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The Human Resource Management (HRM) department play a vital role in developing and supporting employees in the workplace to create a peaceful environment. Employee engagement is a vital concept across all workforces that describes the level of dedication and enthusiasm provided by an employee and their levels of job satisfaction. A high amount of performance is required to accelerate the pace and productivity of  hotel organisation Premier Inn to its full potential. The sustainability of the brand within the market has a higher range of dependency on the nature and culture of employee engagement that is maintained concerning the organisation. The practice of a developed structure of HRM policies helps to modify a better form of employee engagement along with the development of personality modification (Ababneh, 2021). A form of redesigning and innovation has been applied in the policies of HR to execute the modern generation in a more technical way of employee engagement (Hassan et al., 2019). Furthermore, Employee engagement methods have changed and developed in Gen Z as compared to Gen Y. There has been a range of power transformations that have been observed in the difference of generation from Gen Y to Gen Z. The set of goals and the nature of the workplace has changed with the entry of young millennials in the current generation. The method of formulation and the acceptance of industrial embassies is the core element in the modern generation in terms of HRM (Bińczycki et al., 2023). Furthermore, the effects of HRM have a mass effect on the employee life cycle. There are multiple stages engaged in working life. Stages of attraction, recruitment, onboarding, development and retention are the main six stages of an employee lifecycle that lead to creating a form of successful career in the field. 
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HRM is an organisation deals with the steps of recruiting employees with multiple steps of the selection process for the betterment of the Premier Inn. Employees are the most important and key members of an organisation, and managing them properly is the role of HRM withinin an organisation. In view of the core function of the HRM, there are four types of roles that the department of HRM performs. Planning, organising, directing and controlling are the major work roles that are effective from HRM to improve business efficiency. The role of HRM in employee engagement entails maintaining and improving the flow of employees within an organisation. HRM has a high influence on the methods of employee engagement (Saks, 2022), as this is crucial due to a need for passion for employees to work in their respective job roles with full concentration and less pressure. Employees serve as the largest sources of power for a company and play a major role in the success of the company in the hotel industry (Berry, 1999). In the context of making the criteria of employee engagement, the result of employee satisfaction is highly appreciated by employees in an organisation. 


Building off the factor of employee engagement, four essential components can be implemented by HRM to increase employee engagement and retention. Enablement is a key element in the process of employee engagement that provides a necessary form of help to employees. Enablement helps to increase the team effort and the essence of job performance for the employees in a particular organisation (Pongton and Suntrayuth, 2019). Energy behaves as another key form of element in the process of employee engagement to help an employee be more responsive. A set of cognitive and emotional types of energy is crucial and appreciated in the workplace for better employee engagement (Hameduddin and Lee, 2021). Empowerment is the next form of increasing employee satisfaction that is vital in the role of HRM in increasing engagement. In the aspects of empowerment, the role of leadership is vital to consider to boost employee engagement and job satisfaction of the employees (Quek et al., 2021). Encouragement is the final element that is needed for making the efficiency rate of employee engagement high in an organisation's HRM. Encouragement leads an employee to be more motivated in work, and it helps to find more scope for creativity in the context of making better products or services for Premier Inn to serve better in the hotel industry. 

The roles and responsibilities of HRM have changed drastically alongside generational changes and approaches to work, such as in Gen Z in comparison to Gen Y. The generation gap leads to forming different aspects of the employee life cycle as a consequence of the HRM. The stage of attraction involves appealing to individuals into aiming for a job for the company. In the world of digitalisation, Gen Z is at a more advanced stage as compared to Gen Y. More physically attractive and technical advertisements are easier to engage the modern generation as compared to previous generations. Additionally, Gen Z has a more idealistic type of approach in the workplace compared to Gen Y (Schroth, 2019). Therefore, to attract Gen Z employees, HRM could implement the use of social media advertising (as is already implemented by other global brands) to appeal to the more modern generation (Brinke, 2021). Recruitment is the next step of the employment cycle to entice and promote employee engagement and retention within any hotel position. The process of recruitment has a range of differences in modern Gen Z, as individuals want a more strategic approach with a high level of salary. There are a variety of elements that differ in the level of motivation among employees in different generations in the workplace (Mahmoud et al., 2021). In Gen Z, a higher level of salary offers more motivation for modern-day employees as compared to Gen Y, which values career prospects (Dreyer, 2023). Onboarding is the third stage of the employment cycle which introduces an individual to the life of corporate culture. Gen Z has a nature of central-based relationships built into the process of onboarding. Comparatively, Gen Y has a form of wish to maintain the nature of standard form in the process of onboarding. To successfully recruit Gen Z’s, introducing corporate and social benefits, such as healthy co-worker relationships, is more likely to increase Gen Z recruitment, as well as ensuring employee engagement further on. 
Development is the stage of managing an individual to improve the level of skill development that is needed to serve and attain guests in Premier Inn. The stage of development is in a process of similar form in both the generation of Y and Z. Talented and skilled employees are more choice for the post as retention of talent is needed to provide better service to guests in hotels. Development is one of the most important stages in the role of HRM (Rana and Sharma, 2019). Retention is another stage of the employee cycle, which leads to acquiring more talents to improve the organization. Criteria of retention vary differently in Gen Y and Gen Z. On the occasion of Gen Z, multiple criteria are needed to retain the individuals as there is a higher rate of competition across industries. An efficient level of management, a cooperative level of work culture and the use of advanced technology are common things that are required in the modern generation. A form of transparent plan of career development is the most important element that is required to retain Gen Y (Hassan et al., 2019). Separation is the final stage of the model, ending an employee’s cycle through retirement and leaving of the hotel industry by employees, resulting in the employee cycle beginning for other individuals. 

The development of HRM in the industry of hotels requires a range of creative ideas to encourage satisfaction. Premier Inn is a large organisation within the UK and global hotel industry. When managing  a strategic way of managing the staff and employees are required to increase the service quality of the hotel. Zinger's model of employee engagement provides a level of tools that can be helpful for more dedication and involvement. Furthermore, tools of Zinger's model help to build efficient cross-culture in the workplace. Premier Inn is one of the premium hotels in the industry of the UK and guests from different nations visit the hotel. Therefore, an implementation of a strategic cross-cultural nature will be appreciated by employees of different cultures and nations. Tools of Zinger's model like Achieve strategies, Craft strategies and Gets connected are the most useful tools to make the effect of HRM in a formative way. A higher range of employee engagement is possible and encourages employees in their work and to improve the facts of cross-cultural impact. 

[bookmark: _v2wglf4lf6rk]Get Connected is a powerful step in the development of a well-maintained connection among the employees and the higher officials. A perfect form of leadership is needed to address all the issues and queries of employees, thus improving the quality of satisfaction, engagement and work within Premier Inn Hotels. A higher rate of employee engagement is possible to make with the Get Connected tool of Zinger’s model (Al Darmaki, 2022). HRM strategies have a special scope to improve the satisfaction of the employees. Premier Inn commits to developing a range of HRM strategies to improve the level of efficiency (Giousmpasoglou, and Hua, 2020). Recognition is another important tool in Zinger's model and that helps to retain the employees in the organisation in a form of significant way [Refer to Appendix 1]. Hotel industries’ retention of employees are needed to make the service and productivity at a fast pace. Premier Inn manages to maintain a positive strategy of employee management. Likewise, employees in the hotel industry need highly appreciated management to boost their level of confidence in work. Therefore, an application of the Zinger model helps to focus on strategies and helps to retain genuine goals of the UK's hotel industries. Engagement of employees can be increased with time based on implementing this model in hotels to achieve market growth. The market size of the UK's hotel industry reached 16.42 billion British pounds in FY 2022 which refers to a massive growth compared to the previous FY 2021 (Statista, 2023). Therefore, by implementing this particular model in the hotel business, revenue can be reached at the top position in the UK market to achieve a successful industry.

Conclusively, the role of HRM in employee engagement has a significant way to improve the job satisfaction and job encouragement of employees in organisations of the hotel industry in the UK. There are vital aspects of employee engagement that have been discussed based on Premier Inn of UK as a consequence of the HRM practices.  Encouragement and Empowerment are vital tools that affect the performance of employees in the Premier Inn. There is a higher range of competition in the modern generation as compared to Gen Y and therefore, the retention of talent is a tough job for the HRM team in Premier Inn. Different types of criteria and requirements of Gen Z could be implemented to improve the quality and job satisfaction of the talent in the hotel industry. Analysis of the generation gap creates impact full effect in maintaining the setting of HRM practice for more employee engagement experience. Gen Y and Gen Z have different points of view and expectations from the HRM of Premier Inn in their respective job role, which can be met by identifying these generational differences and how to best appeal to each (as according to the employment cycle). The employment cycle has a different point of view with respect to Gen Y as the technical advancement is limited for this category of employees, with modern and updated form of HRM strategizing needed to retain the employees of Gen Z. Furthermore, Key tools of Zinger's model provide essential data and practical knowledge that are useful for the HRM department in Premier Inn to execute a proper strategic plan. 
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[image: ]Figure 1: Employee engagement model
(Source: Delbahari et al. 2019)
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