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In such a fast-paced and chaotic world of the hospitality industry, companies are faced with engaging employees effectively. The emergence of Generation Z, born approximately between 1997 and 2012, Pérez-Escoda (2016). There is an urgent need to understand the unique characteristics of this generation to ensure their participation throughout the employee lifecycle. This essay discusses the role of the human resources department in engaging Gen Z employees in the hospitality industry. It explores the hallmarks of Gen Z, proposes strategies for engagement, but also highlights the advantages of working in a committed and passionate team. Looking at all the steps of the employee lifecycle, through attraction to separation, and incorporating relevant models of employee engagement, in this essay we will provide real-life insights and examples to help companies engage or hire Gen Z employees Stillman, J. (2019).
The human resources department plays a critical role in fostering employee engagement, especially when it comes to employing. Perhaps one of the best things about the HR team would be to be close to Gen Z for a better understanding with potential employees. Unlike previous generations, Gen Z values authenticity, diversity, and inclusion in the workplace. HR professionals are tasked with creating a work environment that aligns with these values and promotes a strong sense of belonging among employees. By suggesting personalized recruiting proposals, adding personalized recruitment, continuous development change, and effective retention initiatives, HR can foster employee engagement and improve organizational performance Human Resources (2019).
Gen Z is characterized by its birth in the digital age, its mentality lags far behind what we call the old school in the hospitality profession. Our parents or grandparents unfortunately had a life with more deprivations which influenced the way they lived and of course their education. This was also reflected in the professional world where there were not so many rules or organizational systems, although the level of demand was much higher than it is today. As everything in life changes, the profession has had to reinvent itself and adapt to the new generations to improve the rapport between the sector and the new generation OSCAR DÁVILA, & FELIPE GHIARDO. (2012).
  One of the most effective ways to engage Gen Z in organizations can be to adopt several guidelines, such as creating a collaborative work culture, providing regular feedback and recognition, offering flexible work arrangements, and promoting work-life balance or studies. Many workers, due to their young age, have not yet finished their study period, so they need very flexible schedules and understanding Niemczynowicz (2023). Engaging young employees from generation Z produces numerous benefits, such as higher performance, job satisfaction, greater creativity and employee loyalty creating a positive work environment and starting with young workers we can create a great permanent team securing the future of our restaurant and avoiding unnecessary problems, more so in current times where the lack of workers in the hospitality sector is more than evident due to the impact that Brexit has had Brakman (2018).
   Gen Z is a generation who have grown up with technology in their lives, with the use of the internet almost since the beginning of their lives, so it is evident that using social media would be a good way to reach them. This implies that the marketing strategy has to be eye-catching, and trendy. In turn, a person of that same generation could better understand the priorities of his or her own generation Beier (2020).
  HR will oversee recruitment, and you can engage candidates by offering transparent communication, personalized interactions, and a smooth application process. The interview part is key to identifying highly potential candidates. First impressions are a very important part, although they are not everything, a different approach where the ambitions of the potential worker are considered, who gives his opinion on the sector, how he or she would perform in certain situations. This part of the work is essential since the successes in the hiring will save time and money for the company Jordi Tous Pallarés (2017).
      Effective onboarding is crucial to engaging new Gen Z employees and setting the stage for their success. HR can engage new hires by providing comprehensive training, then move on to mentors, where their role will be explained. As things progress, technology has managed to create a place within the world of hospitality, greatly facilitating the work, the incorporation of these resources within the sector can help the new generations to adapt more easily Rudd, D. (2006).
Continuous development is key to engaging Gen Z employees and improving their skills and competencies. HR can engage employees by offering personalized development plans, access to online learning platforms, and cross-functional training opportunities. By promoting a culture of learning and growth, organizations can empower employees to reach their full potential.                                                               Good communication and transparency with workers will make them understand what their long-term priorities and objectives will be, so the company will identify the workers with the most potential to invest more resources in them, creating potentially good workers for the company Alma (2019).
Retention strategies play a vital role in maintaining high levels of engagement among Gen Z employees. HR can engage employees by implementing recognition programs, career progression opportunities, and work-life balance initiatives. When conducting in-stay interviews, gathering feedback, and addressing proactively addressing concerns, organizations can retain top talent and foster a culture of loyalty Ana Raquel Cardoso de Souza Rodrigues, Rodrigues (2020)
Even during the separation phase, organizations can engage departing employees in a positive way. Create a system where all workers who finish working in the company could comment on how their experience has been, the reasons for their departure, things that could be improved. This information is very important for the company as it helps to identify internal problems within the company such as what could be a boss not acting for the position, malfunction of the facilities or failures in the follow-up of protocols such as safety and hygiene.                                               A formality protocol may also be maintained with the employee and, as far as possible and if the company considers that it is worthwhile to maintain contact with the employee for a possible future PEÑA, Á. (2019).
An effective employee engagement model that organizations can use is Gallup's Q12 model, which focuses on 12 key elements that drive employee engagement. By measuring factors such as clear expectations, recognition, and development opportunities, organizations can assess and improve employee engagement levels. Implementing Gallup's Q12 model involves conducting regular surveys, analysing feedback, and taking action to address areas for improvement in order to drive employee engagement, such as:                                                     Have clarity about each employee's expectations and role in the organization,  Have the necessary resources to do the job effectively, Receive recognition and appreciation for a job well done, Have opportunities for professional development and growth, Feel that opinions and suggestions are taken into account, have a safe and healthy work environment, have a leader who inspires and motivates, Have a good friend in the workplace,  Participate in activities that promote personal growth, Feel proud of the organization and its contribution, Understand and align the organization's values with one's own, Have the opportunity to do what each employee does best every day Amromin (2014).
In short, the importance of human resources within a company is essential and a complex part, since they not only have to analyse, qualify and communicate with each and every one of the members of the team, but also have to work with other sectors of the company, such as a logistics analysis in collaboration with the marketing team or create an initiation protocol with each of the company. the heads of each sector, to discuss what will be the most beneficial adaptation system for the new workers. An example of this is the protocols used by the Marriott hotel chain, a company known worldwide, and which has one of the largest companies in the world. It engages Gen Z employees by offering them personalized training programs, mentoring opportunities, and professional development pathways. By recognizing employee contributions, promoting diversity and inclusion, and fostering a culture of innovation, Marriott International has successfully engaged Gen Z employees throughout the Gerber Employee Lifecycle (2024).
  Companies need their workers to grow and achieve success for this, one of the things they must take into account is the continuous renewal and incorporation of the new generations. This can be a great challenge, but it is a risk that is worth taking due to the benefits that the new generations bring with greater productivity, a better understanding of new technologies and a longer period of growth within the company. Some of the functions that the HR team must perform to engage Gen Z in the company are attraction, recruitment, onboarding, development, retention, and separation. The latter is a practice that is rarely used, although the benefits it brings to the company are gigantic, sometimes helping to identify internal problems that are difficult to see, such as failure or deterioration of machinery, problems in facilities, improper attitudes or problems in the monitoring of safety and hygiene Raimondo, R. (2015).
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