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Employee engagement refers to the enthusiasm and dedication level of employees for their job (Kocherlakota, 2020). The more dedicated employees, the better for the organisations. Hence, employee engagement has become important for organisations. This essay will focus on the ways of engaging employees providing specific industry examples. Firstly, it will discuss the role of HR in engaging employees. Secondly, it will incorporate various ways of improving employee engagement throughout their life cycle within an organisation. Also, various examples will be given here to support recommendations. Thirdly, it will outline the advantages of having highly engaged employees. Lastly, it will recommend ways to improve the engagement of team members by incorporating an employee engagement model.
Human resources (HR) in a hotel plays a significant role in ensuring success in an organisation. Because HR directs the behaviour of employees in a hotel who ultimately communicate with the guests. According to Saks (2021), the HR of a hotel is responsible for recruiting employees who match the culture and values of an organisation. Identifying the right employees with the right skills and their attitude of customer satisfaction can increase the success of a hotel. Hence, the employees who match the values of a hotel are more likely to be engaged with that hotel and work for the mutual goal. Secondly, HR is responsible for training and developing employees within a hotel. The training opportunities enhance the skills of the employees and thus they can stay up to the trend and grow their career. Regarding the impact of training on employee engagement, it is found that training builds confidence among employees about their skills (Armstrong and Lenders, 2018). Thus, the confidence boosts their motivation as well as improves their engagement. Thirdly, recognition and rewards are provided by the HR to the employees who perform well in their jobs. The rewards and recognition also play important role in the employee engagement. For example, companies that offer rewards and recognition to employees experienced a 31% lower employee turnover rate (King, 2023). The employees become highly engaged with the organisation and thus they do not want to leave the hotel because of getting rewards and recognition. The hotel Premier Inn also provides various benefits such as health insurance, retirement plans, discounts in booking hotels, sick leave, annual leaves, and so on as rewards to engage employees further. Hence, the Premier Inn hotel has been awarded as the top employer because of providing a good working environment to the employees (Premier Inn, 2022). 
The first important characteristic of Generation Z is that they are called digital natives. Because they have grown up using technologies from a young age and hence they have proficiency in using smartphones, and social media. Thus, they are quickly adaptable to the latest technologies and they prefer communication with digital tools. Secondly, Gen Z is driven by purpose. Hence, they look for organisations that align with their values and offer growth opportunities. One of the major purposes is to create a positive impact in the world. In short, Gen Z prefers to work in a purpose-driven environment. Furthermore, Charanya and Stephen (2019) argued that Gen Z prefers to have a work-life balance. Hence, they prioritise flexibility and give much value to time. Their flexible preference also makes them result-oriented where they value bringing results rather than aimlessly doing certain things for a long time. It also brings Gen’s concern regarding their personal growth. They prefer to spend the time where they can perceive potential growth opportunities e.g. learning or experiencing new things (Mazur-Wierzbicka, 2017). Besides, they understand that the world is constantly changing and to remain relevant they have to continuously update themselves. Apart from their self-benefits, Gen Z are also concerned regarding social impact. They want to exert a positive influence on the society and make their name in the society. 
As it was stated earlier employee engagement plays an important role in a hotel. Throughout the life-cycle of employees, organisations can incorporate various methods to engage employees. In the first stage, attraction works among the employees. Even before coming to the office, this stage starts to work. In this phase, employees are aware of the organisation because of its positive reputation. Hence, the attraction among the potential candidates is fostered because of the exposure of the hotel among them. According to Cattermole (2019), in this stage, hotels should focus on creating and upholding a positive culture. Because it is the culture of an organisation that determines how candidates will perceive it. Culture consists of systems, structures, rules, and values within an organisation. For example, Premier Inn has already a positive image regarding its culture in various 3rd party platforms e.g. Glassdoor, and Indeed UK which creates an attraction for other candidates to work. Secondly, in the recruitment stage hotels hire where treatment of candidates during this process largely shapes their view about the organisation for the rest of their lives. To ensure employee engagement, organisations should focus on hiring the right candidates at this stage. For example, Premier Inn Hotel provides job vacancy advertisements on multiple platforms e.g. social media, website to attract a large number of candidates in the recruitment process. Besides, Premier Inn Hotel included an “employee stories” section on the recruitment page to let candidates know about the work culture, and hence the right employees can be recruited (Christensen Hughes and Rog, 2018). 
In onboarding employees understand the culture of organisations. Hence, to ensure highly engaged employees, organisations should focus on communicating clearly about core values. For example, Premier Inn hotel provides knowledge regarding its mission, vision, and values to employees and also gives them an understanding of their career success. It ensures a high level of collaboration among employees. The fourth stage, development, enhances employees’ skills. Hence, by increasing the ability of employees to perform tasks, engagement can be ensured. For example, Premier Inn Hotel developed a “life-skill academy” for employees to enhance their skills to ensure guest satisfaction. All types of relevant training are provided here. Thus, Rawat and Kumar, (2017) recommended providing relevant knowledge to the employees at this stage. The fifth stage, retention, is the most important because hotels should retain skilled employees for success. Hence, hotels can introduce appropriate rewards and recognition programs to retain employees. Besides, Premier Inn Hotel provides flexible working options to the employees to ensure a work-life balance of employees. Also, it introduced an employee wellbeing program for work-life balance which also aligns with the characteristics of Gen Z employees. Retention of employees comes with providing justified benefits to employees and proper benefits can increase employee engagement (Taylor, 2020). In the final stage, some employees may decide to leave the natural company. However, organisations should focus on reflecting on the experience of the leaving employees and understand what factors have caused them to leave. For example, Travel Lodge Hotel takes exit interviews of employees to take their feedback and to identify room for improvement. The benefit of such an action is that it creates a positive perception among the employees and the public. Hence, a positive brand image can attract employees further. Apart from reflecting on the leaving employees, hotels should also facilitate their process and give assurance regarding the future to help them (Aurand, Gorchels, and Bishop, 2017). As a result, leaving employees will work as brand advocates for the respective hotels. 
According to Niranjan and Thomas (2018), the major advantage of employee engagement is a high level of customer service. Engaged employees work their best to provide high-quality guest service so hotels become successful. For example, one of the important factors that contributed to the success of Premier Inn Hotel is its exceptional guest service at an affordable price (Turley Economics, 2022). The convenience of the services of this hotel and high-quality experience came from the high level of performance of the employees. The second advantage of employee engagement is that employee turnover decreases significantly. Because engaged and satisfied employees do not want to leave the job. For instance, according to Comparably (2023), Premier Inn placed among the top 30% of its peer companies in terms of retaining a large number of employees. It also found that 73% of the employees like their jobs in the hotel and 25% of the employees will not leave their jobs here for more money in other jobs. Thus, it can be noticed that the employees of Premier Inn Hotel highly associate them with the hotel and hence the overall organisation has been able to achieve such success. Finally, employee engagement has a direct positive relationship with the performance of employees (Frankli, 2023). Because it is found that employee engagement can improve individual performance of employees by 14%. The impact of employee engagement on performance can be justified by giving an example of Premier Inn. In April 2023, the revenue of Premier Inn Hotel crossed the pre-pandemic level which was 27% growth. One of the reasons for such an improvement was highly engaged employees. The hotel achieved the top employer award in 2022 which also indicates its commitment towards employee engagement. 
To improve the engagement of a team, various actions can be taken. However, a proper engagement model can assist in building engagement by guiding the efforts towards it. In this case, the CARE model of employee engagement can be used which stands for connection, authentic relationship, recognition, and engagement. 
Firstly, the connection has to be built with the team members or employees within an organisation. Because as employees feel more connected with the organisation, they are more likely to remain engaged with the organisation (Leapsome, 2023). For example, Travelodge UK, a competitor of Premier Inn, holds morning meetings with managers and employees in a hotel to communicate with each other and to share purpose. Hence, the whole team works towards the achievement of the hotel’s goal. Secondly, authentic relationship has to be built with the team members to gain their trust and performance. Because it will cause self-motivation among the team members. So, they will think the goal of the whole is also their important personal goal (Khajeheian, Emami, and Molaei, 2019). It will cause direct collaboration among the team members. An authentic relationship means organisations or managers genuinely care about the stakes of employees. For example, Craig Poole, general manager of Double Tree by Hilton, asks employees about their concerns before each work day starts. Besides, he genuinely cares about the well-being of team members and thus all the team members support in (Milne, 2021). It can be demonstrated by the success he achieved at Doubletree Hotel in Reading City. Therefore, an authentic relationship is built by treating team members with respect for making themselves committed to organisational goals. Thirdly, team members should have a sense of achievement. Because the achievement of goals will motivate them further to achieve the goals of the team. For example, Premier Inn offers extensive training and development opportunities, performance bonuses, and discounts to employees as rewards. Thus, they motivate employees to work harder. Lastly, the engagement element would require team members to connect themselves with the organisation emotionally and physically. Hence, proper organisation culture, values, and systems need to be established. For example, Premier Inn fosters a friendly work environment where everyone collaborates (Kushniruk, 2023). This supporting culture creates engagement between team members and one cares for another building an emotional connection. Also, the hotel provides necessary facilities such as sick leave, and work-life balance opportunities to emotionally support employees. In this way, employees can be engaged also. 
In conclusion, HR directly contributes to the development of employee engagement by recruiting the right employees and training them. Besides, Gen Z is inclined towards technology and prefers to have social impact and development opportunities in their work. As a result, Premier Inn Hotel offers work-life balance, regular training opportunities, and flexible working options to comply with the industry trends of employees. The alignment of Gen Z’s characteristics and the hotel’s culture can bring a high level of employee engagement. The major benefits are improved performance and customer service. By applying the CARE model of employee engagement, organisations can improve team engagement. 
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