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Introduction
The essay’s structure aims to show readers how to incorporate Generation Z employees at all stages of the employment relationship. In order to achieve and surpass goals and keep a competitive edge, an organisation must employ, choose, and collaborate with one another, monitor performance, and deploy personnel. The essay investigates how these criteria are impacted by both internal and external causes. To put it another way, the essay describes how human resources can promote more employee engagement. The essay will also examine the traits of Generation Z and offer suggestions on how to engage a team, and outlining the advantages of doing so. Lastly, the essay enfolds an example in the hotel industry. 
Employee Generation Z throughout the Employee Lifecycle 
Hotel employees and labour relations management depend heavily on human resource management. In the hotel industry, human resources choose, develop, and train employees who can offer customers high-quality services (Armstrong and Taylor, 2020). A hotel's human resources division is responsible for foreseeing, securing, selecting, and meeting the needs of the business's existing and future employees. As the workforce demographics change, human resource management (HRM) practices change to meet the needs and preferences of younger generations, such as Gen Z. Human resource managers are aware of each generation's varied traits and requirements to manage and retain staff. Modern HRM practices are essential for controlling the workforce of the future (Gallagher, 2022). This HRM approach recognises the value of technology, flexibility, variety, acceptance, and employee connection to attract, keep, and engage employees. In Addition, modern human resource management techniques may help hotels create a welcoming work environment that draws and retains top talent while generating higher financial returns. Modern HR management solutions are crucial for Gen Z management in the workplace. However, managers consider each employee's talents, difficulties, and expectations while developing a productive workplace (Marchington et al., 2016). Likewise, hotels may achieve financial success through increasing employee engagement and hiring and retaining exceptional employees.
In consideration, employee performance, engagement, and motivation are all influenced by employee engagement, a crucial element of human resources. This entails encouraging regular contact with staff members, recognizing and rewarding success, and supporting initiatives that increase retention. Five crucial contributions of HR to employee engagement include facilitating communication, celebrating accomplishments, rewarding employees, keeping people, enhancing health, and employing appropriate tools and technology (Wang et al., 2017). By concentrating on these areas, HR may try to increase overall employee engagement to ensure employees feel appreciated and supported at work. In Addition, HR can boost employee performance by cultivating a productive environment that values trust and cooperation. Human resources may detect bottlenecks, give flexible scheduling alternatives, or employ technology to speed up operations.
On the other hand, Gen Z, which came after the millennial generation but before Gen Alpha, was born during the second half of the 1990s and the start of the 2010s (Vo, 2019). They are the first group of digital natives who have never lived in a society without the internet. Workers of Generation Z see their occupations as a means to an end. In contrast to their Millennial counterparts, Gen Z is aware that employment is frequently undertaken for financial reasons (PrakashYadav and Rai, 2017). Even if it is not their preferred position, they will accept work that provides a consistent wage and more incredible benefits. The well-known rise of Steve Jobs and Bill Gates from garage to unfathomable fortunes, or the frequent reports of teenagers creating programmes in their spare time that make them overnight millionaires, have taught Generation Z that there is money to be made from brilliant ideas. They have no worries about acting on such ideas since they are confident in their ability to achieve. When they recognise that everything they don't know is simply a click or two away, the risky decision to start a business becomes less daunting and easier to accept. When they initially became available, both the internet and smartphones were commonplace goods. The Gen Z generation is accustomed to receiving immediate gratification and knows how simple it is to learn new abilities (Sprouse, 2021). As connectivity allows for practically limitless involvement, Gen Zers commonly have friends from all around the world. This generation is fiercely competitive and laser-focused in almost every facet of life (Zou, 2023). They seek to win every discussion and conflict to get admitted into the most significant institutions and positions. Rivalry drives the motivation of this group.
Moreover, modern hotels and companies will profit from effective employee engagement. Since Generation Z are the heart and soul of the company and is ultimately responsible for its success, employees should be one of the top objectives (Agarwal and Vaghela, 2018). Leaders and managers must make an effort to engage and connect with people daily to achieve continuous greatness. To define the 5C strategy for employee motivation, these are the key attributes: Care, Connect, Coach, Contribute, Congratulate. 
HR in hotels can strengthen employee connections, increase employee engagement, and create a better work environment using these five simple strategies (Jha and Kumar, 2016). In Addition, the employee life cycle covers a person's relationship with the company they work for. It highlights the many phases a worker goes through from the beginning of their employment to the end. HR looks for candidates that are enthusiastic about the jobs offered and the objectives of the organisation when hiring new workers. Candidates' perceptions of a company are significantly influenced by its communication strategy. In fact, three out of every four candidates would apply if a company aggressively advertised its employer brand. The two primary objectives to keep in mind throughout the recruiting phase of the employee life cycle are finding the best individuals to join the team and giving them a terrific candidate experience from learning about the opportunity to accepting the offer. Employee onboarding refers to the process of introducing new recruits to the company and their duties. The relationship between the employer and the employee is formed during the onboarding phase of the employee life cycle. An organization's onboarding process must be updated to match the expectations of new recruits in order to ensure that they understand what is expected of them and how to succeed (Sharma and Stol, 2020). Recruits should receive guidance and coaching as they adjust to their new roles as part of a continuous onboarding process. It is also necessary to create recruit paperwork and ensure HR compliance. Employee retention is one of the stages in the employee life cycle model that takes the most time. An organisation must continually engage its staff to keep them interested. This enables organisations to build a reliable and effective workforce and helps organisations avoid wasting time and money on the hiring process. Retention and employee development are intricately intertwined. Those who feel their careers have no future will quit their jobs. Lack of professional progress is one of the main reasons individuals quit their employment during a pandemic, per a McKinsey study. Understanding workers' skills, how the business can leverage them, and how to give them various advancement options is essential. There are two functions of offboarding in the employee life cycle. On the one hand, it aims to aid the company in learning more about the hiring procedure and employee satisfaction. However, it affects how workers present themselves to others and how they view the company in their last moments. An organisation must treat its employees well throughout their life cycle if it wants to maintain them and, ideally, use them as resources in the future (Tambe et al., 2019). Even if the organisation and staff get along, they could return to work.
Moreover, in order to manage human resources effectively inside a company, it is essential to comprehend the employee life cycle. It helps companies determine the requirements of their employees, create plans to address those needs and ensure that all essential steps are completed to increase employee engagement and productivity. Hotels may create effective policies and practices to support the growth and development of their most important asset, their people, by understanding the employee life cycle(Peisl and Shah, 2019). Likewise, there are several ways to increase employee motivation, many of which are simple to use in daily business operations. If an organisation keeps essential company information from its staff, whether purposefully or accidentally, they will form their own opinions. Keeping staff up to speed on the organisation's financial position and long- and short-term goals and understanding what this information means for them and their roles. Keeping employees updated improves their sense of connection to the company. When employees are unclear about the project they are supposed to work on, it is difficult for them to commit to it. Before giving any tasks to the team, ensure directions and objectives are as straightforward as possible. Describe how the project fits with the company's larger goals. Finally, encourage them to ask questions if they want to learn more. Employees may be required to execute challenging or unpleasant tasks. When designating these tasks, be precise about the work that will be done. An organisation doesn't want to surprise a coworker or create the idea that an organisation is untrustworthy. An organisation must offer each person its attention and plan for their needs. However, one office worker should not be excused for finishing a project a day late, while another is chastised for taking too long to submit travel cost data (Kwon and Park, 2019). Nobody wants to work under a boss who continually prioritises their favoured project.
Furthermore, a framework known as an employee engagement model illustrates how a company may make its employees feel taken care of, appreciated, respected, and trusted at work (Inamdar and Abhi, 2020). Additionally, it acknowledges that people have lives outside of work. 
The AON-Hewitt approach strongly focuses on business performance as a key factor in excellent employee engagement (Hinzmann et al., 2019). It is aware that highly engaged personnel directly impact happy consumers and effective operations. The essentials, like pay, job security, stability, and work-life balance, Work qualities like collaboration and autonomy; Leadership in middle and senior management; Performance, including a professional development framework and further career chances; and Organisational practices like diversity, inclusivity, and infrastructure. 
These elements combine to form the traits of Say, remain, and Strive, which describe employees who will talk positively about their firm, desire to remain because they are passionate about their profession, and strive to go further than expectations (Patonangi and Gustomo, 2018). Retaining talent, lowering absenteeism, raising operational productivity and safety, creating satisfied and devoted consumers, and making money are all positive organisational advantages.
This approach to employee engagement, which bears the name of its creator, organisational psychologist William Kahn, prioritises people by highlighting how their skills are reflected in their work responsibilities (Kahn et al., 2023). The main goal of the Kahn model is to give each person the self-assurance to bring their complete selves to work and use their unique talents to produce remarkable outcomes (Berkman et al., 2017). The study's Kahn model identifies three objectives for a successful system regarding employee engagement: physical, cognitive, and emotional. According to Kahn, to be fully and effectively engaged, people must be allowed to be themselves at work without worrying about the consequences.
Furthermore, one of the biggest and most well-known in the world, Marriott, is renowned for its top-notch customer service and content employees (Barreto and Mayya, 2022). One of the critical factors in its success is its employee engagement effort, which is centred on the fundamental values of putting people first, attaining excellence, accepting change, acting with integrity, and serving the global community. Every employee at Marriott has the freedom to decide for themselves, work independently, and provide each visitor with an exceptional experience (Barreto and Mayya, 2022). Additionally, it promotes a welcoming and multicultural culture, offers chances for development and progress, and acknowledges and celebrates its employees' accomplishments. Customer satisfaction and high employee loyalty, retention, and referrals result from Marriott's employee engagement strategy.
Conclusion 
In conclusion, Businesses need motivated employees to succeed. However, by providing independent and diversified positions, organisations may engage their people in several ways. In Addition, establishing a supportive workplace culture is necessary if Gen Z employees are to be inspired at work. This might be achieved by fusing effective communication with corporate openness and understanding expectations for role advancement, pay, and perks. Gen Z workers could become more motivated if their efforts and accomplishments are acknowledged. Managers can motivate Generation Z workers by giving them regular feedback, praising their work, and offering them career progression opportunities.
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