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Introduction 
In today’s fast-paced and demanding work environment, the performance of the employees in that organization plays an important role, which ultimately results in the achievement of the organizational goal. The employees are the curtail part of any organisation that enables performance excellence and also contributes to the maintenance of a healthy and competitive work environment. The employee work portfolio must contain all segments of the employees in their baskets depending upon the work criteria demands. Such a segment of employees comprises Generation Y and Generation Z employees. Both of them have equal merits and demerits associated with them (Liu et al., 2021). However, the organization's policies work environment, and ethics play a vital role in deciding the outcomes of these employee segments. Generation Y are those employees who were born between 1980 and 2000 and the generation Z employees are those who were born between 1997 and 2012. Both the employee segments have their merits and demerits. Generation y employees have the traits of being well educated, skilled with technology, multitasking, energetic, and very self-confident. On the other hand, generation Z employees have a good amount of work-life balance and flexibility at work, competitive compensative, purpose-driven work, are efficient at technology integration, career growth-oriented, mental health and well-being, and are sensitive to bureaucracy (Betterteam, 2023).
As for the tourism industry, it is essential as it deals in the humanitarian side for providing hospitality services to tourists. For any large organization that is associated with the tourism industry to have sustainable motivated employees, human resource management plays an important role in engaging its human resources and motivating them according to their needs (Cattermole, 2019).  


Main body 
For any organization, human resources and its management are very important as they help in getting fresh talent to the organization and thereby developing their natural abilities and skills to fit the organizational needs. The HR department in the organization takes such initiatives to engage the employees of the organization with the help of different activities and keep them motivated and skilful so that they can participate in the organizational goal achievement. The human resource department took the different stages of employees to the competition of the journey model of the employee life cycle and assisted them with the level of engagement (Personio, 2023).
With a motivated employee workforce, the organization can easily achieve its targets and stay ahead of the competitors in the market or within the industry. As important for the human resource department to take care of the employees get them engaged and motivate them so that they can get more association in accomplishing the goals of the organization (Cattermole, 2019). As for any human resource department especially in the tourism industry the engagement of the employees is more beneficial in delivering the best standard hospitality and services to their customers. Employee engagement can help the organization to establish a healthy competitive environment for its employees where the engagement and participation of the employees are up to their full potential and have a more motivated work culture (Vantagecircle, 2023). The participation of the employees can be made by the human resource department by indulging them in different motivational and engagement activities. Participation helps them in doing the best of their capabilities and also helps in increasing the team building between the different departments within the organization.
The employees in any organization can be categorized into different segments according to their characteristics and values. The characteristic values of any employee can help the human resources department in getting a deeper understanding of the employee’s personality traits and also in planning the activities according to it for more engagement. The choice of the selection of employees for the tourism sector industry is of Generation Z because of the following qualities. Generation z employees have a preference for communicating in communication of traditional way, as it helps in understanding the situation in the best way possible. (Betterteam, 2023).
Generation z employees desire to work on an individual basis rather than getting support from someone else to perform the work or task assigned to them. Generation z employees can showcase their skills and abilities to prove themselves and excel while performing their tasks (Hameduddin and Lee, 2021).
Generation z has the quality of adaptability to work with new technology rather than working in the old style or orthodox way of performing their work in the organization, these makes them more competitive and have an advantage for performing ahead of other generations (Chanana and Sangeeta, 2021). Generation z employees are more motivated than the other generation’s employees and are always keen to help others while facing difficulties. Generation z employees have much more appetite for learning new things and gathering knowledge while working. Generation z also has a personality trait of natural competitiveness, which can be utilized and channelized in a better way for the particular task associated with their work. It also can help in transforming the environment of the working culture and motivate others while contributing to the achievement of the organization's goal (Vantagecircle, 2023).
Employee engagement and the advantages of engaging the individuals in the organization can be more beneficial and it results in more employee participation during work and makes a healthy, supportive, and positive environment in any organization. There are many ways in which profitability and managed organization can be achieved by introducing employee engagement activities. The few outcomes of employee engagement can be as mentioned – a reduction in the workload during work hours and also an overall increase in the participation and performance of the employees, which leads to the accomplishment of the organizational goal. The employees which exposed more to such an affords by the organised are more inclined with full potential and motivation in performing the task assigned to them (Latukha et al., 2022).
Employee engagement also leads to the improvement of cost-effectiveness and revenue management to make the organization profitable. As for recruiting and onboarding replacements of the employees could cost the company twice or thrice the times of the planned budget for such activity. So the companies that are more focused on employee engagement are more profitable in terms of revenues and also have an advantage in position related to their competitors.  The effect of employee engagement is directly associated with the workability to do the assigned task and the performance of the employees (Personio, 2023). The levels of motivation are also affected by the engagement activities associated with an organization. The more participation of the employees towards engagement activities more will be the performance of the employees to work with their full capacity. The ultimate goal of achieving more employee engagement benefits is to get more profitability and a competitive position for an organization in the industry. Employee engagement and motivation can be introduced in an organization in many different ways. A few of the employee engagement methods are discussed here – The basis of the employee engagement programs involves the appraisal or appreciation of the work done by the employees and rewarding them with incentives and or appraisal by recognition of achievement among the team, department, or using any other social recognition platforms (Rank and Contreras, 2021). 
The employees can be more engaged in their work by letting them put forward their difficulties and suggestions for overcoming those difficulties this is also known as employee listening programs. The engagement and the motivation of an employee’s related tool can also be used to perform such activity (De-la-Calle-Durán and Rodríguez-Sánchez, 2021). One such tool is the employee life cycle which helps assess the employee’s stages into different assertive levels and act according to them to get them engaged with the organisation. The employee life cycle consists of the following stages for assessment of any employee starting with the initial stage of attraction, followed by recruitment, onboarding, development, retention, and separation levels (Betterteam, 2023). The timely intervention of the human resource department should ensure the maximum engagement of its employees so that the overall growth and development of the employees can be utilized to its maximum capacity. The in hotel industry the main focus is to train their employees at regular time intervals so that the level of hospitality services can be delivered to its customers. Motivation and engagement can be better understood with the help of management theory related to employees' life cycle which comprises the initial stages of attraction followed by recruitment then by onboarding, development, retention, and separation steps (Turner, 2019).
The attraction stage is where the employee is subjected to be lured by the job offers associated with the company and the industry. For the tourism industry, this stage is very important in attracting the best talent in the available labour market. The best policies and benefits related to the job and the organization's environment can help in getting the employees with the organization (Schroth, 2019).
The recruitment stage involves with sorting processing after getting the best of the talents from the available market. The process involves getting the best of the available employees to join the organization and get the benefits by recruiting them (CCI Consulting, 2023).
The onboarding stage is the final of the initial stage of getting the employee engaged with the industry and getting them on board for their initial task assignment. During this process, the organization can get their employees a better understanding of the organization to work with and also develop an association with the organization from the initial levels (Kuzior et al., 2022).
The development stage involves getting the employees more engaged with the work given to them getting their skills and talents developed according to the requirement and also getting the employees to a more level of realization of being a part of the organization. This also helps individuals maximize their potential to the full and get motivated by the actions of the organization (Vantagecircle, 2023).
The retention process involves the process of keeping the employees engaged with the organization for a longer period and also making improvements in the realization of being a value-adding participant of the organization thereby increasing the job satisfaction associated with the work assigned. At this stage, the engagement of the employee can be done by giving initial recognition, giving incentives, and also giving verbal recognition to their teammates (Visentin et al., 2020).
The separation stage comes when the employee inevitably decides to move out of the organization. The exit policy in the tourism industry-related organization can also make an initiative to get the employee to give their experience and valuable contributions while not being a part of the industry by offerings of association for the rest of their life etc (Vithana et al., 2021).
The employee engagement program implementation in the Cosmos Tourism Company comprises the different levels of employee benefits. The Cosmos Tourism Company gives its employees benefits in monetary as well as in the form of social engagement forms. The employees get incentives and appraisals according to their needs and also get social recognition awards as an appreciation for their work among different department’s teammates (Medallia, 2022).
The incentive structure for the best performance and the best work done must be given on a weekly and a monthly basis. Appreciation and other incentives such as social and verbal communication also must be given every month for the best performing of the month at the monthly gatherings. Incentives such as paid holiday trips and discounts for staying across the world during the holidays must be given as incentive plans in tourism-related companies (Schwartz et al., 2019). 
Conclusion
This essay report concludes that the tourism industry is heavily dependent on the workforce and it is labour intense industry. The task of every business associated with the tourism and hospitality industry make their aims to provide the best hospitality services and experiences to their customers. In this regard, the organization keeps focus on providing the best quality services and facilities to its customers. In the hotel industry, the business is more and more focused on providing the best homely ambiance and hospitality to its customers. In this regard, the business always has to make sure the quality and services are up to date in competing with the market, so that they can maximize their profits and stay ahead of the competition. For giving the best of the best experience to their customers the employees play a vital role in delivering such services. The proper management of their skills and their level of motivation can be achieved with the help of employee engagement and motivation activities. Employee engagement and associated activities give improvements related to the performance of their employees and also indulge them in working to their full potential to achieve the task. The best practices related to enhancement of the employee engagement help in creating a healthy, competitive, and positive atmosphere for an employee to work within. So the main aim of the human resource department is to get more engagement of its available force with the task assigned to them. The human resource department also ensures the level of motivation of the workforce to its peak level and tries to establish the connection between the motivation and the assigned task in synchronous conditions. This helps the organization to have workforce performance to its higher positions for the accomplishment of the set organizational goal. During the journey of any employee, it is far more important for human resource management to recognize the direction of the journey to be in the right orientation by the organizational goal. A better understanding and getting the employee motivated also helps the hoteling business to excel in business and also thereby maximizing revenue generation and profitability.
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