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Research Topic
“Analysis the employee job satisfaction in travel industry in UK Tourism Union International (TUI) Company”
Significance of the topic
The overall performance of the travel industry is contingent upon the efficacy of organisational operations, the ability to retain personnel, and the level of job satisfaction experienced by employees. Gaining insight into the factors influencing employee job satisfaction can benefit organisations such as Tourism Union International (TUI), renowned for its dynamic and competitive characteristics. This knowledge can facilitate the enhancement of work environments, the promotion of employee well-being, and, ultimately, the provision of superior customer service. The findings of this research will provide valuable insights for the travel industry as a whole, shedding light on the specific factors that impact employee satisfaction within TUI.
Research purpose
This study aims to examine and evaluate the levels of job satisfaction among employees at Tourism Union International (TUI), a prominent participant in the tourism sector of the United Kingdom. This study aims to provide TUI and the broader travel industry with valuable insights for enhancing the work environment and fostering employee engagement. This will be achieved by comprehensively examining the factors that influence employee happiness.
Research aim
“to assess and evaluate the factors influencing employee job satisfaction within Tourism Union International (TUI) in the context of the UK travel industry.”
Research Objectives
This study aims to evaluate the job satisfaction level among employees at Tourism Union International (TUI).
The objectives of this study are:
1.  to ascertain the specific factors that influence job satisfaction among employees within the tourism industry in the United Kingdom.
2. to optimise the overall working environment and increase employee job satisfaction.
3. to offer guidance to the broader travel industry in the United Kingdom regarding strategies for enhancing employee well-being and engagement, it is imperative to consider various approaches and recommendations.
Research Questions
1. What is the current job satisfaction level for Tourism Union International (TUI) workers? 
2. What are the most critical variables that have a significant impact on TUI employees' work satisfaction in the context of the UK tourism industry?
3. How do organisational success and personnel retention at TUI relate to employee job satisfaction?
4. What suggestions may be made in light of the results to improve employee job satisfaction and foster a happier work environment at TUI?
5. What more significant conclusions and understandings about the study's findings are pertinent to enhancing employee engagement and well-being within the UK tourism industry?
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HR managers' roles have developed in response to societal changes, the economy, government, and technological advancements. Furthermore, external events' impact on the company's needs has caused numerous jobs' relative importance to shift. Moreover, HR practises, and organisational structures constantly evolve in this fast-paced sector. As a result, human resource managers may be asked to take on a wide range of duties, which may be better understood by tracing their profession's development over time (Hook & Jenkins, 2019).
Human resource management was first used in the 1980s, but only in the 1990s did it take off. Although the vocabulary employed in the discipline could have been more precise at the time, early authors concentrated on trying to distinguish between people management and human resource management. However, as defined by Boxall and Purcell (2008), human resource management has emerged as the most common term for describing managers' responsibilities in people management (Benfield & Royesl, 2018).
Here are some of the key aspects that set the human resource management methodology apart:
It is impossible to overestimate the value of having well-thought-out strategic plans and the roles that line managers play in making those plans a reality (Osibanjo & Adeniji, 2012).
· Organisational policies must be integrated and unified to effectively express and promote the company's fundamental values and aims. This highlights the significance of open lines of communication.
· An overall paradigm is built to emphasise people's actions to improve their chances of success in the marketplace. There are various ways to tackle this problem, including hard and soft HRM practices.
· A unitarian worldview, rather than a pluralist one, characterises the relationship between managers and staff.
· Everyone involved in a firm, whether employed full-time, part-time, or contracted, is essential to its success. Employees, outside consultants, and even volunteers are vital to the company's success.
Human resource management includes hiring new staff, evaluating current workers' performance, and fostering positive working relationships. Management and staff have established human resources policies and procedures to facilitate daily business operations. They are crucial to a company's development and success. The HR Operations Manager's primary responsibilities include creating, implementing, and assessing HR and ER policies, programmes, and practices (Osibanjo & Adeniji, 2012). The purpose of these responsibilities is to safeguard and enhance the company's human resources.
Several aspects of employee behaviour symbolise the HRM system administration interface. A model or framework exists for every significant facet of organisational behaviour and design. However, organisational leaders have repeatedly said they have yet to make plans to standardise these models into a single set of behavioural traits. 
Instead, it will use the four variables that are standard in virtually all models of workplace conduct to build a functional framework (Benfield & Royesl, 2018): 
(1) Capability -  the skills, knowledge, and dispositions required to do a task successfully and advance the organisation's mission. 
(2) Motivation: the belief that participating in such behaviours would result in the attainment of one's goals and the acquisition of pleasurable rewards acts as the driving force behind the desire to participate in such conduct. 
(3) Realising how one's actions affect the system as a whole and the success of the endeavour as a whole.
Academics and professionals in the field of operational management are well aware that their models simplify representations of human behaviour in various ways (Hook & Jenkins, 2019). However, the most common premise in organisational management models is that individuals are aware of these simplifications' impact on their decision-making abilities.
The role that humans play is relatively unimportant. Many models completely ignore the part that humans play in the procedure. Individual actions are predictable because of their inherent predictability. No one is ever unavailable (there are never any breaks, sick days, or other absences). Each task has its own allotted amount of time. Incorrect actions cannot happen spontaneously or occur accidentally (Benfield & Royesl, 2018). Employees tend to form groups with those who share their beliefs, work styles, and responses to incentives. As a result of their separation, employees cannot affect or be affected by one another. People who are regarded to have a "stationary" job are called "stationary workers." There is no indication of a change in pattern or learning or exhaustion. No effort is made to find ways to fix the issue. Workers' salaries and benefits are not factored into the final pricing. Workers make significant contributions to the "product" (via creation, maintenance, etc.), yet they are not formally acknowledged as part of the experience the client receives. Customers' interactions with employees have nothing to do with the system's design (Osibanjo & Adeniji, 2012). No amount of pride, loyalty, or disgrace can motivate these workers. Everyone can see the finished product now. No consideration is given to the possibility that the measurement was taken incorrectly. The possibility that observation could influence performance (the Hawthorne effect) is disregarded.
A company's human resource strategy is its comprehensive plan for managing its people and maximising their contributions to its bottom line. Human resource management includes hiring new staff, assessing their performance, training them, and paying them. It is guided by a set of principles known as the human resource strategy. The following components comprise a thorough human resource strategy (Hook & Jenkis, 2019):
A thorough examination of the company and its immediate surroundings is required. It usually takes more than a year to put into action.
The scope and basic features of Human Resource Management are outlined in it. It has been revised yearly to allocate resources like time and human resources among the company's various divisions. In addition, it incorporates the expertise of HR professionals at the highest levels (David & Cenzo, 2016).
Keeping a few best practices in mind while creating and implementing an HR strategy is crucial. To get things off, HR staff should be made aware of and (to some extent) involved in developing the plan. The effectiveness of a strategy depends on a thorough explanation of its components. Giving people a chance to input into the planning process will increase communication and buy-in.
Allocating funds for human resources and receiving managerial support are critical to any plan's success. Therefore, human resource management strategies should always be evaluated in collaboration. It requires management buy-in, funding, human resource experts, and the right kind of digital tools. 
Human resource initiatives must be consistent with the overarching human resource strategy established by the organisation. This strategy has been crafted for a reason. The procedure should be used as a map to direct HR procedures and actions. Contingent compensation can be traced to the very origins of what is now known as human resource management. The strategy's execution must be tied to performance-based reward plans. When people's motivations align with the project's overall aims, they are more likely to put up the work necessary to complete it.
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Research Philosophy
The researcher's stance in this study is consistent with the human resource management philosophy, which strongly emphasises boosting employee motivation and work satisfaction. According to Bhasker (1989), the concept recognises the importance of social issues in business and management. Within the framework of Tourism Union International (TUI) Company, the objective is to discover and comprehend the social influence on employee development.
Research Paradigm
The interpretative paradigm is used in this study to examine how different human resource management practices are influenced by motivational and satisfaction elements. This paradigm was selected because it enables a thorough investigation of the relationships between these elements and the organisation's training and professional development strategies. The interpretative method works effectively for revealing underlying views and meanings.
Research Approach
This study uses an inductive technique to learn more about certain management concepts and practices that impact human behaviour according to HRM theory. This strategy entails gathering qualitative data to comprehend the dynamics of people's behaviour in response to various stimuli. Human behaviour is understood to be dynamic and sensitive to various good and bad circumstances.
Research Methodology
A case study and a survey are the two main tactics included in the research design. To get insight into the strategies and guiding principles employed by a big business like TUI, a survey is distributed to workers of TUI Group UK. Survey responses are analysed using quantitative approaches.
Sampling methods
The poll includes a sample of 30 TUI Group UK workers. Participants may easily express their thoughts and views because the online survey uses Google Forms.
Data collection methods
Both primary and secondary data-gathering techniques are used. TUI Group UK workers' survey responses are used to collect primary data. The term "secondary data" refers to material that has already been published in books and other sources about motivation, work satisfaction, and human resource management.
Data interpretation
Content analysis and graphical representations are used to interpret the data gathered. Content analysis makes a better comprehension of qualitative replies possible, while graphics aid in visualising trends and patterns within the data.
Time of the research
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Ethical Consideration
In this study, ethical issues are given top priority. The research is explained to participants, and their involvement is kept confidential. No personal information is required for the survey, and participants are free to withdraw at any moment. Participants willingly consent to using their submitted information for study by completing the survey.
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With a focus on the instance of TUI Company, this research explores the topic of employee work satisfaction in the context of the UK tourism sector. This study aims to shed light on the critical social aspects that affect company management, particularly within a dynamic sector like travel, by adopting a human resource management viewpoint to enhance employee motivation and happiness.
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