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How to engage employees (Generation Zs) throughout the employee lifecycle?
Employee engagement can be referred as emotional as well as professional connection that employees feel towards their organization, job roles and their co-workers (George et al., 2020). Employee engagement is crucial for hotel businesses to promote quality services, customer satisfaction, productivity as well as staff retention. It can also contribute in the success of hotels by creating a positive environmental and building trustworthy relationship among the co-workers that helps in improving guest experience and strengthening brand reputation. The human resource department should employ effective strategy for a hotel to improve employee engagement among Generation Zs employee throughout the employee lifecycle. This essay will be explaining the employee lifecycle and will be discussing how employee engagement can be improved through the employee tenure within a large hotel. 
It is the key responsibility of the HR to ensure employee engagement within the organization. HR needs to play a pivotal role for acknowledging the key drivers of employee engagement (Altinay et al., 2019). HR needs to focus on people and perform mediating role for enhancing employee engagement and involvement as well. Motivating and inspiring employees is the first key driver of engaging employee with organizational objectives. When the HR becomes capable of aligning the objective of employees with the objectives of organization then he/she becomes capable of developing employee engagement. Employee feel committed and corrected with the organization when they are engaged and involved. For motivating the employees, HR should empower the managers by providing sufficient resources and tools needed for motivating the employees. For motivating the Gen Z employees, HR must need to understand their traits, characteristics, behaviour and attitude towards organizational culture (Zhang et al., 2019). According to several research gen Z employees are more interested in communicating face-to-face instead of communicating over online. They prefer to work on individual projects for gaining full credit. But they are also good at teamwork. They are motivated by stability in their job through predictable salary and benefits packages. They are highly competitive and always focuses on accomplishing challenging tasks. Gen Z employees are highly progressive and inclusive in nature. By adopting a healthy sense of competition in the workplace, the HR can motivate the young employees while training for keeping them interested in the company. 
Employees are hired by the HR and they passes different stages chronologically which is called the employee lifecycle (Rana and Sharma, 2019). The employee lifecycle model is used for identifying and expressing all of the significant stages through which employees go by as they join an organisation. There are six distinct stages in the employee lifecycle including attraction, recruitment, onboarding, development, retention and separation. Attraction is the very first stage of employee lifecycle. This stage doesn’t begin when the employee arrival at the organization instead attraction occurs the moment the candidates get to know about the existence of the brand. Installing a right and strong corporate culture is necessary for the HR to implement for providing a better and positive impression towards the candidates (Magano et al., 2020). The organizational culture, systems, structure, rules and regulations can influence the employees for wanting to work there to have a supporting workplace environment that would support them in progressing their career. Branding is very important for enhancing employee engagement from the very first stage. It can attract the best talent by motivating them to have a better work life experience. 
The second stage is the recruitment. The tools used for recruiting the employees either traditional or digital ways can help the HR in managing the recruitment process effectively and smoothly (Book et al., 2019). This is the stage of getting top talent on board. HR should utilize the tools of recruitment very professionally for putting a positive impression towards the candidates both the selected and rejected ones so that the selected ones can grow a positive perspective from the very beginning. On the other hand, the rejected one will have a positive experience and might spread positive words of mouth. This will help the selected employees to be engaged with the organizational objectives from the beginning. The HR should publish circular in multiple platforms for enticing a wider spectrum of candidates to have several options to select the best option while recruiting (Gaidhani et al., 2019). The more effective the advertisement will be, the more there will be options for the HR to compare and select the right employees for the right job. When the right employees will be selected for the right job they will be naturally interested in doing the job roles which will enhance employee engagement. Bedsides, the HR should observe the internal candidates while looking for hiring new employees. They can promote the existing employees to higher level for enhancing their engagement with the organization. 
Onboarding is the third stage of employee lifecycle where employees feel so excited towards their new job (Ababneh, 2021). The newly hired employees are always optimistic and seek for potentials which is why this is the perfect time for the HR to welcome the employees with cordial gesture. Making the employee feel safe, respected and cordially welcomed can significant and positively impact employee engagement. Employee might feel like the organization is their home for their entire tenure in the organization. This is very significant for the HR to make the employee feel comfortable so that they can see the potentials of making a significant mark in the future while working in the company (He et al., 2021). This the process of helping the employees to blend with the organization for being more engaged and involved with organizational culture and systems. Identifying the core values of the company and then effectively communicating with the employees can be an effective way of engaging newly hired employees. HR should be very humble and good at onboarding the employees to make the employee desperate and dedicated to contribute in organizational success. The HR should make sure that a regular appraisal system is being followed for appraising the staff. A good and effective appraisal can help the HR in getting the best out of the employees. Employees will be satisfied when the HR will appraise their contribution for the success of the company (Book et al., 2019). By making the employee know what is expected of them for making progress in the achievement of organizational gaols, the HR can ensure better employee engagement. Employees become more desperate to meet the expectations by being more involved in the organizational processes. The HR need to show the employees a clear path for reaching to the peak of success by being more effective and efficient. Aligning employee’s goals with the goals of organizations is another way of keeping the employee engaged. The sharing of company’s values, empathy, transparency, ownership and team spirit is crucial to make the employee realize that the company is very supportive towards the employees. 
Employee development is necessary for strategic professional development of the employees so that the ambitious employee can find the motivation to contribute for achieving organizational success by developing themselves (Magano et al., 2020). Offering a buddy system can help in employee development where the experienced and skilled colleagues share their experiences, knowledge and skills with others. It helps in providing support for the new employees. They get trusted advisor from whom they can seek advises and suggestions for development and for finding opportunities. The arrangement of seminar, workshop as well as training program can help the employees in improving their skills, knowledge and experiences. They can comply themselves with up-to-date trends for becoming more sophisticated. Their confidence grows and they become more effective, efficient and productive (Thangavel et al., 2021). The hotel that organizes such development opportunities become a safe place to the employees for their personal and professional development where they want to work for a long term by enhancing their engagement with the organization. Investing into training and development program makes a hotel company caring about the employees. 
Employee retention is very crucial for a large hotel company for ensuing quality services for the guests (Yadav and Vihari, 2023). HR should employ effective strategy for retaining the top talents of a hotel. Retention is one of the key stages of employee lifecycle. There is the risk that the old employees might be taken for granted by the employers which is why the HR must apply effective strategies such as rewards and recognition. This will help the employee understand that they are being valued by the organization and their efforts, skills and expertness have significance in gaining organizational success. The service of the employees should be identical in the hotels for keeping the guest satisfied and loyal so that they receive the same services every time they come to the same hotel (Zhang et al., 2019). The retention of the skilled employees helps in providing same quality services every time. But the low retention rate can have negative impact on preserving the service quality which is why the HR should prioritize employee retention. The HR can retain the skilled employees by enhancing employee engagement for which employee should be rewarded and promoted. 
Separation is the last stage of the employee lifecycle where employees decide to move on (Ramakumar and Priyadarshini, 2021). Employees might no longer feel engaged with the organisation that they want to leave for good. They might not get the opportunity for their development. The employee might retire at this stage or join another company. The separation of one employee might have equal impact on the one leaving and the one staying at the hotel. The employees that are staying at the hotel might lose someone significant in their team. It might impact the overall performance of the team. It might also take time for the team to adjust with another employees which can decrease team performance until then (Kwon and Park, 2019). Even though the employees are no longer official employees of the hotel, the hotel might stay connected with them by sending cards or emails on special occasion to attend. The HR can contact with the previous employees while hiring new employees for the vacancy and can ask whether they know anyone suitable for the job. This way the retired employees can be still engaged with the organization and the relationship might continue for a long time in the future. If I am to engage my team, I might set goals and then ask them to meet the goals by specific timeline so that they become desperate to meet the deadline and stay engaged with their tasks until accomplishment. 
Zinger model of employee engagement can be used for enhancing employee engagement at a large hotel chain such as Holiday Inn. This is a workable model which throws light over different aspects of employment, engagement and dedication. This model is focused on 10 essential actions that must be taken by the leaders, managers and HR for engaging the employees (RP, 2023). There are three rows in the pyramid of the model. The bottom row include enhancing wellbeing, enlivening energy, making meaning and leveraging strengths. The second row include building relationship, fostering recognition and mastering moment. While the third row include maximizing performance and marking progress. On the top of the pyramid, there is the achievement of results (Sun and Bunchapattanasakda, 2019). Different hotels use the zinger model for achieving success by making the employee engaged. For example, Marriot International has run a social campaign in the name of “Share Your Happy” for engaging the employee which has eventually driven higher employee engagement. The employees were asked to share their happy moments with their team members for inspiring them. The team members have received more than 27000 images from more than 600 properties around the globe which was beyond expectations (Simões, 2021). By this, Marriot has engaged the employees with the process by capturing their attention. 
Hotel industry is labour intensive industry where employees play vital role in gaining customer satisfaction. The HR of a hotel must know how to enhance employee engagement throughout their lifecycle within the organization. Especially the Generation Z employees should be dealt passionately to have the best out of themselves. Hotels should employ effective strategies such as engagement model to ensure that employees are engaged with their job roles and are being effective and productive to enhance organizational productivity. 
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