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[bookmark: _rmhi1uw4bi8t]Introduction
Employee engagement is the concept of human resources that specifies how dedicated, committed and enthusiastic the employees are towards their job roles and responsibilities in an organisation (Sun and Bunchapattanasakda, 2019). In this essay, the discussion will be made with respect to the selected generation type which is Generation Zs to understand how the HR can help to engage employees in such generations. The characteristics of the selected generation will be discussed along with the ways by which an engaging team can be developed. Further, the analysis of the employee's lifecycle will be done with specific examples related to the hotel industry to suggest ways to engage a team. An employee engagement model will also be developed in the essay to suggest ways in which it can be implemented in a hotel industry or sector.



[bookmark: _s51umo5vcybz]Main Body
The HR department is entirely responsible for ensuring that strategic decisions are developed by which employees are engaged towards their job roles and the organisation as a whole (Ababneh, 2021). The HR plays various vital roles in engaging employees within the organisation such as recruitment in which the HR ensures that potential sources are being used to identify employees, implement the process of onboarding, conduct training and inductions and thereby facilitate decisions on hiring the right candidates. Thus, HR by finding the right employees with the right skills for the organisation such as Premier Inn helps to maintain an engaging workforce. The most vital role played by HR is communicating effectively with the employees which helps the organisations to maintain good relationships with them within the hotel industry (Aboramadan, 2022). HR makes communication with the employees on a regular basis through emails or newsletters and even face-to-face communication and ensures that they feel valued and respected or heard.
One of the core roles that HR plays in engaging employees is recognising and rewarding them for the contributions they put in to facilitate growth in the business (Riyanto et al., 2021). HR by providing employees with bonuses, incentives or other ways of rewards ensures that the employees remain motivated and committed towards their job roles and responsibilities. HR also plays the role of driving retention of employees by conducting engagement surveys or even exit interviews which helps them to understand the issues or reasons the employees have been leaving the job. Such information through surveys helps HR to improve the rates of retention and thereby boost the engagement of employees (Pham et al., 2019). Lastly, HR ensures the engagement of employees by providing them with proper health and well-being facilities that enhance their standard of living. HR creates a working environment which is psychologically safe for the employees which makes them feel comfortable and engaged in their job roles for a longer period.
Generation Zs are the first generation who never knew the world without the internet, finding their own identities and value diversity. These are the type of generation who care and have empathy towards others and therefore have a pragmatic attitude or personality towards certain issues such as climate change (Chillakuri, 2020). These are the generations that put more emphasis on diversity, and inclusion, and prioritising health and well-being over work or professional life. Generation Zs are the people who have a heart for a goal and drive themselves to achieve it. Thus, they have conservative beliefs with a keen focus on making investments and generating income to lead an independent life of their own.
There are many different ways to engage people in the workplace and make them commit towards the job roles and responsibilities. In the case of Generation Zs, it is important for managers or organisations to bring values to life in order to engage teams. Generation Zs are the people who can be attracted to the organisation by providing them with flexible hours to work or with a better balance of work and personal life (Schulze and Pinkow, 2020). Organisations within the hotel industry such as Premier Inn need to ensure that each employee or member in a team is given equal opportunities to grow and learn new skills and knowledge. Another way to engage Generation Zs or the team is by leveraging tech which is also very thoughtful. The organisations can make use of artificial intelligence, machine learning and so on to optimise their capabilities of recruitment as this will help employees to complete their applications easily. Teams in today's time expect flexibility in working hours so that they can balance their work and personal lives. Technologies can help organisations to provide workers with the opportunity to opt for hybrid work seamlessly. One of the key ways to engage teams is by building an inclusive and healthy culture where every employee feels respected, valued and included in the operational activities of the business (Hadjielias et al., 2021). The organisations can create an employee resource group where the underrepresented can get the support to be heard.
Thus, engaging the team in the organisational process and operations or activities will help the organisation to improve the overall performance of the company. It is because when employees engage they work together to bring in innovative solutions to achieve the goals and objectives (Laundon et al., 2019). Highly engaged employees are more productive and can help to produce higher-quality goods and services. It is because they are personally involved and committed to bringing the best results and also because to them their performance matters the most. 
To understand how the employees or teams in an organisation engage, the employee lifecycle can be visualised in which there are six stages involved. The first stage is called attraction which is one of the most crucial steps because without the attraction of competent employees, no organisation can produce quality goods and services (Kwon and Park, 2019). This stage occurs when there is an open position in an organisation which is known as the employer brand that reflects in the minds of the candidates as well as the stakeholders that it will be great to work at the organisation. Therefore, organisations strive to build a positive work culture by offering attractive benefits to the employees. The second stage is recruitment wherein the organisation can engage employees either by asking referrals from existing employees or opting for other various platforms for recruitment. The organisation needs to ensure it is specifying the roles and responsibilities of the vacant job position and making them aware of the key skills required to have the job position. 
The third stage is onboarding where the managers need to ensure that after recruitment or selection, the new employees are made familiar with the working environment and the new employees in the organisation (Rana and Sharma, 2019). This can be done by discussing the values and vision of the company and how crucial the job of the new employees is in driving growth to the organisation. The fourth stage is development wherein managers encourage employees to improve their skills and knowledge for a future career in the organisation. For this, organisations need to ensure that employees are attending external learning environments such as conferences. This will enhance the skills and knowledge of employees and make them perform their roles easily thus, making them commit to the work for a longer period. The fifth stage in the employee lifecycle is retention wherein managers have to ensure that employees are happy in their positions and in a team. This can be done by building and fostering open communication with the employees towards their job roles and responsibilities to keep them motivated (Singh, 2019). The last or sixth stage is the separation stage wherein employees leave the organisation either because of retirement or for new opportunities or personal reasons. Thus, organisations need to conduct exit interviews during this phase as it will help to understand the reason for leaving. It will also give the opportunity to the managers to bring in new changes and developments that can help to retain the existing employees in the organisation (Cattermole, 2019).
The employee's life cycle therefore, specifies that to engage a team it is important to build a positive and inclusive environment that makes the employees feel comfortable and free to share their views and opinions. There are different ways by which an organisation can engage their teams. For example, organisations should create a workplace where people want to work (Rasool et al., 2021). This means that employees should be provided with adequate tools, equipment and technologies to work with so that their work becomes easier and they can complete it within the given time frame. An inclusive environment can also be developed by providing all employees or members of a team to get the equal opportunities to grow and develop their knowledge for future careers. Another way to engage the team is by recognising the signs of low morale. Employees often leave jobs because of low morale and motivation to work (Asaari et al., 2019). Organisations should therefore be alert to the early symptoms by recognising absenteeism, poor performance and so on. This way the organisation can take adequate steps to make the employees feel valued and encouraged to work. It should also be important to make the employees feel satisfied with their job role by making them understand how the particular job position can be helpful for them in the future.
Employee engagement is the key role of the HR to facilitate the growth and development of an organisation. Without employees being engaged in their job roles and responsibilities or in organisational performance, organisations may not be productive enough to achieve sustainable goals and objectives (Saks, 2022). Aon Hewitt developed an employee engagement model called the engagement drivers in which three elements are included and should be followed by every organisation to ensure employees are fully committed to their job roles and responsibilities. As per this employee engagement model, the action areas are the areas where organisations or managers have a great deal of control and power to influence the employees. Therefore as per Aon Hewitt, there are three major areas where the organisations should focus on such as say. It is the first element in the employee engagement model which states that organisations should never speak ill of the company or its rivals or even the employees (Burnett and Lisk, 2021). The managers or leaders should ensure that they are using positive terms to define the organisation and its performance because it highly impacts the minds and beliefs of the employees towards their positions and the organisation as a whole (Setiyani et al., 2019). The second element is stay which suggests that managers and leaders should make the employees understand how staying in the organisation can help them grow personally as well as professionally. Therefore, if the employees have a great sense of belonging and desire to be a part of the organisation's growth, only then can the employees likely stay in the company for a longer period. Therefore, the managers should make the employees feel valued and recognised by rewarding them for the positive contribution they made towards achieving the goal of the organisation within the hotel industry. 
The third element of Aon Hewitt's employee engagement model is striving which suggests organisations to ensure that employees remain motivated for longer periods. This means that organisations should give the employees the time to adapt to the changing environment and encourage them to enhance their knowledge and skills by taking an active part in training and development activities. This way the employees will learn new ways of doing things and thus, their morale will increase when they will be able to perform their roles efficiently. For example, The Premier Inn, the UK's one of the largest hotels, motivates the employees by making use of different methods and techniques. The Premier Inn provides the employees with training and development opportunities and ensures that their skills are enhanced so that they can earn incentives or rewards (Premier Inn, 2023). The organisation has also developed employee pension scheme plans to make the employees get benefits after retirement and lead a healthy life. The hotel also ensures that employees are given opportunities to share their ideas on specific areas related to their job roles so that they can work better and improve the overall performance of the hotel.


[bookmark: _4ywamai0u4o8]Conclusion
From the discussion made above it can be concluded that employee engagement is very crucial for organisations within the hotel industry to maintain their employees retention rates. For this, organisations such as Premier Inn need to ensure that employees are given the opportunity to work with essential tools and resources that can help to complete their tasks quickly and without much effort. In the essay, the Generation Zs have been considered from and it is analysed that they are the individuals who prefer to prioritise balance between work and personal life. Thus, to attract and retain such talents within an organisation, the managers need to build a positive and inclusive organisation where everyone is treated equally and with respect. 
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