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INTRODUCTION 
Employee engagement has emerged as a key factor in the success of organisations in today's dynamic and fiercely competitive business environment. It has become clear that a workforce's dedication and passion are key factors in productivity, innovation, and customer pleasure. Human resource departments are essential to defining and fostering employee engagement as organisations work to succeed and adjust to changing market conditions. The importance of employee engagement is particularly notable in the context of Generation Z, the youngest generation to enter the workforce. In the workplace, Generation Z members who were born and reared in the age of technology offer special qualities, needs, and expectations. Human resource professionals now have the crucial problem of comprehending and engaging this generation. In order to captivate and maintain the involvement of Generation Z employees within the vast environment of a large hotel, this essay will explore the varied tactics that human resource departments must use. We will examine the crucial function of human resources in fostering employee engagement, delve into the distinctive traits that characterise Generation Z, suggest creative solutions to maintain their engagement, and travel through the various stages of the employee lifecycle, including attraction, recruitment, onboarding, growth, retention, and separation.

MAIN BODY
The Role of Human Resources in Engaging Employees
The Human Resources (HR) division of every organisation holds a crucial and fundamental position in the area of employee engagement. The main goal of this department is to create a work atmosphere where people aren't simply present but also actively involved, inspired, and committed to their jobs. Employee engagement refers to the connection that the individual has on a mental and emotional level with their job, fellow employees, and the business as a whole. HR is important to achieving this it helps to promote the sense of commitment, fulfilment, among the employees. With the rise of the Generation Z in the workforce, HR has the greater role to play in promote employee engagement. The term "Generation Z" refers to a generation that grown up in the digital era and is marked by continuous connectivity, rapid technological advancements, and the unique set of values and the expectations. Most members of this generation were born around the middle of 1990s and the beginning of the 2010s (Stahl et al., 2020).
This necessitates the change in approach from the HR professionals. It entails developing workplace cultures that place a high value on inclusion and diversity, offering chances for meaningful employment and skill development, and utilising technology to simplify HR procedures like hiring and onboarding. In order to motivate and keep Generation Z workers, it's also necessary to recognise the value of feedback, mentorship, and acknowledgment.
Characteristics of Generation Z 
The internet era has had a huge impact on Generation Z, also referred to as the post-Millennials. They are truly digital natives, having grown up in a society dominated by technology, having been born between the middle of the 1990s and the beginning of the 2010. Due to their tech-savvy upbringing, they are extremely at ease using digital technologies, anticipate easy online interactions, and frequently favour texting and social media for communication (Saeed et al., 2019). Diversity and inclusivity are highly valued by Generation Z. They welcome variations in racial, cultural, and ideological perspectives, and they anticipate that businesses would do the same. Their expectations of a workplace that values and supports a varied and inclusive atmosphere are influenced by this variety, as are their personal relationships.
Importantly, they are motivated by a desire for fulfilling employment. Instead of looking for jobs that merely provide financial security, Generation Z prefers to work in fields that support their ideals and give them a feeling of purpose. The demand for technology integration, variety, and a sense of fulfilment must all be acknowledged by HR departments as they develop engagement initiatives. In order to effectively engage and retain Generation Z employees in the modern workforce, it is imperative to recognise and address these traits (Barhate and Dirani, 2022).
Engagement Strategies for Generation Z 
Engaging Generation Z workers is a dynamic, multifaceted endeavour that demands careful consideration. Organisations and HR departments should think about a number of tactics to interact with this generation effectively. Developing an encouraging workplace culture comes first and foremost. Inclusion, respect, and a sense of belonging are important to Generation Z. Businesses that promote diversity and foster an atmosphere where every worker is treated with respect are able to engage this group (Ismail et al., 2021).
Another important factor is the development of skills. It is crucial to offer continuing training and opportunity for Generation Z to pick up new skills because they are eager to learn and develop. With the use of workshops, classes, and mentorship programmes, HR can promote ongoing learning. Also important are acknowledgment and feedback. Generation Z benefits from regular, helpful criticism that clarifies their accomplishments and places for growth. Recognising their accomplishments and contributions also strengthens their dedication and motivation.
Generation Z is particularly drawn to work-life balance because they value their personal lives as much as their employment. It is in line with their expectations and encourages engagement to offer flexible work choices, such as remote work options. Technology may be used to streamline operations and raise involvement in HR procedures, from hiring to performance management. This tech-savvy generation is interested in utilising technology for interaction and teamwork.
The Employee Lifecycle
The employee lifecycle is a thorough structure that directs an employee's path within an organisation, and it is especially important for integrating Generation Z in the hotel industry:
Attraction: HR needs to build a strong online presence in order to appeal to Generation Z. Utilising social media and job-related websites is essential. The importance of emphasising the hotel's basic principles, culture, and areas for expansion and development cannot be overstated. Having grown up in the digital age, Generation Z looks for purpose and community online. Their ideals and objectives are aligned with the hotel's vision by having a strong web presence (Cattermole, 2019).
Recruitment: From attraction to onboarding, streamlined recruitment serves as a link. It is consistent with Generation Z's value of effectiveness and openness. This phase is defined by prompt decision-making and unambiguous communication, setting the standard for a business that values efficiency and clarity.
Onboarding: The engagement journey of Generation Z begins with the onboarding phase. Effective onboarding should involve in-depth training, mentorship programmes, and a thorough introduction to the hotel's vision and values. With interactive modules, virtual tours, and online resources, technology becomes a pillar in creating an engaging phase. By fostering a supportive environment, mentoring helps employees on their career paths.
Development: Through continual learning opportunities, Generation Z's desire for skill growth is satisfied. Online learning opportunities and mentoring satisfy the desire for new skills and job advancement. They are not only entertained by this, but it also gives them the tools they need to adapt to changing market needs (Singh, 2019).
Retention: For employees to stay on board, engagement must be maintained. The desire for career progress and motivation are aligned with the provision of opportunities for skill development, frequent feedback, and acknowledgment. These strengthen their dedication to the group.
Separation: Maintaining good ties is essential, even when employees depart. Exit interviews and feedback systems offer suggestions for process improvement and raise employee satisfaction. Positive terminations help to build a positive employer brand, which in turn draws new employees and clients.
Incorporating an Employee Engagement Model
Incorporating the Zinger Model: The Zinger model, a comprehensive strategy for increasing employee engagement that places a focus on the interaction of four crucial components: employee, manager, organisation, and work. Every component contributes differently to establishing and sustaining engagement.
Employee: Engagement begins with the individual employee, according to the Zinger model. They are essential elements, as are their attitudes, motivation, and personal wellbeing. Organisations should actively encourage employees to manage their own engagement if they want to include this component. Self-evaluations, creating personal objectives, and figuring out how to contribute more effectively are a few examples of this (Men et al., 2020).
Manager: The Zinger model heavily emphasises the function of managers. They are in charge of establishing a supportive environment for engagement. Organisations should give managers mentoring and leadership training to help them incorporate this component by enabling them to motivate others and lead by example. Understanding and addressing difficulties with employee engagement requires open and honest communication between managers and staff.
Organisation: The organisational component entails developing a culture that encourages engagement. Establishing principles, guidelines, and routines that support engagement is part of this. Organisations should analyze their cultures and create activities that advance inclusion, esteem, and wellbeing in order to embrace this factor. As a strategic objective, leaders should promote engagement (Farrukh et al., 2020).
Work: Engagement is greatly influenced by the work itself. Employees must find their work relevant and fulfilling in order for it to be successful. Organisations should make sure that job duties are clearly defined, that employees have the freedom to make their own decisions, and that the work they do is in line with their interests and skills. Employees that have some control over their roles can benefit from job creating.
Implementing the Zinger Model:
Assessment: Start by doing an assessment to determine the level of employee engagement that already exists within the company. The four facets of the Zinger model should be taken into account in this evaluation. One-on-one interviews with staff members, supervisors, and executives as well as surveys and focus groups can yield insightful information.
Managerial Training: Managers should receive training on the ethics and standards of employee involvement. Give them the tools they need to spot and solve problems with employee engagement and encourage them to take the lead on this issue within their teams (Langenhuizen et al., 2020).
Individual Development Plans: Encourage workers to make personal development plans. These plans ought to incorporate individual objectives for their participation and professional advancement. In this process, managers can offer direction and assistance.
Culture and Policy Alignment: Make sure the organization's culture and policies support engagement by evaluating them. Make the required modifications, such as implementing flexible work schedules, recognition programmes, and staff wellness programmes.
Communication: Establish clear lines of communication between management and staff. To resolve issues, recognize achievements, and jointly develop engagement solutions, regular feedback and discussion should be encouraged.
Regular Evaluation: Keep track of and assess the success of engagement activities. Make wise decisions for continuing improvement using employee feedback and performance analytics.
Leadership Commitment: Ascertain the commitment of senior leaders to the organization's engagement initiatives. The effectiveness of the Zinger model implementation depends on their open support and endorsement.
Industry Examples 
The hotel sector is a great example of how to engage employees, with Marriott International standing out as a leading example. The dedication of Marriott to cultivating a highly engaged staff has resulted in observable success. By putting a strong emphasis on diversity and inclusion, the company has created a welcoming and encouraging workplace where workers from all backgrounds feel respected and appreciated. This dedication appeals to visitors looking for diverse and inclusive experiences in addition to enhancing the organizational culture. Another important component of Marriott's engagement strategy is recognition, which raises spirits and drive. Employees are motivated to continually give their best work by being recognized for their efforts (Peng et al., 2020). The benefits, such as higher staff retention and satisfaction, illustrate the significant influence of good engagement practices in the hotel sector. The accomplishments of Marriott International in these areas highlight the vital importance of employee involvement in increasing the working environment and the guest experience, eventually boosting the performance of the company.


CONCLUSION 
Getting Generation Z employees involved in a big hotel is a vital and dynamic task. The human resources division plays a crucial part in creating an atmosphere that not only satisfies but also coincides with the special traits and demands of this generation. Hotels may build a workforce that is motivated, content, and resolute in their commitment by following a planned employee lifecycle approach that covers attraction, recruitment, onboarding, growth, retention, and even separation. Customised approaches are required since Generation Z has certain values, such as the desire for fulfilling work and a hunger for skill development. In the highly competitive hotel industry, these methods, when properly applied, result in improved performance and higher customer satisfaction. Employee engagement is more than just a theoretical idea; it is a crucial strategic objective that establishes the framework for a company's long-term viability and demonstrates that a committed staff not only meets but also exceeds the expectations of stakeholders and guests.
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