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Introduction 
Human resource management practises in hotels that control their complete operational scope need to prioritise employee engagement. One facet of employee engagement is keeping employees interested in and dedicated to their jobs and the company's goal (Torrington et al., 2020). It is essential to guarantee staff engagement and appreciation for any particular organisation to succeed. It should be highlighted that employee engagement is a trend rather than an individual occurrence. An organisation's understanding of the importance of human resources to employee engagement throughout the employment lifecycle is crucial (Armstrong and Taylor, 2020). The whole working life of the person is significant here, from employment to retirement. Large hotels' human resources divisions, therefore, need to be cognizant of the value of maintaining employee engagement and enthusiasm throughout their careers (Saeed et al., 2019). Additionally, this essay will analyse the ways to engage the gene Z in a large hotel, i.e., Premier Inn, throughout its lifecycle.  

Main Body 
The role of human resources in inspiring and engaging employees is crucial (Marchington and Wilkinson, 2016). The recruiting, onboarding, and continuous administration of employees are all responsibilities that need the expertise of human resources specialists. In addition to this, they have the responsibility of ensuring that workers have access to the resources, training, and moral support that they need in order to do their tasks effectively. The Best Western Premier Inn Managers of human resources are tasked with creating an environment where employees like coming to work, are willing to work together and trust one another (Noe et al., 2016). Moreover, it is their duty to recognise issues that dampen morale and do all possible to address them. Premier Inn's human resources department plays a crucial role in maintaining long-term employee enthusiasm. Giving individuals the resources they need to advance in their professions and acquire the expertise they will require to succeed in those roles is a crucial part of this. The Best Western Premier Inn Clear job descriptions, a performance monitoring system, and other pertinent documents from human resources can help employees carry out their responsibilities (Arulrajah et al., 2015).
Those members of Generation Z who entered the world between the mid-1990s and the mid-2010s may rightfully claim the title of digital natives. The characteristics of the selected generation, i.e., Gen Z, include that having grown up with cell phones and constant internet access, members of Generation Z are adept with technology and social media (Bencsik et al., 2016). They have a strong sense of initiative and autonomy, placing a premium on self-education and ingenuity in problem solutions. This generation is distinguished by their commitment to equality across all lines of difference. Activism and support for issues that matter deeply to members of Gen Z are signs of the generation's strong sense of social responsibility. They are realistic in their goals as they look for long-term employment and financial security in today's uncertain and interdependent environment (Turner, 2015).
[bookmark: The_Employee_Lifecycle][bookmark: _bookmark2]The suggested ways for engaging a team along its benefits include providing workers with a feeling of autonomy and independence within their responsibilities is a vital approach for team engagement at Premier Inn, among other techniques or methods and benefits of engaging teams (Albrecht et al., 2015). Giving people discretion over their work procedures, schedules, and decisions increases their sense of agency and pride in their jobs. Recognising and rewarding staff is essential to keeping them invested in their work. Recognition, whether in the form of a formal award, affirms the significance of their efforts (Kumar and Pansari, 2016). Employees might feel more connected to their work when efforts like training and mentorship programmes are supported. Methodically assessing, enhancing, and maintaining worker engagement may be achieved via the use of a structured employee engagement model. Methods such as polls, in-depth interviews, and group discussions are used to assess morale and pinpoint problem areas in the workplace (Bakker and Albrecht, 2018).
In addition, it is in everyone's best interest for Premier Inn to do all it can to keep its staff excited about going to work. All Premier Inn employees must chip in to ensure employee productivity and satisfaction over the entire employee lifecycle. Hiring new people is the first stage of the employment lifecycle (Schwartz et al., 2019). Premier Inn's attractiveness as an employer relies heavily on the company's stellar reputation. Furthermore, the Premier Inn's principles and culture must be emphasised, and competitive compensation and benefits must be offered if the company wants to attract and keep the best employees. Premier Inn could also advertise itself on platforms frequented by potential workers, such as social media and job boards (Frem, 2016). 
To incentivize current workers at Premier Inn to suggest friends and family to prospective employers, referral incentives and other benefits may be extended to them. Finding and hiring new employees is the focus of marketing, the second stage of the job hunt. Effective hiring practises are necessary for large hotel HR departments to fill open jobs (Singh, 2019). It needs to be equipped with the skills, training, and information required to succeed in a range of work settings in order to achieve this. Furthermore, Premier Inn should improve its hiring practises to ensure that qualified applicants are hired and provided with the support they need to succeed. Hiring people to fill open roles at Premier Inn is just as important as the onboarding process for recently recruited staff. Human resources makes sure that all newly recruited workers have the tools they need to get started on their task right away and with a feeling of accomplishment. One way to achieve this goal is to simplify the process of orienting and training new personnel. Moreover, each employee needs a tailored onboarding procedure (Cattermole, 2019).
In addition, the fourth stage of the employee lifecycle, "development," is all about encouraging workers to grow personally and professionally. Human resources are responsible for making sure employees have many promotional opportunities at the Premier Inn. This calls for providing employees the means to advance their education. At the same time, keeping an employee is the fifth and maybe most important part of an employee's life cycle. The HR team is responsible for inspiring and empowering workers to give their all in their jobs (Frem, 2016). This includes competitive pay, generous benefits, and opportunities for career advancement. Hence at Premier Inn, Human Resources should focus on promoting an environment where every employee is recognized and valued for their contributions. It's essential to acknowledge that employee separation is a crucial step in the engagement process and represents the final stage in the employee life cycle. In this phase, responsibilities include conducting exit interviews and offering feedback on employee performance (Frem, 2016).
The organization should put more emphasis on developing a culture that promotes inspiration and motivation. Enhancing employee enthusiasm can be achieved by cultivating a culture that respects employee autonomy, appreciation, and professional development. Granting employees greater autonomy within their roles is one approach to keep them engaged (Schwartz et al., 2019). Giving workers the freedom to pick their own hours and do what interests them is very important. Employees may be more inclined to assume additional responsibilities when they have the freedom to make choices. It's important for employees to feel that their contributions and achievements are their own. Premier Inn can also express its gratitude to employees through thoughtful gestures, whether in the form of official awards or heartfelt expressions of thanks. Implementing a recognition program is an effective means to boost morale and motivate employees to go the extra mile (Singh, 2019). 
[bookmark: Employee_Engagement_Modle_and_How_it_cou][bookmark: _bookmark4]Providing people with opportunities for professional development is Premier Inn's second method of garnering attention. This might take the form of formal or informal training, mentorship, or other forms of career development support. It may give employees a sense of purpose in their jobs and help them develop professionally. The third method for increasing output is to change the way employees are expected to work (Cattermole, 2019). An employee engagement model's goal is to provide a benchmark against which Premier Inn may measure and subsequently boost staff involvement. One may use focus groups, questionnaires, and in-depth interviews to find out how satisfied employees are with their work. Improvement opportunities at a Premier Inn may be gleaned from data on employee turnover, absenteeism, and engagement surveys. Premier Inn may utilise the data they collect in this manner to guide the development of employee engagement initiatives (Frem, 2016).
Premier Inn may use the strategies, habits, and outlooks outlined in Gallup's employee engagement model to create an engaged environment. The hotel business is one that uses this HR management technique. In Gallup's approach, meaning, accomplishment, development, and recognition are the four pillars. A Gallup survey indicates that the second element that drives employee motivation is success. Giving staff members the tools they need to set and achieve quantifiable objectives consistent with the organization's stated mission is one example (Iddagoda and Opatha, 2017). Setting and maintaining high expectations for employee performance requires regular performance review and feedback. Gallup discovered a third element of the model that is driving even more growth. Employees should have access to opportunities for progress inside the companies where they work. There are a number of possibilities to think about, including seeking advice from seasoned experts, participating in official and informal training sessions, and maybe receiving compensation based on performance (Leppänen, 2015). 
Premier Inn benefits from increased morale, productivity, and loyalty among its workforce. As a dependable strategy for preserving employee engagement within a business, the Gallup Employee Engagement Model has solidified a strong reputation. Promoting the concept's core principles such as expanding on prior successes is one possible tactic for operationalizing it. This section of the plan aims to assist staff members in recognising and using their capabilities (Radda et al., 2015). This goal may be accomplished in the workplace by encouraging a focus on individuals' areas of competence and giving them constructive criticism and guidance. It is a good idea to provide opportunities for professional growth and team projects to staff. Moreover, jobs and work environments that promote a feeling of independence and value among staff members may also help the Gallup model catch on. It states that each employee should have specific responsibilities and be allowed the freedom to make their own decisions. Employees who participate in decision-making processes about issues that impact them at work are more likely to show pride and excitement (Leppänen, 2015).
A possible way to put the Gallup technique into practise is by rewarding staff members with prizes and incentives. Employees who have contributed to this specific feature of the strategy are recognised with a monetary incentive. Monetary remuneration, ceremonial statements, and other forms of appreciation may be used as incentives for this goal. Providing chances for personal and professional improvement might make people feel more invested in the organization's success. A major hotel may choose to use the Gallup Employee Engagement Model to keep staff members engaged in their job for long periods of time. Providing challenging and engaging work, rewarding outstanding performance and achievements, and making strategic investments in employee development are all ways to sustain a good and devoted workforce dynamic at the hotel (Iddagoda and Opatha, 2017). 
For example, Premier Inn makes money on its customers' satisfaction. As a result, it is critical that employees get incentives for providing outstanding service. The management of the firm may foster a healthy work environment by acknowledging the efforts made by its personnel. Customer service training and strategies for praising and rewarding achievement may support staff development and progress (Camilleri and Camilleri, 2018). Premier Inn also has to provide its employees with constructive criticism and rewards for doing a good job serving guests and vendors alike, as well as access to any necessary resources, such as computers and the internet. Hotels should provide vacation time and gym memberships in order to keep staff members physically healthy and ready for work. Hotels may decide to put in place an employee involvement plan to encourage motivation and engagement among their staff (Kim et al., 2020).

Conclusion 
In conclusion, employee input is crucial to the success of Premier Inn's human resource management. Human resource managers are responsible for inspiring confidence in their employees and providing them with clear goals to strive towards. They contribute to a positive work environment that encourages cooperation, honest communication, and trust. Employees are a company's lifeblood, and their efforts are essential to boosting productivity and meeting organisational goals. Premier Inn should prioritise cultivating a work environment that encourages and facilitates self-determination, gratitude, and advancement for its staff. An employee engagement model may be useful to Premier Inn as a framework for gauging and boosting employee engagement.
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