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[bookmark: _Toc126166994]INTRODUCTION
This essay talked about the role of the Human resource department in engaging the employees as the department carries out roles and campaigns for employee engagement. Different ways the Human resource department engages the employee to know other employees and the advantages of engaging the employees as this helps in improving productivity and increases the profitability of the business along with greater employee commitment. Discussed what the employee lifecycle is and the various stages of the employee lifecycle which are attraction, recruiting, onboarding, development, retention and separation. Further it will discuss the various employee engagement models used by the businesses and the example of employee engagement from the respective industry. 

[bookmark: _Toc126166995]THE MAIN BODY
Human resource plays an important role in employee engagement and all aspects. The Human resource has to carry out the employee engagement roles and campaigns and the department is the one responsible for employee engagement. Employee engagement is a difficult topic as this involves all the activities done by the Human resource department. As the Human resource department sees the talent that is engaged with the business and governs that the employee is using the right skills. Reflecting good working manners helps in maintaining the working culture of the organisation. The Human resource department has to see that the employee has the right skills for the right task and the suitable environment for the task so that the employee can perform it in the right way. The human resource department needs to check that the employees of the business are developing their skills in time and this helps in the engagement of the employees (Giousmpasoglou and Hua, 2020). 
The Human resource department has to make a clear path for the success of Premier Inn with the employees and should inform what is expected from the employee as the employee has to achieve the personal and organisational goals for the business. The Human resource department motivates the employee and inspires the employee as this contributes towards the achievement of the business. Empowering the employee helps the business efficiently do the work (Liu, Han and Zhang, 2022). The Human resource department helps develops a company culture where employee engagement is a main part of the culture of the company. The Human resource department is responsible for Premier Inn's achievements and sees different ways to achieve the different milestones. The Human resource department plans the staff performance and staff development needs the department also governs the training programs needed for the employees. The seminars will help the employee in understanding new ways of doing work (Çınar, 2020).
The employee can be engaged as they get to know each other this is an important aspect as the employee interacts with each other and getting to know their colleagues help in knowing the employee. Getting to know the employee improves knowing the nature of the employee as this helps in knowing the personal goals of the employee. Through this, the Human resource department can connect the personal goals of the employee with the organisational goal of the business. The employee can also be engaged by letting the employee know the vision of the business. As the employee thinks that the employee is an important part of the business and is the backbone of the business. This boosts the morale of the employee and results in better working employees. When the employee feels valued at Premier Inn then the employee tries to give the maximum effort towards the business as this helps the employee in the overall and organisational growth of the employee. 
The Advantages of Engagement of Employees are the employee that is engaged more with other employees of the business has fewer chances to be stressed than the employees that do not engage with other employees. As the employee has the moral support of the other employees and the stress of the employee can impact the productivity of the employee. The mind of the stressed employee will be divided into different areas thus decreasing Premier Innproductivity as the employee cannot work to the fullest. The low engagement of the employee and the stressful employee leads to burnout as a result of no motivation and inability to work with other employees (Page, 2019). 
Greater Employee Commitment when the employee understands the vision and motive of the business then they go along with the business. Once the employees understand the vision and the way that leads to the business goals than the employee puts more effort into the daily activity of Premier Innand puts more effort into the tasks that have a huge impact on achieving the goals of the business(Jones and Comfort, 2021).
Lower Absenteeism means the employee being absent is a concern for the business and can put the business under a strain for achieving the business objective. The business that has the high engagement of the employee is intended to have fewer leaves of the employee than the companies with less engagement. A safer workplace environment has a deep effect as this affects the reputation of the business and anticipates a financial risk for the business(Papadopoulos, Lopez‐Andreu and Jamalian, 2021). 
The employment lifecycle is Attraction which means the first impression of the business as the relation between the business and the employee starts when the interested candidate sees the opportunity of the business. The human resource department sees the opportunity of attracting new talent towards the business that will be a valuable talent of the business (Cattermole, 2019).  
Recruitment means seeing the way the business treats the interested candidate during the recruitment process. This stage helps the business create a positive or negative image of the business towards the business.  As the recruitment process of the business is the building block of the business which entrusts the business with new talents. Onboarding this stage has involved the introduction of the business workplace, culture, ethics and rules and regulations of the business. The business needs to make the candidate feel the candidate is an asset to the business. The candidate like it when the candidates are welcomed by the business and feel safe at the business(Teixeira, et al., 2019). 
Development means Premier Inn needs to develop the skills and relevant knowledge of the business. As the business has to provide the employee with various training and development plans. The internal and external development plan helps the employee keep up with the new trends in the business sector (Doyle, and McDowall, 2021). Retention means preventing the existing employees from leaving the business. As the employees that have worked for quite a time in the business know the culture, ethics and work style of the business. This results in the business doing the work in a less time taking and less time-consuming way(Filimonau and Magklaropoulou, 2020). Separation of the journey of the employee of the business does come to an end these results in the former employee looking for a new opportunity that the business is not able to provide to the employee or the retirement of the employee. Reflection is very crucial at this stage as the business helps the business know the space for innovation and improvement(Marinakou and Giousmpasoglou, 2019). 
Examples of engaging are the team can engage in the employee lifecycle as it is important for the employee through employee engagement. Knowing the work done by the employee helps the employee know the relevancy of doing the work in the business as to why the employee is doing this work. This helps in achieving the goals of Premier Inn and completing the overall dream of the business. The rewards and recognition of the employee is an effective way to engage the employee of the business with the employee lifecycle as the rewards are a very important aspect of Premier Inn. Rewards and recognition help the employee in doing personal and organisational goals and result in the development of the employee (Alghamdi, 2021). Professional personal life balance is also an example of a business can engage the team in the process. The management of professional and personal life helps in dividing the balance of life and the work that is needed to be done (Boella and Goss-Turner, 2019). The wellness of resources is important as if the team has the complete resources then this helps the team in developing as the team can work to the fullest. Knowing the goals of the business is another example as the business involves the team and shares the thoughts and vision of the business (Baum, 2019). 
The employee engagement model the Zinger Model of engagement is mainly developed by focusing on the core employee needs. Given by David Zinger this model follows a structure of a pyramid and this consists of different rows. Most bottom rows focus on the essentials that are required by every employee so that the employee can work in a good manner(Sinha, 2021). The bottom row consists of the Enhance the well-being of the employee as the employee of the business would not be able to work nicely if the mental and physical health of the employee is being compromised. Building a culture that is suitable for the physical and mental needs of the employee is important and improves employee engagement (Camilleri, 2019). 
To convince the employee to stay a long time in the business the employee must find a purpose and motive why the employee is doing the work. Leveraging strengths involves the leadership must create an atmosphere where the employee can grow their physical strengths(Ramakumar, K. and Priyadarshini, 2021). The second row focuses on the essentials needed to connect the employee with the business. Building good relationships at the business helps the team in achieving favourable outcomes. The leader needs to create a path of opportunity and development for the connection of the team through team-building exercises(Hashem et al.,  2022). Foster recognition means the lead and the employee are responsible for creating an environment where both the employee and the lead invest towards the employee recognition ideas so that employee engagement keeps on going. 
The employee to be engaged must be present in the workplace mentally and physically. The seniors of the employee can make this by making daily interactions and enhancing the connection with the employee. The third row of the pyramid focuses on the tracking progress of the employee and maximising the performance of the employee(Hashem et al., 2022). Employees feel unmotivated if the employee is the business blocks the chance of development of the employee. The employee of the business like the success and the recognition of the success. Sometimes the progress takes some time but the employee must still be recognised in the way of development to focus on the progress of the employee. The top-row pyramid focuses on achieving results as the engaged employee is the one who helps in the productivity and profitability of the business. The business uses the target hard metrics and key performance indicators in order to see the improvement of the employee (Bailey, 2022).
An example the Premier Inn is actively engaged with the employee and employees engaging. As the employee of the Premier Inn meets the other employee of Premier Inn once a quarter and this helps in engaging the employees and creating an environment of social responsibility inside and outside of the working space. The values of the company are made by the leaders of Premier Inn and have a good impact on the business culture. Inclusion and diversifying processes are one of the most important values of Premier Inn. 
Meeting the other employee outside the work pace and having a good time helps the business create a nice brand image among the employee, interested candidates and customers of Premier Inn. The employees of the Premier Inn are very happy after joining the business and are proud to be an important part of the business. The business created and implemented a cultural change and this change was in concern with the business strategy followed by Premier Inn. The year after the business implemented the cultural change employee engagement in the business had a huge positive impact and rose from 77 to 95 per cent. This helped Premier Innin's profitability and came closer to the dream of the business. 
[bookmark: _Toc126166996]CONCLUSION
This essay concludes the role of the Human resource department in the engagement of the employees by carrying out different roles and campaigns. It also concludes how the department engages the employees with different employees and the advantages of the engagement of the employee concerning the business as this increases the profitability of the business and enhances productivity. Further, it talked about the employee lifecycle and the different stages which are an attraction, recruitment, onboarding, development, retention and separation and discussed the different employee engagement models and viewed the example of Premier Inn. 
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