respondents for the study necessitates using a survey. Moreover, the online survey makes it easy to transfer the survey reports to the software used for analysis. This study will use the R programming language to conduct a linear regression analysis on the studied variables. Reading the survey data into R will be easy. The research becomes difficult when other methods like observations and interviews are used. This difficulty is brought about by the extended time taken for data entries (Ismail, 2019). 

How to Measure Employee Engagement
Shrotryia and Dhanda (2019, p.216) say that there are three levels of measuring employee engagement. The three levels are cognitive, emotional, and physical aspects. Shrotryia and Dhanda (2019, p.216) further note that the questions asked in the survey should focus on these three dimensions. How does the work affect the employees' physical and emotional well-being? Does the organization strive to improve the employees' cognitive skills? Shrotryia and Dhanda (2019, p.216) say that these are some key questions to be answered. The cognitive aspects also entail the employee being aware of the policies and strategies of the hotel. The advantage of using this survey method in measuring engagement is the ability to reach many employees. In addition, there is the possibility of getting accurate information by reducing observer bias. The disadvantage of this method is the failure of the respondents to answer critical questions hence decreasing the sample size.
 The following questionaries are the benchmarks for determining the employee engagement:

· How do the employees feel about their opinions? 
· Do they matter to the hotel?

· Does the employee get equal opportunity in the workplace?
· Do employees see the potential for career growth?

· Do they think company values their opinions?

· What practice do the management need to change?
· Indicate the specific sector where improvement is needed?

· How do management strengthen the teamwork?

· Does the employee recommend the company to friends and family?

· Describe the style of communication with management?

· Do the employee satisfied training provided by the company?

· What is the level of employee absenteeism?

· The level of employee retention?
· The interest of employees in the hotel affairs?
· What process could be fixed for better performance?
IES Model of Employee Engagement

Institute for Employment Studies (IES) introduce three overlapping components for employee engagement which is known as IES model of employee engagement. The three overlapping components are Motivation, Commitment and Organizational Citizenship (Armstrong et al, 2010). 
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Commitment and Employee Engagement 

Commitment for Hotel employee engagement are very close related. It is observed that, commitment inspired employee to more engaged their job and engaged employees are expected to positive attitudes to their job (Robinson et al, 2004). Organizational commitment influences the employee think about staying with the company for a longer time. They feel safe, understand the company’s goal, and feel respected themselves. 
Motivation and Employee Engagement
According to Redmond P. (2021) motivated workforce are the main elements to thriving industry and satisfied customers. Physical and mental well-being motivated the employee to feel that their company job is their own job. They work harder and more focus on their job. Its increase the business profit and lower the absenteeism. Motivated workforces improve their relations with management and easily accept changes without disruption.  
Organizational Citizenship Behavior

Organizational Citizenship behavior is very effective to contributes to effectiveness with employee and organization (Organ, 1998).  It is a tool that help employee and management to go the extra mile, to reach the goal, work long hours and positive feedback. This tool can change the way of making decisions. It also eliminated the negative culture and generate employee productivity with positive attitudes (Yalabik et el (2013). 
Disadvantage of this method is employee reach the high expectation of happiness, sustainability of the company and quality of life. There are more than 50 definitions about employee engagement. It is difficult for a industry to adopt employee engagement without a specific definition. (MacLeod at el, 2009).
 

Understanding the Employee Engagement
Motyka (2018, pp.227-228) argues that employee engagement is a function of the relationship between the employer and the employee. Additionally, Nikolova and Notelaers (2019, p.230) postulate that employee engagement must be factored in making organizational policies- failure of which contributes to flawed processes. Employee engagement will determine staff's determination and enthusiasm toward a job. Engaged employees feel part of the organization and will work enthusiastically toward realizing the organizational goals. Parent and Lovelace (2018) further argue that an engaged employee is not only encouraged by the salary but also a true feeling of importance. Effective communication, provision of rewards, career promotions, training, etc., are some of the ways through which organizations can improve employee engagement. 
Importance of Employee Engagement to Hilton Hotel, Cardiff
First, employee engagement has been seen to improve the employees' loyalty. When the personnel stay in an organization for long, an organization benefits by reducing the turnover costs. The employees should be engaged, so they do not look for better opportunities. Secondly, employee engagement has a relationship with increased productivity. Rivanto et al. (2021, p.165) say that the enthusiasm and determination brought by arrangement instill the spirit of hard work in the employees. It is through engagements that employees can get invested in the work that they do for an organization. Employee engagement is also crucial in improving customer service. Saks (2019) says that customers are the engines that drive organizations, and customer experience must be prioritized. A poor service rendered by employees to the customers may cause a high churn rate. Employee engagement will also increase the hotel's awareness and reach since motivated employees will act as brand ambassadors. 

 

 

Literature Review
Many works of literature exist that talk about employee engagement. Uddin et al. (2018) note that it is not enough to focus on the business's profitability without considering the employees' welfare. According to Uddin et al. (2018), it is proven that human beings cannot be dictated to submission. Authoritarianism and autocracy are recipes for chaos and violence, which explains why communism failed (Uddin et al., 2018). Verčič (2021, p.1020) argues that anything contrary to human nature is bound to cause rebellion and insubordination. Verčič (2021, p.1020) adds that humans don't love constant criticism and complaining, but a sense of importance gives them confidence and the desire to endure in their endeavors. Therefore, sadists make the workplace look like a semblance of hell. This assertion is reinforced by Wang et al. (2020, pp.15-17), who postulate that engagement of employees through promotions, rewards, appreciations, etc., boosts their morale and sense of belonging. Young et al. (2018, p.1340) also posit that the ineffective communication exuded by the management of major organizations is detrimental to the performance of the employees. Young et al. (2018, p.1340) say that many employees are bereft of their employer firms' policies and strategic goals because they are not communicated to them. The lack of communication makes the employees feel disengaged. Barreiro and Treglown (2020, p.1098) claim that the managers' emotional intelligence should help them be generous, empathic, and tolerant to their employees. The empathic tendencies are proven to offer emotional sanity to the employees.
 

Evaluation and Conclusion
Employee engagement is very vital to the organization. Ignoring it is a recipe for failure since no organization can run without the employees. Employee engagement of Hilton Hotel, Cardiff is a function of the hotel's relationship with the employees. A lousy employee relationship will imply low employee satisfaction and vice versa. This research will use questionnaires to examine the remedies for organizations that can improve employee engagement. The researcher will seek the consent of the relevant official of Hilton Hotel, for permission to conduct a study on their employees. The link to the online survey questionnaire will be sent to the possible respondents who shall have agreed to participate in the study. They will answer some of the pertinent questions that will be used to gauge their engagement levels. A score of 9 will indicate a satisfactory engagement, while five will show an average engagement that needs improvement. Employee engagement increases the loyalty of the staff since they feel cared for. Secondly, employee engagement increases productivity due to the hard work motivated workers put in. The customer service of Hilton Hotel will also improve since motivation and happiness is contagious. In addition, the engaged employees carry their enthusiasm in preaching the good gospel about the hotel, enhancing the awareness and reach of Hotel Hilton. Employee engagement will be measured by focusing on the physical, cognitive, and emotional aspects of employee engagement. The survey will be designed to capture these three dimensions during the study. Vital benchmarks will guard the estimation of the employee engagement levels at Hilton Hotel. A plethora of works of scholars preceded this research in documenting employee engagements in organizations. However, scholars still have a gap to focus on the specific working strategies for engaging the employees.
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