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Introduction 
Generation Z are the people born between 1995 and 2009 (approximately). According to Gaidhani et al. (2019, P. 2809), the motivation factors for Gen Z are different compared to other generations as they are influenced by different factors of society and environment. The main purpose of this essay is to engage these two particular generation groups throughout their employee lifecycle. In order to discuss this, first the role of human resources in terms of engaging the workforce will be analysed. Next, the characteristics of Generation Z will be explored. There are several ways of engaging a team which will be recommended in this work with examples. The employee life cycle process will be evaluated to understand the importance of engaging a team. Finally, an employee engagement model will be explained and implemented to identify the motivation factors for employees.        
[bookmark: _s5m6hjbx0x6l]Discussion 
There are several roles of human resources in employee engagement (Armstrong and Taylor, 2020). The first and foremost role of HR is the recruitment and retention of talent. HR plays an important role in attracting the top talent for an organisation and keeping them engaged with the organisational tasks by offering recognition and rewards. Next, facilitate communication among the employers and employees. By creating transparency among the different management levels the HR encourages employees to participate actively in organisational activities (Khoreva and Wechsler, 2018, P. 251). It is the responsibility of an HR to ensure that employees have the right skills and environment to perform their jobs efficiently. In addition to that HR is responsible for creating a positive working culture where all employees feel valued. This fosters a healthy culture that encourages trust and collaboration in the workforce. By recognising good performance HR also helps employees in their professional development (Armstrong and Taylor, 2020).               
Generation Z, also known as Gen Z, mainly refers to those individuals who are born after 1997. It is found that this generation primarily shares common behaviour and personality traits, some of them are listed below.
Gen Z is highly compatible with modern technologies. As per the opinion of Dolot (2018, P. 141), they are mostly exposed to different forms of technology in their personal and professional lives. Due to this, they are often called the “Selfie Generation” and “iGen”, since their knowledge regarding technologies is comparable as of other generations like Gen Y. As per the views of Barhate and Dirani (2022), Gen Z have around 19% similar attributes, thus, they prefer to think about the past scenario rather than the future context. Hence, they can be considered as the nostalgic generation since they are highly attached to their pasts. 
It is further seen that Gen Z uses social media completely in a unique way. Primarily, to notify others about their recent vacations, parties and other occasions they often prefer using social media. As per the opinion of Haddouche and Salomone (2018, P. 76), around 11% of the people belonging to Gen Z are likely to use social media platforms for this purpose.   Some of the members of the Generation have a nature of more pragmatic and earlier to the respective maturity comparatively to the generation or previous well-being. 
It has been observed that people from the Generation Z category are more obliged to have the primary education aspect which graduating from the respective and recognised schools, and going to college and they are observed to have more caution about their current career choice as well as a future career choice with respective to the changing preference in the environment (Dabija et al., 2019, P.2). The people under Generation Z are also known for having a highly collaborative nature in terms of group work, being self-reliant in terms of executing tasks and being more pragmatic in nature as discussed earlier. In order to get high performance from the next generation employees it is important to know the ways through which they can be engaged.
To meet the expectations of GenZ in the workplace, employees need to understand as well as adopt their unique preferences and values. They need to prioritise career development, diversity, collaboration and work-life balance. According to Microsoft’s Work Trend Index’s annual report, 51% of GenZ employees prioritise their health and well-being more than work (Microsoft, 2022). They also look for a positive work culture as well as mental health and well-being along with a sense of purpose. Hence, in order to engage GenZ employees organisations need to build an inclusive and healthy work culture.  According to (Torrington et al. 2017), fostering an inclusive respectful and diverse work culture is necessary to attract and retain today’s employees in the highly competitive market. Another way can be leveraging tech to attract and engage this generation. A tech-forward approach to the employee experience. However, it has been seen that this generation particularly is affected by the “distraction tax” due to switching between many applications in the workplace (Asana, 2022). Hence organisations need to use chatbots and background checks need to be done in order to provide them a seamless experience. The reports on LinkedIn show that 80% of GenZ employees prefer those organisations whose values match their personal values (Andres, 2022). Thus, organisations need to provide a better work-life balance or flexible work hours to engage and attract GenZ talents. It is notable that this generation is highly attached to social consciousness. So, organisations not only adopt corporate social responsibility but also implement them truly in order to engage and retain them. Lastly, it has been found that this generation wants to learn new skills and get new generations. So in order to engage these employees organisations must provide various learning, development and mentorship opportunities.
This engagement of the team might bring many advantages or opportunities for the organisation. According to Kerdpitak and Jermsittiparsert (2020, P. 452), engaging employees supports the human resource management system of organisations as well as helps to enhance the productivity of the employees, their performance and job-related attitude. It has also been found that employee engagement also positively impacts the climate of the organisation, resources and demands as well as experiences by the employees at the workplace. The psychological practice of engagement, providing a mean safety leverages performance-based outcomes. On the other hand, Achmad et al. (2023, P.5), opines that the potential to achieve competitive advantage lies in the human resource of the respective organisation which are valuable, unique, rate and most importantly difficult to replace. In terms of GenZ, they are still at the lowest level of their career. Engaging them is advantageous for organisations as potential leaders who are extremely focused on achieving organisational goals. In addition to that, engaging them also saves the resources of organisations due to their tech-savvy nature, flexibility and tolerance of different cultures. In order to formulate specific strategies, it is necessary to understand the employee life cycle.  
According to Gadka (2022, P. 43), there are six stages of the employee life cycle such as attraction, recruitment, on boarding, development, retention and separation. Attraction happens at the moment when a potential applicant is exposed to the employer's brand. Hence, in this stage in order to attract applicant’s communication and maintaining transparency is important. The GenZ tends to look for a clear view of their future and present within the workplace so that they can navigate through the company. For example, in this stage having an open dialogue, and comprehensive discussions to keep the applicants well-informed empowers them to work for the organisation (Donaldson 2023). After attracting the candidates recruiting the most talented employees comes in the next step.
Recruitment is the process as well as experience through which the applicants go in order to become employees from the applicant (Torrington et al. 2017). Communicating with potential employees is crucial in order to recruit GenZ talent. Human resource managers need to emphasise factors such as career growth, mentorship, flexibility, work-life balance and others (Armstrong and Taylor, 2020). They prefer a personalised recruitment experience with digital engagement and interactive assessments. For example, in Nestle, after the submission of initial documents, the first step is to meet the HR managers who assess the candidate on the basis of their nature, experience, interests, motivation and understanding of the role they want to apply. In the next step, the candidates meet the respective manager of the department they have applied through online or face-to-face interviews (Nestle, 2023). This is a great example of a personalised experience.
On boarding is the process of helping employees blend and understand the corporate culture of organisations. It is important to on-board the GenZ employees, that a personalised onboarding calendar is made. Each day needs to be filled with actionable tasks. This process not only optimises their productivity but also engages them during the entire on boarding period. For instance, in Jaguar Landover during the on boarding process, they conduct various activities such as Role-play, Group exercises, tray exercises and many more which enables the organisation to keep their employees engaged with the organisation for a long time (jaguarlandrovercareers, 2023).
Retention is the process of keeping the employees engaged with the organisation and satisfying them with relevant recognition and rewards. In the opinion of Lee et al. (2021, P. 156), to attract and retain GenZ talent, employers should ensure that they provide a work environment which promotes wellbeing and work-life balance. This should include resources for self-care, stress management and mental health. Prioritising the health and wellbeing and demonstrations of organisational commitment to its employees. For instance, Tesco takes a long-term approach and uses effective tools for employee retention. The behaviour of employees, high salaries, the good environment of working, extra benefits and others are provided to the employees in order to retain them for a long time.
Career development is the process of enabling employees to get better in their tasks and roles using dynamic initiatives. In order to engage the GenZ employees, organisations need to tie internal mobility programmes to widen career paths. For example, Whitbread plc, the organisation provides industry-leading training and development schemes for career development which helps them to engage the new generation of employees (Whitbread, 2023).
Separation is the procedure through which employees leave the organisation. For example, various organisations in the UK such as Asda, Metro Bank, PwC, Unilever and others introduced family-friendly HR policies for separation (Howlett, 2023).
According to Fernandez et al. (2023), there are several ways to engage a team when the team members belong to the GenZ age group. It is the generation that has experienced economic uncertainty, pandemic, mental health crisis and others. Hence in order to engage the team human resource managers need to build trust and stronger connections with this generation. For example, in Marriott, the organisation treats the employees as they want their customers to be treated. They make the employees connected with the organisational values as well as provide them with various facilities flexibility and others in order to keep them engaged (Danis, 2020).
For effective employee engagement, The Zinger model can be implemented. There are four steps known connection, authentic relationships, acknowledgement and recognition of employees and engaging them (CARE). For example, in Travelodge, the organisation establish a good connection with the employees through various modes of communication. Similarly, in Hyatt, authentic relationships with the employees are made through feedback and understanding their needs. In Premier Inn, the employees are provided with awards and recognition through their social media and functions in order to appreciate the efforts of the employees. This process enables all organisations to keep their employees engaged with the organisation.
[bookmark: _mxhxym9ih9y7]Conclusion 
In conclusion, it can be said that the GenZ generation brings many positive things to organisations. Their unique characteristics include tech savviness, social bonding, loyalty, realistic attitude and others. Hence, in order to engage these employees organisations need to focus on maintaining transparency, flexibility, work-life balance, growth opportunities and others. 
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