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[bookmark: _Toc148957196]INTRODUCTION 
Employee resourcing and development is defined as the act of gaining and retaining the workforce along with right skills, behavior, values and competencies (George, 2021).The essay will cover different roles of human resources which are implemented in organization to engage the employees. Further, it will describe the characteristic of generation Z. The essay will evaluate and suggest various ways of engaging the employees in workplace and it will also define advantages of employee engagement within organization. Additionally, it will explain the generation Z employee life-cycle on the basis of attraction, recruitment, onboarding, development, retention and separation. Moreover, it will demonstrate several examples of methods through which management can engage the team. The essay will cover employee engagement model and its method of implementation.
[bookmark: _Toc148957197]MAIN BODY 
[bookmark: _Toc148957198]Role of human resources in engaging employees
Human resources play a very crucial role in engaging employees. There are multiple strategies and techniques used by Human resources to increase the employee engagement at the workplace. Employee engagement refers to the emotional commitment employees have towards their work, their organization and its goals. Employee engagement is considered a huge problem for majority of organization. It is considered that engaged employees are more likely to be motivated, satisfied, and productive as it ultimately benefits the organization. HR plays a significant role in fostering and sustaining employee engagement through various strategies and initiatives.
Positive work culture – HR plays very essential role in creating a positive work culture and maintaining work life balance at the Premier Inn. This helps employees to work in business environment which is highly positive and motivating (Kapur, 2021). Providing a positive work culture also helps the Premier Inn to increase its productivity and efficiency of the output. 
Recruitment and selection – HR is mainly responsible for hiring candidates who are not only qualified for the job but also perfectly fits with the culture and values of Premier Inn (Sun, and Bunchapattanasakda, 2019). It is considered that if employees are a perfect fit to the organization, then they are more likely to be engaged as they feel a sense of belonging from the start at the workplace.
Onboarding and orientation – HR plays a very huge role in ensuring that the onboarding process for the new employees is well structured and welcoming. A positive onboarding experience helps employees to feel connected in their new roles and colleagues which help to provide a strong foundation for engagement.
Training and development – HR is responsible for identifying the training and development needs of employees at the Premier Inn. HR provides multiple opportunities for skill development and career growth which demonstrates the Premier Inn commitment to its employee. It helps in boosting the engagement of the employees. 
Performance management – HR duty is also to oversee the performance appraisals and feedback processes (Kulinska and Kostyuk, 2020). When employees receive regular, constructive feedback and recognition for their work then they are more likely to stay engaged and motivated towards the Premier Inn
Employee relations – HR role also include managing workplace conflicts and employee grievances (Chanana, and Sangeeta, 2021). Resolving issues as quickly as possible fairly contributes0 to a positive work environment which helps in increasing engagement of the employees. 
[bookmark: _Toc148957199]Characteristics of generation Z
Generation Z is defined as generation which contains people who are born between 1997 and 2012 (bambooHR, 2023).They are digital natives that will never know the world without taking help of internet. These peoples follows path of millennials to achieve their goals or objectives. This generation is also called as generational cohort (Gabrielova, and Buchko, 2021). There are different characteristic of generation Z, some of them are described as follow:
Money driven and determined: it is the crucial characteristic of generation Z. the generation is motivated by money, they are detriment to their values and considerations (Kirchmayer, and Fratričová, 2020).The generation is comprised of financial mindedness and they identifies different methods to drive their survival by pragmatism and security. Z generation values the stability that rise from conservative spending and jobs that give stability.
They set boundaries: it is the core characteristic of Z generation, as they set their boundaries to make themselves goal oriented individual. They set clear goals and wants by intensively focusing on it. The generation is hardest working since they are motivated to maintain financial stability and security that comes from it.
Digital natives: the emerging workforce of generation Z is highly driven by technology. They have been growing up with communicating via the help of technology. As this generation is born when technology innovation was at its peak, where data was instantly accessible and social media was rising ubiquitous. The generation have broaden their knowledge and learning through the help of emerging technology driven devices and platforms.
They are competitive: the generation is raised from the competitive educational environment and they have adapted themselves to get feedbacks to improve their work or behavior. They have adapted this initiative to recognize their competitive position within workplace.
[bookmark: _Toc148957200]Methods for engaging team and its advantages 
Generation Z desires for purpose and meaning within their work. To engage generation Z in team, human resources of premier can provide various opportunities to allow the generation to have genuine impact (Hampton, Welsh, and Wiggins, 2020).There are various ways through which management of premier inn can engage generation Z employees:
Providing autonomy and ownership: generation Z employees are driven by having autonomy and rights over their work. They are more likely to engage when they are offered to have lead on projects and decision making. They rely on their work and started to believe in their capabilities, it motivates them to work hard for company and taking ownership over their contributions.
Advantages: providing autonomy and ownership to generation Z employees can benefits Premier Inn hotel as they will obtain more motivated employees that are determined (Aggarwal, et.al,2022).It will help the company to increase engagement within company after establishing the sense of high trust between generation Z employees.
Gamifying motivation for generation Z: generation Z are recognized for having short period attention spans though they are exposed to initiatives related to continuous information and entertainment. Human resource management within Premier Inn hotel can use this to motivate generation Z or increase engagement within organization (Pichler, Kohli, and Granitz, 2021).They can implement gamification elements within workplace to motivate generation Z employees. This will increase their competitive nature and fuels their motivation. It will help them to stay focus and maintain their engagement.
Advantages: by implementing gamification elements within workplace, will help the company to drawn the attention of generation Z employee. Through this, they may provide immediate gratification and establish the sense of accomplishment within them. It can make the employees to tie up with particular task and objective (Meilani, et.al 2021).By rotating tasks periodically can keep the employees more engaged and it can prevent their boredom.
[bookmark: _Toc148957201]The employee lifecycle 
The human resource department can adapt following ways to increase engagement and development of generation Z throughout employee lifecycle:
Attraction: the human resources can provide clear development opportunities for the growth of generation Z employees(Goh, and Baum, 2021).The organization can promote workplace diversity, equity and inclusion so that generation Z employee can be attracted.
Recruitment: the organization can use social media platform to attract the diversity of generation Z. they can hire social media expert who can play its role in working with talent acquisition team. They can highlight the social issues for which the organization concerns about. As generation Z is socially conscious in order to work with company that contains good values and culture.
On boarding: effective on boarding is important for generation Z as it increases engagement, retention and productivity of organization (Chillakuri, 2020). The Premier Inn hotel can organize knowledge exchange sessions, team-building days and events during the period of on boarding. It will make easy for generation Z employees to interact with team.
Development: the generation Z employees constantly look for opportunities that promotes learning and skill development (Jayathilake, et.al,2021). The company can organize training programs to help the employees to keep up with current trends and expertise themselves in the particular field.It will develop their skills and make them expert regarding their tasks.
Retention: the significant ways or strategies for the retention of generation Z employees includes the programs such as tie learning to career paths and internal mobility programs. This programs includes promotions, demotions, mentorships and new positions. It will motivate the employees to work for long term and stay motivated for common objectives of company.
Separation: after the separation of generation Z employee, the company can create the sense of community that is significant for the generation Z. they can ensure the activities of employee by contacting them on alternate days so that they feel belongingness from company even after separating.
[bookmark: _Toc148957202]Examples to engage the team
Increasing employee engagement among Generation Z requires a detailed understanding of their unique preferences and needs. There are multiple strategies which can be used by me to keep the teams engaged. Some of the crucial strategies are mentioned below –
Flexible work arrangements – It is said that Generation Z values work life balance (Cheetham, 2022). Being a HR, I will provide flexible work arrangements to the employees such as remote work options or flexible hours to accommodate their preferences more efficiently
Career development opportunities – I will also provide clear career paths and opportunities for skill development to the employees. Generation Z is motivated by personal growth and wants to see how their work contributes to their long-term career goals.
Regular feedback – Generation Z appreciates constant feedback and recognition. I will implement regular performance reviews and will provide constructive feedback (Bortnyk, 2020). I will also encourage managers to recognize and reward achievements.
Technology and Innovation – Being a HR I will use technologies in the workplace. Generation Z is tech-savvy, so being a HR I will invest in tools and platforms to streamline processes and encourage innovation.
Inclusive and Diverse Environment – I will foster an inclusive workplace culture that values diversity (Saks, 2019). Generation Z places a high importance on diversity and social responsibility. I will organize and provide organize diversity training, support employee resource groups and communicate the company's commitment to social causes.
Mentorship Programs – I will also implement mentorship programs to connect Gen Z employees with experienced colleagues. This provides opportunities for knowledge sharing and personal growth.
Social engagement – I will also try to encourage social interaction among employees through team-building activities, social events and collaboration tools. It is considered that Generation Z values social connections in and outside of work.
Health and wellness initiatives – I will promote physical and mental well-being through wellness programs and initiatives. I will also consider offering gym memberships, stress management workshops and mental health resources.
[bookmark: _Toc148957203]Employee engagement model
PERMA model was developed by Martin Seligman. It helps to understand and enhance employee engagement (Lee, Rocco, and Shuck, 2020). The PERMA model mainly focuses on five key elements of well-being and happiness, which are applied to engage Generation Z employees:
Positive Emotion – Fostering a positive work environment where employees experience joy, enthusiasm, and contentment.
Engagement – Ensuring that employees feel connected to their work and have opportunities for skill development and growth.
Relationship – Promoting strong interpersonal connections among employees and with their managers (Putilov, Strikhanov, and Tikhomirov, 2019). This is mainly important for Generation Z who value collaborative and supportive relationships.
Meaning – Helping employees find meaning and purpose in their work by aligning their tasks with the organization's mission and values.
Accomplishment – Recognizing and reward achievements, no matter how small and provide opportunities for Generation Z employees to set and achieve goals.
Implementation strategies 
Flexibility – Generation Z values work-life balance (Kwon, and Kim, 2020). The HR should implement flexible work schedules and remote work options and should also show trust in the employees to manage their own time.
Technology Integration – HR should use technology for communication, collaboration and feedback. Also they should use platforms and tools that align with Generation Z such as instant messaging and project management apps.
Continuous Learning – HR should provide opportunities for skill development and career growth. HR should also encourage employees to acquire new skills and offer resources like online courses, mentorship programs and workshops.
Regular Feedback – HR should also focus to create a culture of feedback and recognition. Generation Z appreciates continuous input on their performance and clear pathways for advancement.
[bookmark: _Toc148957204]CONCLUSION
HR's role in engaging employees is multifaceted, encompassing various aspects of the employee lifecycle, from recruitment to exit. Engaged employees are more committed, productive, and likely to stay with the organization which makes it essential for HR to prioritize and implement strategies that promote and sustain employee engagement. The report discussed in detail about the role of human resources in engaging employees. The report also included a detailed discussion on Generation Z.  Further the report suggested multiple ways of engaging and also discussed various advantages of engaging a team. Then the report discussed the employee lifecycle. Moreover, the report included a discussion on employee engagement model. 
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