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The engagement of employees throughout the employee lifecycle is an important topic to consider in any organisation, and it is especially relevant to Premier Inn hotels, which are among the largest hotel chains in the UK. Firstly, the role of human resources in engaging the advantage of engaging will be discussed. From the perspective of Premier Inn, employee lifecycle and employee engagement models will also be described. We will discuss how Premier Inn has worked to engage workers during their entire careers at the company by ensuring that they have opportunities for continued learning and development and how they can implement various theoretical frameworks. We will also explore how Premier Inn's approach helps ensure that employees feel valued as they move through their careers at the company.

Premier Inn is a large hotel chain that has over 1,000 locations in the United Kingdom, Ireland, and several other countries. The company was founded in 1987 and currently operates its own hotels as well as franchisees' hotels. Premier Inn offers accommodation for travelers throughout the entire year, including winter months and summer holidays. The company's primary focus is on providing comfortable rooms at affordable prices with a friendly welcome to all customers (whitbread.co., 2019).
The role of human resources in engaging employees is crucial to the success of any company. Human resources professionals work to ensure that all employees are engaged and feel comfortable with the organization (Salas-Vallina, Alegre and López-Cabrales, 2021). They help develop organisational policies, procedures and practises that support employee engagement (Sharma and Tewari, 2018). At Premier Inn, the human resources department is responsible for ensuring that they have the right people in place to ensure that their customers receive the best service. At Premier Inn, they provide a workplace that is safe, secure, and comfortable for employees to work in. This is a key factor in engaging employees and retaining them with the company (Joubert and Roodt, 2019). Premier Inn's policies and practises are designed to enable staff to develop professionally, personally, and socially. At every level of the organisation, Premier Inn provides opportunities for its employees to learn new skills as well as develop existing ones. The company has established a culture that encourages employees to work hard together for the benefit of all its members. The management system provides an effective framework for staff performance evaluation based on their individual capabilities, performance standards, and responsibilities. Employees are encouraged to raise their concerns through communication channels provided within the organisation and also through external stakeholders such as union representatives etc (Djurkovic et al., 2021). They provide training programmes for new hires so that they can perform their jobs effectively from day one without any issues due to a lack of training or experience with certain tasks included in their job description (Ghandour, Jebai and Hussain, 2015).
Engaging employees is an important part of running a business (Sharafizad, Redmond and Morris, 2020). The first thing to do is build a team culture that makes everyone feel they have a place in the company. It is needed to talk with employees about what they like and do not like about their current jobs, and then work together to come up with ways to improve those things (Sun and Bunchapattanasakda, 2019). It is needed to give them opportunities for growth and development, so that all of the team members feel like their best selves are being recognised and supported. The advantages of engaging a team of employees are numerous. For one, it allows one to work with people who are more specialised and skilled than the average individual (J., 2014). This can lead to a more efficient workplace as well as better results for the company. It also gives access to experts in various fields, which can help businesses grow in areas that might otherwise be lacking (Gruman and Saks, 2011). Finally, when a team of employees are engaged, it can help give access to new ideas about how best to operate within the industry as a whole (Weideman and Hofmeyr, 2020). Premier Inn's goal is to make sure that the employees' needs are met so that they can be fully engaged in their work. The primary way they do this is by providing a safe place of employment where they feel comfortable and happy to come to each day. They also provide a healthy work environment by having proper lighting and air conditioning in all areas of the building. These factors contribute to making Premier Inn one of the most popular hotels in London today (Paul and Kee, 2020).
Although Premier Inn is engaging employees by providing a safe and comfortable workplace, it still lacks engagement over the employee lifecycle (Tan and Despotis, 2021). The employee lifecycle consists of six stages, which are attraction, recruitment, on-boarding, development, retention, and separation (Burke, 2021). Attraction is the first stage of the employee lifecycle. The employer or head office will use various methods to attract the employees. It could be advertising how they differ from their competitors or promoting why their work environment is employee-friendly. This will be very helpful in attracting potential employees to Premier Inn. In order to attract potential employees, they may offer more benefits than other companies. Recruitment is the second stage of the employee lifecycle. It is needed to recruit employees to get the perfect person to do the job. Premier Inn can use it to send out job offers and advertise in newspapers, magazines, and on TV channels (Cattermole, 2019). On-boarding is the third stage of the employee lifecycle. Once managers have hired someone new into the company, it is important to provide them with on-boarding materials, so they know how things work within the organisation. These materials should include information about any policies and procedures within Premier Inn as well as information about the tasks they will be responsible for performing on the job (Schiemann, 2014). The on-boarding strategy should also include providing an interesting workplace with facilities so that the employee feels satisfied. Development is the fourth stage of the employee lifecycle. Once an employee has been with a company for several months or years, it is time for them to transition into an "employee lifecycle" stage: ongoing training and development opportunities, where they can learn more about how the company does business and how they can grow within that organisation. In the development stage, the company will provide employees with opportunities to develop themselves. They want to gain a better understanding of what companies do and why it matters in order to make their own decisions about how they want to contribute. Premier Inn can engage its employees by giving them training on how to do their jobs properly and by ensuring that they have a good understanding of the company's values. Employees should also be given opportunities to develop their skills through mentoring programmes or other forms of training. This will help to improve the employee-Premier Inn relationship because the employee will feel more connected to the company . Retention is the fifth stage of the employee lifecycle. After working for several years, an employee has reached a level of understanding and commitment. They are ready to move forward with more meaningful tasks that will help them grow as individuals and professionals. That is why the retention stage is necessary (Burke, 2021). Employees need to be engaged in order to retain them and keep them on board. It is important to understand the employee's needs, expectations, and preferences so that managers can create an environment that promotes their engagement. Premier Inn can retain employees through increasing incentives and incentives. Also, employees should communicate the company's mission, vision, and values. Management should arrange regular meetings with employees. Leaders can Encourage employees to be active participants in the company's success. Separation is the sixth stage of the employee lifecycle. The employee engagement strategy for separation is to engage the employee in a way that helps them make the transition, so they can successfully move on to the next stage in the employee lifecycle. The first step is to provide information about what will happen when the employee leaves. This can include details about who they will be working with and how they will be paid. Additionally, it is important to let them know what they can expect from their new job, including all of the required skills, knowledge, and experience. Once Premier Inn shares this information, it is important that they follow up with their departing employees at least once a week for the first three months after their separation. This will help keep them connected with their employer and ensure that there is not any confusion about their status as an employee or about anything related to their job responsibilities or responsibilities as individual contributors within the company (Cattermole, 2019).
Engaging a team of employees is a lot like engaging any other group of people: Leaders have to show employees what they are worth, and then they have to show them how they can help the employee achieve their goals. A good place to start engaging in Premier Inn is by understanding each employee's strengths, weaknesses, and motivations (Firdinata and Hendriyani, 2021). Once leaders know all that about team members, they will be able to show them where they fit in and how they can grow as a result of working with leaders. This could include offering training courses or workshops that will help employees improve their strengths or learn new skills that will help them achieve their goals (Bower, 2018). For example, if one member is great at taking care of people but has not worked in customer service before, maybe she/he could take some training classes on how to provide better customer service so that she/he can more effectively meet the needs of guests who stay at the hotel (Tiwari and Lenka, 2020). The manager from Premier Inn should also think about what motivates each person on the team, like what makes them want to come in every day. Is it money? Is it recognition? Whatever it is, when they understand this motivation deeply enough through observation and discussion, it will be easier  to understand the best way to motivate them (Mohanty, Mishra and Mohanty, 2021).
The Deloitte model of employee engagement is a way to understand and measure the success of a company's leadership practices (Deloitte Insights, 2019). It was developed by Deloitte Touche Tohmatsu Limited and aimed to help companies understand how employees are engaged and what actions they take in response to their company's policies and culture. This model consists of five core elements as the central pillars of engagement, which are meaningful work, hands-on management, a positive work environment, opportunity for growth, and trust in leadership. Meaningful work is the first element of the Deloitte model. It refers to the quality of the job and how much the employees enjoy it. If employees are not enjoying their job, then it is unlikely that they will successfully complete any project or deliver on its promises. It can be implemented by giving employees autonomy and by working in small, empowered teams. Hands-on management is another element of the Deloitte model. It is important that managers be able to give employees feedback and advice on how to improve their work performance. This can be done by setting clear, transparent goals and providing coaching to employees as well as investing in management development. A positive work environment is a third element of the Deloitte model. A positive work environment can lead to higher productivity levels among employees because they are more likely to feel motivated when they are surrounded by positive energy from their colleagues or supervisors at all times throughout the day or week. " This can be implemented by providing a flexible, humanistic work environment and a diverse environment. "Opportunity for growth" means that there should be opportunities for advancement within the company regardless of seniority level or position held within the organisation. An employee will feel fulfilled at work and can have a career path that leads to advancement in the company when they have the opportunity for growth. This can be implemented by providing training and support on the job as well as developing a high-impact learning culture. Trust in leadership means leaders are transparent with their actions and decisions, so employees know what is expected of them but also know that they can approach the leaders if they have questions or concerns about the way things are being done within an organisation. In this type of approach, employees will feel like their opinions are valued by those at the top of the organisation's hierarchy, and they will begin to trust the leaders (Prasongthan and Suveatwatanakul, 2017). This can be implemented by developing a mission-driven environment and investing time and resources in the employees. Also, leaders should present their work as transparent and be an inspiration to the workers (Firdinata and Hendriyani, 2021).

The role of human resources in engaging employees is crucial to the success of any company. Because it helps to develop organisational policies, procedures, and practises that support employee engagement. Engaging employees allows working with people who are more specialised and skilled people who advance the organisation in a productive and efficient way. The employee lifecycle is important to determine the strategy of employee engagement, which consists of several stages. Engaging can be started by understanding the needs of the employee. The Deloitte model of employee engagement is a way to understand, measure, and help the success of a company's leadership practises by providing a better way to engage employees. This employee engagement model consists of five pillars, which are: meaningful work; hands-on management, a positive work environment; opportunity for growth; and trust in leadership. This essay will help the reader develop an understanding of employee engagement.
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