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Introduction 
Employee engagement is a strategic corporate goal as it promotes organisational success, increased performance from employees, and long-term employee retention. However, this essay will evaluate how to engage employees during the employee lifecycle. The selected generation is Generation Z. The essay will also discuss the role of human resources in engaging employees along with the features of Generation Z. In addition, the essay will delve into the methods of engaging people and provide real-life examples of different hotels that engage their teams. 
[bookmark: _Toc147593204]Role of human resources in engaging employees and Employee Lifecycle 
The significance of the HR department in involving employees is highlighted as important when trying to develop an inspired and successful workforce. As a link between company goals and worker requirements, human resources (HR) ensures that there is balance throughout the employee lifecycle. Forming new recruits' first feelings and fostering an atmosphere of belonging throughout the organisation, HR departments play an important part in recruiting, onboarding, and guiding workers (Sharma and Tewari 2018). The planning and execution of education and training programs by human resources specialists also encourage ongoing knowledge and abilities development by meeting personal and company demands. By supporting candid debate, evaluation methods, and accessible policies, HR assists in establishing an atmosphere that is productive. Acknowledging the significance of balancing work and personal life, especially among younger generations, they promote working hours that are flexible (Gupta, 2018). With the goal to improve motivation and happiness at work, HR departments are crucial in identifying and rewarding employees' efforts. Additionally, HR plays an essential part in advancement in the workplace by putting out specific opportunities for expansion and aligning employees' objectives with business goals (Noe et al. 2016). Furthermore, HR performs comprehensive interviews at the end for the purpose of collecting ideas from those who leave and enhancing efforts to engage in the future. In simple terms, HR's complicated function of encouraging staff members and emphasises the value of establishing an atmosphere of work where workers are valued, motivated and devoted. This, in effect, greatly impacts the company's overall achievement (Salas‐Vallina et al. 2021).
Children around 1997 and 2012, the generation known as Generation Z, displays particular characteristics which have a big impact on how they act in business. The initial factor is that as they grew up in a time wherein advancements in technology dominated, Gen Z has become known for being adept at technology (Iorgulescu, 2016). The current generation is inherently relaxed, using a wide range of digital platforms, enabling them to learn effortlessly and cope with technological developments in their careers. The growing tendency of Gen Z toward freedom and independent living. They appreciate becoming independent and choosing to pursue careers in environments that let them exhibit their individual creative thinking and ability to solve problems (Sind and Dangmei 2016). Gen Z seems to be a lot more pragmatic and practical than previous generations, with them often looking for prosperity and stable jobs. Moreover, the current generation is environmentally friendly and possesses an overwhelming sense of involvement as well as concern for issues associated with the spheres of society and the environment. They are attracted to places to work that reflect a commitment to social responsibility and moral principles (Wood, 2013). Gen Z prefers clear language as well as rapid responses. As they grow up in the smartphone and social media era, they seek straightforward interaction through routes, quick responses, and helpful feedback. As a final point, Gen Z has been recognised for their independence and devotion to continuing education. They find themselves drawn to roles that allow them to try new things, explore the newest ideas, and polish a variety of abilities (Schenarts, 2020). 
Productive cooperation among teammates demands the use of a variety of strategies that are suitable for the requirements of each person and the rest of the team. The main strategy focused on is to promote possibilities of interaction. It develops an atmosphere of trust and belonging among teammates by promoting honest expression of their opinions, concerns, and condemnation (Wang et al. 2017). The importance of encouraging collaboration and cooperation is additionally underlined. Being involved in collective tasks or events as a team not only enhances team members' communication abilities but also generates a sense of solidarity and team achievement. It further seeks to provide chances to engage in improvement in abilities and continual education. The associations that promote the professional growth of their staff members, whether through training sessions, seminars, or programs for mentoring, are considered valuable by those who work there (Ofstad and Brunner 2013). Another crucial interaction strategy is to recognise and appreciate team and individual successes. Members of the team are pushed to do their best satisfactorily in their job responsibilities when they're given acknowledgement, whether or not that occurs in the type of oral remarks, incentives, or advancements. The importance of linking group targets with company objectives. Staff members believe in an overwhelming sense of significance in their duties because they observe how what they do relates to the company's overall purpose. This raises involvement ratios (O'Brien et al., 2013). Organisations that become more involved indicate greater degrees of output and effectiveness as inspired team members perform better because they are acknowledged and encouraged. Furthermore, more innovative thinking and invention are displayed by motivated workers (Kumar and Pansari 2016). The invention of original approaches and ideas often comes from allowing team members to share their opinions and ideas. Good working conditions are also promoted by motivated teams, which boosts happiness at work and minimises defection (Bruke, 2011).
Employee lifecycle is the model used to express and recognise the several and most crucial stages that a worker goes through as they are involved with their company (Cattermole, 2019). However, involving Generation Z during the employee lifecycle is crucial for long-term dedication and satisfaction. Below are the steps of this cycle for Generation Z. The hotel should develop a strong online recruitment strategy and an engaging digital brand presence in order to attract Generation Z employees during the attraction stage of their employment lifecycle. Due to the affinity of Gen Z for technology and dependence on online resources, it is crucial to actively attract and engage applicants by using social media platforms and positive online evaluations. In the recruitment process, it is important to emphasise the values, culture, and future growth prospects of the hotel to appeal to Generation Z. They place a high value on productive work and a positive workplace culture. However, adopting interactive assessments and video interviews enhances engagement during the employment process by catering to their choice for multimedia communication (Gladka et al., 2022). Throughout the Generation Z-specific onboarding phase, a quick and technology-driven approach is essential. Access to necessary resources and tools should be simple, with clear expectations. Allocating a mentor assists team members in incorporating more easily and enhances their entire onboarding experience by acknowledging their appreciation for mentorship and regular feedback. During the development period, it is important to satisfy the desire of Generation Z for lifelong development and learning. Provide a variety of training opportunities that include both digital and conventional media. However, as they grow in an environment that supports inclusivity and diversity, cross-functional collaboration and peer-to-peer knowledge sharing should be encouraged (Xiang et al., 2023). Long-term engagement with Generation Z needs effective retention methods. Evaluating their professional aims on a regular basis illustrates a commitment to their development, which promotes loyalty. Therefore, identifying their need for a work-life balance is crucial for keeping employees motivated and interested by providing flexible work arrangements. These procedures not only assist in keeping talent, but they also assist in creating a workforce that is healthier and more effective. Developing a pleasant departure is essential throughout the separation phase with Generation Z. Even departed staff members can develop into vital possible rehires or brand ambassadors. A severe exit interview process not only gathers insightful feedback but also reflects the dedication of the hotel to constant employee experience development. Therefore, this constructive approach to leaving the company can create a great impression and preserve a connection with former employees (Gurler et al., 2022). 
Effective staff engagement strategies are important in the competitive UK hotel industry for attracting customer satisfaction and company success. Some of the examples from well-known hotels in the UK indicate that an exceptional staff reward program is offered at the respected luxury hotel known as The Ritz London. It includes initiatives such as Employee of the Month rewards, unique gifts, and incentives to show appreciation. The results of these efforts are significant, and the crew feels tremendous pride and success as a result. However, the Ritz is able to maintain its respected reputation for providing top-notch hospitality experiences that guests admire due to this motivation, which translates into consistently great service (Kklapanaris and Protopapadakis, 2023). In contrast, Savoy Hotel is renowned for its timeless elegance and places a strong emphasis on staff welfare through several cutting-edge initiatives. These include strategies that assist comprehensive wellness initiatives, work-life balance, and devoted mental health support. The effects of these activities go well beyond the private lives of employees. They develop a satisfied and devoted staff by significantly lowering turnover rates and raising employee morale. Due to this, the staff at The Savoy regularly goes above and beyond to give visitors extraordinary experiences, further establishing the recognised reputation of the hotel for excellence in the hospitality industry (The Savoy, 2023).
In addition, a commitment to employee feedback is crucial at The Dorchester in London. They strongly encourage employees to contribute ideas for operational improvements by maintaining approachable and transparent channels like recurrent surveys and suggestion boxes. Therefore, by boosting a sense of involvement and ownership among staff members, this strategy creates a climate where their opinions are respected. Consequently, it generates creative ideas and enhances a work environment where workers feel empowered and valued, which ultimately assists the hotel in continuing to succeed and satisfy both its customers and staff (Davey, 2018).
Maslow's Hierarchy of Needs is the best example of an employee engagement model. It is a model for comprehending the motivation of human behaviour. It forms diverse motivations onto a pyramid, with every level indicating unique human needs (Abulof, 2017). An effective basis for raising employee engagement can be found by executing Maslow's Hierarchy of Needs in the hotel industry. Maslow recognised five hierarchical levels of human needs, with each level building on the one below, which is frequently pictured as a pyramid. 
When used in a hotel setting, this model can assist in developing a work environment that meets the different needs of employees, finally leading to increased engagement. It is the responsibility of a hotel to provide competitive pay, keep a secure and comfortable workplace, and deliver healthy meals throughout shifts to see to its staff members' physiological needs. Employee engagement and satisfaction are largely dependent on addressing these underlying issues. For both customers and staff, safety in a hotel is of paramount importance. Employers can increase peace of mind and employee engagement by providing complete training on safety procedures, health requirements, and security precautions. Hotels must encourage team-building exercises, nurture a positive work environment, and admit individual efforts to raise a sense of belonging among staff members. Therefore, employee engagement is higher when they feel like they are a part of a tightly connected team. It is important to compensate and acknowledge employees for their efforts and accomplishments. This can be attained through pay raises, open praise, and promotions for their accomplishments, which will raise their self-esteem and motivation. Further, by providing chances for both professional and personal development, hotels can motivate self-actualisation. Such as this can include help for seeking advanced degrees in hospitality management, cross-training in various hotel areas, and access to leadership development programs.
[bookmark: _Toc147593205]Conclusion 
In conclusion, a key approach to success in the fast-paced hotel sector is to engage Generation Z employee at every stage of their careers. Human resources are important in coordinating corporate objectives with the special traits and requirements of Generation Z. Customised approaches, such as open communication, acknowledgement, and growth opportunities, are essential for promoting participation. The favourable effect of these strategies on general success is highlighted by real-world examples from prestigious UK hotels in this essay. Further, Maslow's Hierarchy of Needs integration also provides a strong foundation for addressing the several needs of employees. Hotels can assure happy, inspired employees who provide outstanding guest experiences and keep their competitive edge by putting an emphasis on engagement.
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