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     THE RESEARCH PROJECT IS AIMING TO IMPROVE THE UNDERSTANDING OF THE IMPACT TO AN ORGANISATION OF EMPLOYEE ENGAGEMENT WITHIN THE EXECUTIVE TEAM OF NOBU HOTEL AS WELL AS  STUDY WAYS TO IMPROVE THE ENGAGEMENT WITHIN THEIR OWN EMPLOYEES AND WORKFORCE.
    THE RESULTS ARE EXPECTED TO BE CLEAR AND VISIBLE WITHIN A FULL YEAR PERIOD BUT BENEFICIAL RESULTS IN ORGANISATIONAL GROWTH IS WITHIN A FIVE-YEAR PERIOD.


   Areas to focus, examine and consider to set goals to aim for in order to measure the results by confidently conducting employee surveys as well as vital topics to involve in designing the questions to use on the surveys in order to get all the vital information and concerns from the employees:.

1. Organise an executive meeting to look at the level of understanding and to broaden the leaders and managers awareness and re evaluate the impact of employee engagement within the whole team in the hotel business.   Examine each individual’s commitment in the management team towards their team’s engagement. And crucially identify how engaged the whole executive team and significantly retrain to rebuild their confidence to positively influence and improve connection with their teams. Educate leaders on proper prioritisation techniques in decision making that Could help them rebuild connections with their teams. 

2. Explore and learn a reinvent old methods to create, build and increase the engagement every employees in all areas of the organisation, minimising cultural gaps in a workplace and  search for what  methods and prioritisation  techniques can be initiated immediately and how it can be applied  in to action to work on increasing the knowledge & cultural awareness within employees 

3.  Study and Revise and revisit different action plans and tactics used in the past, look at their results and make comparisons and use these as guidance to create or design new ways to conduct surveys and collecting vital data of employees’ feedback and how it can be responded or approached prioritise accordingly.

4. Learn what effective strategies can be use in designing an action plan to measure and maintain engagement within employees and increase employee retention. Look for   significant training models’ leaders can use to make employees understand their role in creating engagement and how employees can virtually influence other employees on their engagement. Create ways to increase level of accountability leaders have and their ownership of this responsibility and prioritising what can be practice regularly that can impact the improvement of engagement.

5. To understand and Identify factors that makes satisfied employees and learn how to turn them around into engaged employees.

6. To take a look at ways where accountability on the managers could be, expanded and measure their focus and commitment in achieving good positive results. Look at methods and action plans following up on  the surveys that could benefit both leaders and team members. 

7.    Learn how to approach employees concerns correctly and to enable team members become part of the solution on the ongoing issues or occurring issues around the organisation or amongst employees which could affect the harmony of workplace  and it’s culture and  escalate to a bigger issue affecting their overall  working environment and experience
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.        Higher and faster growth for the organisation 
Better reputation of the organisation amongst customers and competitors
         Less staff turnover
Happier customers and growth in good feedbacks 
Faster Company growth 

[bookmark: _Toc103722810]DISENGAGED EMPLOYEES 
          Higher staff turnover
Bigger costs 
Lesser operating income
Lesser profitability 
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      According to statistics in the global business economics, Organisations with majority of engaged employees in their workplace have up to 19.2% more and faster growth in their operating income on a yearly basis. 
87% more likely to keep or retain their employees because of employee-to-employee influence and connections.
Company saves up to £3400 for each employee per year as for the cost of training and recruitment process. Highly and most likely to achieve up to 3 times faster growth in the company’s profitability.
And according to recent surveys in the UK, businesses around the UK with engaged employees receives up to 60% or 6 of every 10 clients more positive customer feedbacks online which affects the organisation’s reputation therefore growth and success in compare  to with just 1 of 60 customers to leave a feedback on businesses with disengaged or only just satisfied workers. This figure is highly influenced by customer satisfaction for the service they received from an engaged staff and will have the tendencies to recommend and come again.

[bookmark: _Toc103722812]What is our understanding of staff engagement? 
      According to Stamford University, their survey had revealed that in America USA  alone, businesses  identified engagement as a significantly huge content or a  highly important ingredient in a business or  organisation’s success but seems a very complex concept because  only 25% of 100 organisations which have given an acceptable  definition of engagement  and only 14% of management among that 25 organisation actually understood the importance and impact of employ engagement  in their organisation. 
    But in north America alone, according to their bureau of statistics, business organisations spend a total of $7 billion a year on engagement and training programmes for employees. 
     Therefore, to be able to solve the issue on employee engagement and how to achieve, improve and maintain the level of engagement in every individual employee, the leaders must be educated and understand and knowledgeable and become a master of this subject and its impact to enable them to show, teach, act, connect, value, commit and communicate about engagement 
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· Always respond on employee feedbacks and concerns. Make action plan quickly & immediately. Approach and recognise the any concerns and make it visible and fairly actioned if ever. 
     measure the engagement level of an organisation leaders must take actions on the feedback from employees after a employee’s surveys. An immediate approach to the employees’ concerns will build closer relationship towards their leaders giving them reason to have connection emotionally in their workplace 

· Expanding accountability within the organisation towards employee engagement. Spreading ownership of the responsibility towards the maintaining good engagement and workplace environment. Ensure Constant communication & interactions with the employees. 
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[bookmark: _Toc103722815] CREATE OR REBUILD THE MANAGEMENT TEAMS COMMITMENT 
       Beginning from the top, identifying the engagement on the executive team and measuring it by a quick simple one on one interview during the meeting asking no more than five questions and through the answers determine the level of understanding, commitment and engagement. 
     Create a level of commitment to design an action plan and respond quickly on the feedbacks.
     Set an expectation in order to analyse what support and training must take place in order to rebuild their engagement.
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      After building the management’s commitment, improve employee’s engagement can begin to take place by conducting quick simple questions surveys to analyse the level of engagement within the staffs. A 360 survey can also be applied after few months following the initial survey conducted. Practice a more interactive way of management to improve connection with the team. 
        Design an action plan in responding quickly to the feedbacks and communicate to the whole executive team. 
       Prioritise creating activities focusing on rebuild communication and connection between employees and managers. This can be done through organising staff meeting and presentations or email. Regular brief meetings getting all employees involve in solving the organisation’s issues enable them to share ideas.

[bookmark: _Toc103722817]SET A SHORT-TERM EXPECTATIONS AND GOALS TO AIM FOR.   
   Set a short-term expectation to measure whether the strategies are working. Choose random employees to act as representative or ambassadors and educate around the goals and aims of the organisation and build the connection and commitment around them share ideas and suggestions as well as the responsibility to ensure maintenance of engagement. Chosen randomly minimising BYASS approaches and show transparency, equality on every action plans.

[bookmark: _Toc103722818]SET A LONG-TERM EXPECTATIONS TO SHARE WITHIN THE MEMBERS
.     After looking at the short-term expectations results, expand the accountability for the responsibility around engagement within the management and chosen representative or ambassadors and set a good level of long term expectation to both the management and employees to follow up after a year. Look into the progress that took place and what are the beneficial changes that happened. Record and document the action plans and results and compare to future results as guidance towards maintained engagement amongst employees. 

DEFINITIONS OF TERMS

CULTURE- A set of values and guiding beliefs which is shared amongst a group or groups of people and set how they learn, do, react and live with each other with respectful and loving manners, taught people of their responsibilities to one another.
WORKPLACE CULTURE- Values and manners and set of guidance followed, shared and respected by staffs or between employees and taught to new members towards working in harmony in a peaceful and happy workplace environment.
ENGAGEMENT – A state of mind of an employee which enable them to 
willingly bring in their time, creativity and talent at their workplace which contribute towards the company’s growth in operating income, profitability and reputation.  
TOP-DOWN COMMUNICATION – A way of constant communication of leaders to all employees regardless of role about anything and everything and what’s going on about the company.  Session of connection between leaders, employees and HR enabling anyone to share thoughts and ideas. 
EMPLOYEE ENGAGEMENT – An employee state of mind in which is influenced or an outcome of employee experience. 
EMPLOYEE EXPERIENCE - A sum of perception of employees about their interactions with the organisation in which the work. Or the impact of culture on employee.
STAFF TURNOVER – number of leaving employees against the number of staying for long term.
STAFF RETENTION – a way of keeping the employees on longterm in a workplace. 
A way of saving money by having lower turnover in employees. Employees less likely to leave.
360 SURVEY FEEDBACK – A one on one session with the manager and employees Giving each other feedbacks.

  In staff retention and lower staff turnover alone, UK companies with engaged employees has up to 87% less staff turnover which many of their employees  to more likely to stay for long term which could save the organisation up to £3400 for each one with £10000 annual salary.

IMPORTANT ELEMENTS AND 
DRIVING FACTORS OF ENGAGEMENT 
SECURITY – a security in terms of benefits offered by employers incase of any tragedy and natural calamities or pandemic re occurring.
PURPOSE – A recognised role and important meaning in their workplace.
MONEY- Mostly and more classic source of motivation for majority of people
RELATIONSHIP WITH LEADERS – generally build emotional connection to the organisation when there’s a good relationship between management and employees
AUTONOMY – Being in control of something in the workplace.
WORK      CULTURE – set of values and beliefs shared and practiced in a workplace 
GROWTH – feeling of improvement both personal and professional 

        For many years organisations tried solving the engagement problems by running a survey conducted by the HR team and held on to the data after getting the feedback from employees but nothing has been done so no results. 
       Expanding the accountability of the responsibility around engagement will improve the communication, commitment and engagement throughout the company. Annual surveys and performance reviews to measure results are still practice nowadays how ever very poor effort to acknowledge and respond on feedbacks are big concern.

360 EMPLOYEE SURVEY- leaders to constantly   Implement a regular one on one session with employees Giving and taking feedbacks and set up action plans in terms of a concerning matters.
TOP-DOWN COMMUNICATION – A Regular communication of what’s by owing on with the organisation with he employees 
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