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Introduction
The workers of Generation Z have grown up using a wide range of technological devices. Thus, it is expected that they will put this expertise to use in their careers. Before "Gen Z" was chosen as the label, other labels such as "Selfie Generation" and "iGen" were used (Dimock, 2019). If businesses want to connect with members of Generation Z in the workplace, they may need to find ways to engage them. Thus, people professional embraces the employee lifecycle to run the hiring and exiting procedure smoothly. The seven stages of an employee's lifespan include Attraction, Recruitment, Onboarding, Development, Retention, and Separation. All of a worker's time spent at a company falls under these categories (Schroth, 2019). 
[bookmark: _Hlk148295404][bookmark: _Hlk148297980][bookmark: _Hlk148286806]In this essence, this study aims to illustrate what the HR department should employ to engage employees (Generation Zs) throughout the employee lifecycle within a large hotel. The study will define the role of HR in engaging employees, the characteristics of Gen Z, ways of engaging a team, and its advantages. Moreover, the study will employ steps of the employee lifecycle and techniques suitable for Generation Z in each employee life cycle element. Two examples will be provided to engage a team effectively, along with the Deloitte Model for employee engagement and its implementation. The essay will provide examples of Premier Inn and Marriott Hotels to illustrate their contribution to employee engagement. 

Main body 
Human Resources manages five main roles, including compensation and employee benefits, talent management, compliance, training and development, and workplace safety. An HR department's ability to provide organizational structure and the ability to fulfill business needs is directly tied to how well it manages the employee lifecycle (Malik et al., 2020). One key characteristic is that Generation Z prefers in-person interactions in the workplace. They may look at the hiring process as the first step in making friends at work. Seventy-five percent of millennials and Generation Zs surveyed said they value rapid, in-person feedback from their managers (Seemiller and Grace, 2018). In addition, another characteristic of Gen Z is that they are entrepreneurial. As they grew up, members of Generation Z saw successful companies expand their use of technology to compete in new markets (Agustina and Fauzia, 2021).
There are several ways of engaging; one effective way to engage employees in the hospitality business is to establish and communicate corporate value. An organization's core values and beliefs serve as a unifying force for the hospitality business and its staff. They are the cornerstone of a strong company culture. Furthermore, these values increase participation rates by promoting a feeling of belonging among workers. However, the way to boost staff engagement is to have united, real, and properly defined corporate beliefs. In this way, all internal communications should reflect the organization's core principles (Sun and Bunchapattanasakda, 2019). 
Another way of engaging a team in the hospitality business is to ensure strong leadership. Managers may choose from a number of methods to boost employees. Checking in on teams on a regular basis and giving new hires personalized orientations are two good examples of boosting employee engagement. This ensures that supervisors are accessible and fosters an environment of encouragement and trust among workers (Eldor and Vigoda-Gadot, 2017). In this essence, Leaders should make listening to and responding to workers' opinions a top priority. It is because this shows workers that upper management appreciates their opinions and encourages them to succeed. Whilst using these ways of engaging a team will serve several advantages, including better performance, productivity, and achievement of team objectives (Osborne and Hammoud, 2017). 
For instance, engaging a team in the hospitality sector is advantageous for both businesses and workers. This may be explained by the fact that more motivated workers provide better results. While high motivation is when a group of dedicated workers works together, extraordinary things may happen on their own (Ahmed et al., 2020). On the other hand, employees who are engaged in their jobs will do their best and get more to achieve the best possible results. It is because they may take pride in their job and see it as important at large. However, employees have an obligation to carry out their responsibilities in a manner consistent with the team's and company's goals while also taking ownership of their own contributions. This as a result, hospitality companies will reap the rewards of greater productivity and income as a result (Antony, 2018). 
[bookmark: _Hlk148288194]Contrarily, various human resource department now employs to engage employees throughout the employee lifecycle within a large hotel. The HR, in order to keep employees engaged, includes 5 phases of the employee lifecycle, including attraction, recruitment, onboarding, development, retention, and separation. However, HR, using these five phases of the employee life cycle, opts for specific methods/techniques to keep engaged Generation Zs (Lapoint and Liprie-Spence, 2017). Though the first phase is attraction, an employee's life cycle does not begin when they first start working for the company. When consumers first get familiar with a company, it is their starting point (Kwon and Park, 2019). Nowadays, competition for jobs is fierce. Therefore, the goal of the attraction stage is to foresee how to acquire top-tier talent. It is important to think about how hospitality business actions may affect the company's image. In this essence, the most effective way suitable for Generation Z in the Attraction phase of the employee life cycle is the use of online platforms like Reed and LinkedIn. 
[bookmark: _Hlk148297161]Positive reviews have a discernible effect on the popularity of these platforms and websites. The power of recommendations from current workers may be enormous. They are, in reality, a brand's most vocal supporters (Cattermole, 2019). At the recruitment stage, hospitality corporations are responsible for initiating contact with prospective personnel. Interviews, postings, and application reviews are all part of this stage. For instance, for Generation Z, a video posting on social media is more likely to resonate compared to an advertisement on an industry job board (MADAN, 2017). nowadays, it is essential to submit applications online. Due to the high volume of applications expected to be submitted through mobile devices, only short, simple forms will be accepted. The most appropriate method of application in recruiting Generation Z is that applicants must be kept well-informed throughout the whole hiring process (Dinh, 2020). 
As soon as employees start working hospitality sector, they must go through an intensive training programme. During the onboarding process, the company provides the employee with all of the equipment and materials they will need to do a good job. People grow familiar with coworkers and important stakeholders as they integrate into the company's culture. In the onboarding phase, Generation Zs must be entertained with an induction checklist onboarding. This will include pre-boarding, in which the company culture, mission, and value should be introduced to employees (Cattermole, 2019).
[bookmark: _Hlk148297764][bookmark: _Hlk148295563][bookmark: _Hlk148295452]Development is a tried-and-true means of enhancing the working conditions of a company's Generation Z employees. According to a LinkedIn poll, 94 percent of job seekers want to work for companies that contribute to their further development. It helps the company in several ways, including sharing information, preparing for the future, and promoting from within. Developing one's career may be done in a wide variety of ways. Mentoring and coaching stand out as great, easy alternatives to traditional career advancement mechanisms in the setting of smaller firms with fewer available positions (Lapoint and Liprie-Spence, 2017). In the retention of Generation Z employees throughout the employee lifecycle within a large hotel, keeping present staff together is paramount. In this way, Generation Z employees will be affected by their surroundings at work, the people they work with, and the team's overall personality (Singh, 2019). 
To retain Generation Z employees, compensation, bonuses, and prospects for professional progress may be the most important factors in motivating certain employees in hospitality sectors (Kwon and Park, 2019). Employees might leave for a variety of reasons, such as retirement, relocation, or a better offer from a rival company. Exit and offboarding procedures include detailed instructions that are critical to making a clean break. The intention is to end things on good terms; even if employees leave the company, they may still suffer reputational damage. This phase is crucial and has to be watched carefully (Cattermole, 2019). 
The exit interview can be a significant aspect of any organization's offboarding procedure in Generation Z employees' workplace. Even if the employee leaves with some unresolved issues, honest feedback is effective. Because the hospitality company will be able to better understand the issues they face and the benefits and drawbacks of its culture (Dinh, 2020). One example to keep the team engaging is to develop a culture of recognition. The significance of monetary recognition cannot be overstated. However, there is more than one way to reward hard-working personnel. In this essence, the recommendations of both subordinates and superiors are persuasive. It is necessary to open communication in groups and celebrate the success together. A unique culture may help attract and retain top employees. One further advantage is that it helps keep star employees around (Sunn and Bunchapattanasakda, 2019).
Another example to keep the team engaging is to set activity walls. Activity walls are a modern social device that may be used by individuals or groups. Encourage team members to provide project updates, inspire creative ideas, and publicize company news by using activity boards. Employees' interest in following notable people or topics may mirror Generation Z's preferences on social media (Saks, 2022). However, the Deloitte Model can be an effective employee engagement model. This model helps in creating cultures of collaboration and esteem in energizing personnel. Deloitte's employee engagement approach seeks to create a workplace where workers find their employment “irresistible ."According to Deloitte, a strong cultural foundation is essential for success in employee engagement (Albrecht et al., 2018.). 
The first way to implement the Deloitte Model is to set clear and transparent goals. The objectives that employers set for employees must be modest and frequently revisited. In this essence, managers can consider goal-setting processes like objectives and key results (OKRs) supported by businesses like Intel and Google (Oktanofa et al., 2022). In addition, coaching would be effective in implementing the Deloitte Model in practice. When managers keep in touch with their teams and provide constructive criticism, they boost productivity and employee engagement. Thus, the most effective way is to improve employee engagement by equipping and training managers to effectively counsel their staff (Jain and Khurana, 2017). 
[bookmark: _Hlk148290592]Whilst there are several examples from the industry, for instance, Premium Inn's use of employee engagement techniques. Premier Inn acknowledges that its employees are the driving force behind its success and puts a premium on them in every respect. Premium Inn uses the WINcard, an indicator of success, to appease the interests of its staff, customers, and shareholders (Heyes, 2017). Moreover, employees are given goals to strive towards and are given the resources and encouragement they need to succeed. Individual, group, and hotel successes are recognized and celebrated throughout the year, with the culmination coming at an annual conference when awards are presented. The WINcard includes a tool specifically designed to gauge staff participation (Berry, 2022). 
Another example from the industry that uses employee engagement techniques is Marriott International. Marriott's "TakeCare Movement" is built on the firm's established culture. TakeCare's mission is to foster an environment where all employees, from housekeeping at the hotels to the CEO at Marriott's headquarters, are inspired to reach their full potential in their work and in life. It goes beyond plans and schedules. Additionally, the word "TakeCare" comprises more than just a person's physical, mental, and financial well; it also includes their connection to their community and their feeling of belonging at work (Jackson, 2023).

Conclusion
It can be concluded that HR manages five main functions, including talent management, compensation and employee benefits, training and development, compliance, and workplace safety. Generation Z workers prefer virtual techniques and interactions. Millennials contain an enterprising characteristics. In addition, establishing and expressing the company's value may boost hospitality employee engagement. Excellent leadership is another way to encourage hotel workers. Using these involvement approaches team may boost efficiency, production, and goal achievement. HR covers five phases of the employee lifecycle to retain engagement- recruitment, recruiting, onboarding, development, retention, and separation. The Attraction stage of the employee life cycle may use hiring sites like Reed and LinkedIn. 
Hospitality companies must recruit fresh staff. The company gives new hires everything they need to succeed during the onboarding phase. Career advancement includes several ways, like compensation, rewards, and recognition. In retention, an inclusive and diverse culture may be effective. The exit interview may be significant for offboarding Gen Z. One example of employee engagement is to serve a recognition culture. In addition, activity walls and boards may also engage the workers. However, the Deloitte Model may encourage worker involvement. Premium Inn also employs the WINcard, a performance indicator, to please staff, visitors, and investors. 
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