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The human resource department is associated with a variety of activities throughout the life cycle of employees and plans strategies to promote a healthy working environment by which engagement can be fostered. Employees are the fuel for every organisation around the globe, and the HR department incorporates various strategies to drive success and boost engagement through communication and investing in the being of employees. In addition to this, the HR department also takes plan strategies to take feedback from employees regularly and adapt policies and practices accordingly. This essay will provide an overview of the strategies that can be implemented by the HR department to engage Generation Z employees in the hotel sector.
AS narrated by Ingham and Ulrich (2016), Human resources can be regarded as the division of business that is associated with employees throughout the lifecycle. In addition to this, employees are also associated with the planning of employee benefit programs. The HR department is responsible for ensuring all the employees working comply with the laws and employment standards. HR is also responsible for engaging employees through compensation and benefits through satisfactory benefits and attractive salary packages. As HR is the main point of contact for employees throughout the journey, it works to build a unique position and establish an excellent place for working (Ulrich and Grochowski 2018). By fostering a positive experience, it is ensured that employees feel engaged and motivated to have a productive working culture. Furthermore, the HR department can incorporate various strategies by which employees feel engaged with the job, and it involves choosing the best employee for each position by recruiting the most appropriate candidate (Sharma, 2023). This means that it is HR’s responsibility to ensure employee thrives on the team and are able to do the role given. Moreover, HR also promotes engagement by improving communication, as it plays a crucial role in improving engagement because workers feel that the company can be trusted as the concerns and questions are addressed and answered (Stone et al., 2020).
Additionally, one of the most effective initiatives that can be taken by HR is collecting feedback from employees regularly. Through feedback, a safe place is provided for employees to submit thoughts and opinions without fear so that the gaps for improvement can be identified to promote engagement. The productivity of employees increases significantly when provided with recognition and acknowledgement for their efforts can create a positive culture of working and the initiatives are planned by the HR department (Sun and Bunchapattanasakda 2019). Along with that, HR also has the role of encouraging team building activities to establish solid, genuine connection and providing professional development opportunities. With Development opportunities, employees feel creative and driven by learning all the necessary skills that enable them to work more efficiently. Employee engagement is one of the crucial drivers of success for the business in a competitive environment, and with high engagement, talented employees are retained, and customer loyalty is promoted. Employee engagement is promoted significantly when positive and direct communication is promoted among managers and supervisors. Hence, HR also plays a role in planning strategies by which a respectful and trusting relationship is formed and company values are adequately communicated (Chandani et al., 2016).
Employees are the backbone of any organisation and are responsible for the success and smooth functioning of an organisation. It is the duty of an organisation to keep the employee motivated and engaged to boost the engagement level of people working. The hotel industry implements various strategies to engage employees in order to meet the expectations of Generation Z. Generation Z expect HR professional to adapt as per their preferences, values, and expectations because of having distinct expectations and characteristic from previous generations. In addition to this, generation Z is born during the era of technological advancements, and it is the first generation that is fully immersed in digital technology. HR must incorporate technology within the recruitment, onboarding and employee engagement process by utilisation of virtual communication tools and social media to connect and engage with Generation Z employees. Generation Z values flexibility and authenticity, so the HR department must incorporate flexibility in work arrangement and provides flexible hours and remote working options as well. Additionally, generation Z is one that is highly collaborative and social for HR, encourages collaboration and creates a working environment that promotes teamwork, open communication and inclusivity (Nair et al., 2019).
 Furthermore, generation Z prefers relevancy in the work that growth opportunities are planned within the business structure to help in advancing in careers through learning. By providing regular training options, mentorship programs, and opportunities for skill development that fosters constant growth, generation Z can be engaged. Generation Z has emerged as the population that is increasingly worthy of attention and requires regular recognition and acknowledgement from managers and supervisors. Along with that, generation Z appreciates recognition and feedback, for which a culture of regular recognition system can be fostered (Pandita and Kumar 2022). Moreover, generation Z is pragmatic and financially minded that HR must plan benefits and attractive salary packages to keep employees engaged. One of the significant challenges for Generation Z is mental health challenges, for this generation strongly emphasises mental health. HR can offer resources and support for mental well-being, like employee assistance programs and promote mental health awareness campaigns to build an emotional connection with the employees (Bakker, 2020). As Generation Z is environmentally conscious and promotes sustainability, HR can incorporate sustainable practices within the organisation and take sustainability practices to create a positive impact on the communities and environment. An HR department can also incorporate gamification techniques, as Generation Z was born around the era of technological advancements. It requires technology in every aspect. Furthermore, HR regularly seeks feedback from Generation Z employees and adapts policies and practices accordingly in order to foster trust and loyalty among the employees. Generation Z is still growing up, and for that, it encourages healthy work-life balance that HR can promote through balance and preventing overburdening and overworking schedules (Atieq, 2019).
The onboarding phase following the recruitment of a new employee is of utmost importance. The initiation of individuals into the organisational culture and principles can commence immediately upon their entry into the company, facilitated by meticulously crafted onboarding initiatives (Bakker and Albrecht, 2018). This stage augments the initial engagement phase as it facilitates the formation of anticipations and the elucidation of responsibilities. The hotel industry encompasses various stages in the professional trajectory of its workers, each characterised by distinct merits and drawbacks. Developing a devoted and motivated workforce necessitates a comprehensive comprehension of and unwavering dedication to employing engagement strategies throughout all phases.
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[bookmark: _Toc146989479]The general public's perception of JW Marriott in the United Kingdom significantly influences the initial phase of the employee lifecycle, commonly referred to as attraction. The attraction of highly skilled individuals is of utmost importance, and JW Marriott's robust brand image effectively communicates a positive work environment and sincere concern for its employees. Establishing a robust brand that effectively embodies the values and culture of an organisation is of utmost importance in attracting and keeping top-tier workers (Park et al., 2019).
The JW Marriott establishment located in the United Kingdom has effectively achieved an increase in engagement during the subsequent stage of its operations, namely recruitment. By implementing transparent and collaborative recruitment strategies, the organisation effectively conveys its values and performance standards to prospective staff members. This approach ensures that candidates understand the company's commitment to achieving excellence and cultivating a positive organisational culture. During the subsequent stage, referred to as Development, JW Marriott actively fosters engagement by providing enough opportunities for additional training and education. Training, mentorship, and promotion initiatives can enhance employees' morale and productivity. The hotel's commitment to cultivating a proficient and motivated workforce is evident via its investment in training and educational initiatives.
The JW Marriott establishment in the United Kingdom recognises the significance of consistently providing encouragement and reinforcement throughout the retention phase. In order to cultivate enduring happiness and commitment among employees, managers employ strategies encompassing recognition initiatives, feedback mechanisms, and the promotion of work-life equilibrium. By adopting this approach, the hotel can ensure that its personnel will demonstrate a solid commitment to the organisation and its achievements during their employment period (Zhang et al., 2022). The JW Marriott adeptly manages the concluding phase, known as Separation. While turnover may be inevitable, it is greatly appreciated when employees depart and offer insights that enhance engagement initiatives. If an employee departs from an organisation under favourable circumstances, there is an increased likelihood of reemployment in subsequent periods (Karumuri, 2016). JW Marriott in the United Kingdom acknowledges the significance of implementing employee engagement practises across the entirety of the employee's lifetime. From the process of recruitment to the point of departure, this level of commitment significantly contributes to the hotel's success and sustainability in the long term, as it effectively reduces employee turnover rates and enhances visitor satisfaction levels. The dedication demonstrated by JW Marriott towards its employees is a source of inspiration for the broader hospitality industry in the United Kingdom.
The hospitality business offers a plethora of instances showcasing successful employee engagement initiatives, underscoring the pivotal importance of cultivating a dedicated and impassioned workforce (Mazzetti et al., 2023). One notable example of this type of programme is JW Marriott in the United Kingdom. A strategy that aligns with the "Three Steps of Service" framework has been implemented, wherein employees proactively anticipate and fulfil guests' needs, warmly greet them, and bid them farewell sincerely. Implementing this direct approach has resulted in establishing a corporate culture that prioritises providing exceptional customer service (Lee and Ok, 2016). Demonstrating appreciation towards employees and emphasising their essential role in delivering exceptional customer service, this approach serves as a tangible manifestation of gratitude (Saks, 2019).
Similarly, Four Seasons Hotels & Resorts extends a notable degree of autonomy to its personnel in the United Kingdom, granting them the authority to promptly and efficiently address customer grievances. The method's emphasis on trust and accountability fosters greater employee engagement in the organisation's success, leading to increased willingness to exceed expectations in their respective jobs (Tremble et al., 2017). Furthermore, The Peninsula Hotels in the United Kingdom demonstrate a significant commitment to enhancing its workers' professional and personal growth by allocating substantial resources towards a diverse range of training and development initiatives (Myrden and Kelloway, 2015). The investment has yielded positive outcomes regarding staff with enhanced competence and heightened dedication. These initiatives underscore the importance of employee engagement in the thriving UK hotel industry by showcasing the causal link between effective employee engagement and the tactics and models above.
An exemplary illustration is the "Heart of Hilton" initiative implemented by JW Marriott in the United Kingdom. The primary objective of this initiative is to enhance employee recognition and motivation through the acknowledgement and commendation of exceptional accomplishments. This approach aligns with engagement models since it incentivises employees for their contributions. In the United Kingdom, JW Marriott introduced a novel training and education programme named "Room to Grow" during the current year. JW Marriott demonstrates a solid commitment to the well-being and achievement of its employees, as exemplified by the organisation's unwavering focus on fostering their growth and advancement in both their professional and personal capacities. AccorHotels, a globally recognised hotel company, adopts a comprehensive strategy that mandates its workforce's community service and environmental conservation obligations. This strategy aligns with models such as the Corporate Social Responsibility (CSR) model because it focuses on the broader impact that committed employees may exert on the firm and the community (Olugbade and Karatepe, 2019). The aforementioned empirical instances exemplify the diverse range of strategies JW Marriott employs in the United Kingdom to incentivise its workforce, enhance customer service and augment the organisation's financial performance.
The unwavering commitment exhibited by the staff members at JW Marriott in the United Kingdom is a compelling demonstration of how a dedicated workforce can drive a hotel chain to achieve unparalleled success within its industry. The cultivation of a lively and engaged workforce is of utmost importance, as evidenced by the JW Marriott case study. To achieve this, applying effective engagement tactics that align with concepts such as Maslow's Hierarchy of Needs and the principles of employee empowerment is essential. The JW Marriott, located in the United Kingdom, serves as a notable illustration of the positive outcomes that may be attained through strategies such as employee recognition and growth alongside active engagement with the local community. The hotel's ongoing prosperity and outstanding reputation, along with the satisfaction expressed by its visitors, serve as tangible indicators of the achieved outcomes. The significance of a motivated workforce in establishing a prosperous and esteemed hotel enterprise is underscored by JW Marriott's dedication to fostering employee engagement within the fiercely competitive hotel market of the United Kingdom.
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