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[bookmark: _Toc89557635]Executive summary
In the subject of human resource management, the phrase 'engagement' is one of the most used terms. This, of course, underlines its usefulness as a tool for efficient employee management, but it also highlights the difficulties that it entails. Many surveys have been undertaken in order to determine the best strategy to engage employees, whether it's through recommendations for improvements in technology, policy, the organization's goal, or internal working practices. However, the more research and new techniques we learn about and put into effect on a daily basis, the more obstacles we encounter, particularly in the Bangladeshi hospitality industry, where maintaining good personnel for a long time and encouraging them to grow with the company is a struggle.
This report looks at the approaches used by Radisson Blu Dhaka Water Garden in Dhaka to maintain a high level of employee engagement, which leads to improved company success.
The report will include different approaches, including:
· Intrinsic development of culture of employees
· Making sure good employees and good work is recognised and rewarded
· Ensuring employees that their health and safety is a priority
· Allowing more engaging work through making it more enjoyable
· “Ensuring process oriented employee career growth”
· Help provided to suit work/life balance
· Allowing employees to develop transferable skills 
· Strategic activities for whole organisation to develop communication
· Provision of support at a time of crisis such as due to COVID-19
As a result, the report aims to determine the success or failure of any of the actions implemented at this workplace, as well as to devise a better strategy for implementing all of these approaches.
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Simon Sinek, in his book on Start with why, said, “When people are financially invested, they want a return. When people are emotionally invested, they want to contribute” (Sinek, 2017). 
Employee engagement is often used interchangeably with employee happiness or work satisfaction. It is, nevertheless, an employee's emotional connection and commitment to their company. Employee engagement is defined as an employee's determinedness to be “proactive”, extend above job description, and act with full accountability and responsibility (CIPD, 2021).
The Radisson Blu Hotel Group (RDN) – an international hotel chain - puts in a lot of work when it comes to recruiting human resources, putting in place necessary checks in the process of recruiting and selective to guarantee they get close to the ideal individuals for the job. When a candidate decides to join a certain organisation after such thorough consideration, it demonstrates their “happiness and desire to work with the firm and to profit from his employment with the organisation” (CIPD, 2021). This suggests that when an employee first joins the company, their involvement with the work is high and it is only after some time has passed that they become disengaged.
Hence, there is a need to allow employee engagement to continue while boosting the existing engagement strategies. One way a worker can become disengaged is due to “the leader’s action or inaction related to employees work and efforts”. When value as an essential resource is not shown to workers, they do the least amount of work needed to run their lives, which results loss in new and innovative ideas. Although, an employee may be happy running their lives like this they are definitely disengaged with the hotel (Mohamad Hammoud, 2017).
Employee engagement may be measured in a variety of ways, including the Sarah Cook (WIFI) model and the Gallup model. Employee engagement activities, on the other hand, are clearly linked to business results in terms of talent, internal business processes, customers, and finance, according to Aon Hewitt. Overall, there are three ways of categorising engagement. They are:
Employees that are fully engaged:
These personnel observe the organization's laws and regulations, as well as the company's culture. They would go above and beyond the scope of their job description and responsibilities (Vance, 2006).
Employees that are not engaged:
These personnel would stay with the company and just carry out their responsibilities without criticizing or complaining. They would, however, be less interested in their job and with the organization than those who were (Vance, 2006).
Actively Disengaged Employees:
These personnel would make it a point to behave as a critic and convey their dissatisfaction with the organization's working conditions and surroundings. They will not be engaged and will express and engage in disengagement-related behaviours at work (Vance, 2006).

Radisson Blue Dhaka Water Garden Developing Technique of Employee
The various approaches that RDN emphasises in their leaders include:
Emphasising Recognition of employees:
RDN uses pre-programmed routines to ensure that personnel are recognized right away. Every employee in a leadership position may and should use these practices in order to maintain a positive work environment and keep RDN's application scores competitive with other departments. The practices are in keeping with RDN's philosophy, "Every Moment Counts." Because various individuals want to be acknowledged in different ways, the hotel has created a variety of recognition programs to meet the demands of its employees. (Md.Habibur Rahman, 2019)
Importance to HR Managers:
The goal is to make employees feel at ease in their work environment so that they can give it their all at work. RDN places a high value on its workers, hosting a variety of events and attending to their requirements (Md.Habibur Rahman, 2019).
Act as Mentor to their Team:
Employees offer more to work than their physical presence; they bring their personal histories, tales, and experiences. As a mentor, Radisson Blu's team HR and other department executives obtain a better grasp of their history, present, and future aspirations. It also shows that we care about our personnel (Md.Habibur Rahman, 2019).
Act towards Team Development:
There is should be appreciation but also the opportunity to share ideas in areas with employees since solving problems from their perception is key driver of employee engagement (Md.Habibur Rahman, 2019).
Valuing workers above resources:
Finding a good balance between work and personal life is critical, and it is something that everyone should aim towards. With this as a goal, all managers guarantee that employees do not work the same shift for an extended period of time. As hotels begin to work 24 hours a day, 7 days a week, managing flexibility in working hours becomes increasingly critical (Mohamad Hammoud, 2017).
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The research is a qualitative investigation that employed an in-depth interview strategy to learn more about the hotel's HR policy and numerous employee engagement efforts. Employee engagement is measured using the Aon Hewitt Employee Engagement Model (Hewitt, 2015). The efforts made are closely related to the hotel's operations, resulting in more earnings than in prior years. The hotel's objective is to treat and retain employees in such a way that they can fulfil their work tasks to the best of their abilities. The highly productive personnel, in turn, assist the clients and provide them with the greatest possible experience, making every second spent in the hotel worthwhile (James L. Heskett, 2008). 
Basing on the foundations of the Aon Hewitt Model, the factors that drive engagement and the process of RDN are: emphasis on genuine and prompt acknowledgement, the value of “human resources”, providing a relationship of mentorship, contributing to growth of a team, and not degrading employees to the level of other resources. (Hewitt, 2015). 
As a consequence, employee engagement levels at RDN are high, with employees saying they want to stay and work hard. Employees are optimistic about the company, remain with it, and work hard to provide the finest service possible. 
This leads to outcomes such as:
· The retaining of a talented workforce
· Internal processes that offer high quality and efficiency 
· Growth of customers and retaining them
· Economic advantages of the hotel
It is highly important to have successful leadership skills in managers in order to have effective engagement methods. The General Manager of the Hotel, with the assistance of the whole HR department, employs this leadership style.
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RDN has prioritized its workers for a long time, and in order to meet their demands, it has developed incredible employee engagement programs, which will be detailed in depth.
· Emphasis on Sincere and Immediate Recognition:

1) Poker Chips: A little booklet of tokens is given to staff in leadership positions. When a leader notices an activity by a junior staff member that is worthy of praise and recognition, he or she can instantly bestow any number of tokens to the junior staff member. Employees can obtain perks for collecting these tokens, such as a cake from the hotel if they collect 5 of them. For ten tokens, the hotel will sponsor a movie ticket for two for such an employee. Employees may get up to TK. 900 in gas reimbursement for 15 tokens, and a supper at the hotel's restaurant with friends and family for 20 tokens.
2) Due Recognition to Time Spent with RDN: All hotel personnel are issued name tags, which they must wear at all times while on duty. On these staff name tags, a mark coloured difference is established as a best practice at the hotel. As a result, the hotel guaranteed that the employees' longevity was respected.
3) Employee’s photo on Notice Board whenever they get a Good Comment from Hotel Guests: It is important to recognise someone at the right time. When we receive a positive review from hotel guests, the leader should make sure to thank the personnel by posting their image on the notice board.

· Importance to Human Resources:

1) On Time Salary: RDN ensures that employees are paid on the first of every month. This behaviour, however, is not confined to hotel personnel. We verified that all contract employees should be paid on the first of each month. This is one of the most important requirements for hiring a contractor for outsourced work (Saini, 2018).
2) Town Hall Meetings: Grow your team, and your team will grow you. Regular Town Hall meetings are inherently practices of the RDN work environment with this philosophy. This is aimed at informing all employees on the hotel's success and potential challenges, as well as requesting suggestions for further work area improvements from all employees (Saini, 2018).
3) Amra Korbo Joy: A hotel's human resources are responsible for its visitors' pleasure. Only happy personnel will be able to make their customers happy. Throughout light of this, RDN conducts a month of sports and cultural events in the month of May. This provides all workers with a large platform on which they may demonstrate their creativity and ability on the one hand, while also participating in athletic activities on the other. Throughout the month, the Hotel grounds are transformed into a youth festival forum, which is the purpose of such activities (Saini, 2018).
4) Sparkling Saturday: Every Saturday, employees have the opportunity to participate in recreation events organized by the HR department in order to bring more pleasure to the office. Whether it's competitive events, indoor games, or simple movie screenings, there's something for everyone (Saini, 2018).
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1) HR Connect: On their shifts, all HR workers are assigned a goal of meeting at least 10 employees in a month. The objective of the meeting is to have a general conversation with the employee and to encourage them to come out with professional or personal issues that they desire to discuss. These workers become the HR personnel's permanent account and are held accountable until the conclusion of the hotel's employment cycle.
2) Drop Service to all Employees irrespective of Gender: RDN places a high focus on the safety of its personnel. Though we are obligated by law to provide car drop-off service to our female employees, this service is given to all hotel employees.
3) Surprise Home Visit and Gifts to Spouse on Employees Anniversary: The HR department or a representative has made it a habit to pay a visit to the spouse of a married employee in a leadership position to congratulate him or her on a significant day. The objective is to engage in the satisfaction of employees in addition to dealing with their concerns.
4) Prohibition on Consuming Tobacco: RDN has taken the toughest measures to make it illegal to smoke any sort of tobacco at work. In order to maintain a clean atmosphere, no applicant is permitted to join the organization unless he has a valid dental certificate.
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1) Program for Inter Department Transfer: All workers at RDN have the chance to apply to be moved to a different department from their present one.
2) Grow Your People and People Grow You: HIPO, a well-designed employee succession program, is in place to guarantee that worthy employees have the opportunity to advance their careers. Potential workers are given certain goals to meet within a certain time frame. Employees' performance qualifies them for job expansion at the same or other units based on their performance.
3) Computer Literacy Program: RDN had done a one-time effort to ensure that its personnel were computer savvy. The activity was intended at creating a sense of belonging among all employees, although it was particularly focused on outsourced third-party personnel.
4) English Speaking Classes: An outside tutor was hired to organize English speaking sessions for all staff, with the hotel covering 50% of the costs.
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RDN is built on the premise that "Every Moment Counts." To instil this in the company's culture, efforts are being made to build the above-mentioned abilities in all RDN workers who hold leadership positions. Staff, it is believed, does not depart an organization; rather, they leave their supervisor or boss. It was vital to instil in the leaders a sense of the importance of their team's behaviour and conduct. Leaders can make each time spent at work memorable for workers by respecting each moment spent at work. The above-mentioned engagement strategies have a variety of outcomes. In the three years after these procedures were implemented at RDN, the attrition rate has dropped from 5% to 3%, and the company has seen double-digit revenue growth. However, not all of the procedures were successful, such as the bifurcation of name tags, cigarette restriction, and English-speaking lessons, which had little influence on staff engagement. RDN, on the other hand, told its staff that every time spent at the company will be recognized and deemed useful.
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