






   Employee engagement is defined as the level of management employees who feel towards the organization's goals, objectives, growth, and expansion and work as they do to achieve maximum output for the organization (Ibrahim et al., 2020). Human resource works beyond their job descriptions and, therefore actively contributes to the company. Similarly, companies tend to put back effective strategies to enhance employee engagement which includes regular feedback and monitoring, career advancement, work-life balance, and fostering a culture of diversity and inclusion (Lee et al., 2020). 
   In the hotel industry, employee engagement plays a crucial role in delivering exceptional guest experiences. Engaged hotel staff are not just employees of the organization, they are representatives of hospitality services, passionate about exceeding guest expectations (Raza et al., 2021). They proactively anticipate needs, offer personalized services, and create memorable journeys of staying at their hotel. Employee engagement in this context is encouraged through active participation in training, empowerment, and recognition programs. It leads to increased staff morale, reduced turnover of employees, and ultimately, higher satisfaction of customers, which is crucial for the industry's success (Hassanein and Özgit, 2022).
The hotel industry needs to recruit and select Generation Z in its organization for effective success and growth. As it is the newest generation to enter the hotel industry. By creating a work environment that aligns with Gen Z's values, offers growth opportunities, and leverages their skills, hotels can foster loyalty, innovation, and long-term success in an ever-evolving industry (Ramagade and Kumar, 2021). Eventually, engaging an effective Generation Z workforce provides benefits since these employees will work more in developing their practical skills in technical and management nature to ensure long-term sustainability and better endurance to problems. Engaging Generation Z is essential for hotels to stay competitive (Benitez-Marquez et al., 2022). Their tech-savvy nature, fresh perspectives, and desire for meaningful work enhance guest experiences, drive innovation, and ensure long-term industry relevance.
   Human Resources are the top priority of any organization of business. An effective human resource has the ability and the potential to change the sculpture of success of any dissimilating organization (Hamadamin and Atan, 2019). In large hotels, the role of human resources in employee engagement is crucial for encouraging a positive work environment which helps in enhancing staff satisfaction and increases employee potential to work. Their complex role facilitates them in making formal workings and integration between customer needs and demands. For example, Marriott International identifies the success of their hotel and hospitality services through the effective role of human resources in which the hotel set up beneficiary strategies like rewards and incentives, training programs, exceptional service rewards, more paid leaves, and family benefits, etc, to boost employee morale and their satisfaction in the effective workplace (FABIYANI et al., 2021). The core responsibilities of an effective human resource are nurtured with effective employee engagement policies, leading to improved guest experiences and the success of business.
   Generation Z, born between 1995- 2010, is the latest generation of teenagers and adults that has the highest theoretical and practical of technology, the market, and the world (Aggarwal et al., 2022). This generation holds up to various specialties and can work on their full potential. This generation includes several characteristics that make the most demandable generation in the work area, which include- They are Ambitious to Work: Generation Z is ambitious and is driven by a desire to make a meaningful impact on the lives of the people. They are eager to work hard and pursue their passions, often seeking opportunities for career growth and personal development. They study hard and earn more to live a lavish life (Meilani et al., 2021). They Love to Travel: Generation Z loves to travel a lot because they seek to learn about the diverse nature and cultures of people. This wanderlust can be an asset for large hotels as they will become employees who share this passion and can better connect with guests, provide travel insights, and create a more engaging and personalized guest experience. They Use Social Media: Generation Z loves to use social media applications a lot. This can benefit the workplace area since this generation posts their success on social media platforms. Engaging them in a workplace such as in a large hotel will help increase the value of employees and can help in the free promotion of large hotels all over the world (Liu et al., 2021).
In any organization, effective team management and engagement are necessary for better optimization of results, thereby achieving success in the organization (Schulze and Pinkow, 2020). There are several ways to engage a team for better results which include- Engage Group Socialisation: Engaging a group socialisation is vital for team cohesion. For this approach, leaders schedule regular team meetings, both in and out of the workplace to foster active communication and strong relationships. These interactions between their teammates build trust and enhance collaboration, contributing to a more engaged and effective team. Reward Good Work: Rewarding good work to your team is essential for motivation and better coordination. Employees recognize achievement needs such as praise, bonuses, promotions, or extra leaves (Faraj et al., 2021). Appreciating your team's efforts encourages a positive work environment with satisfaction and promotes teamwork for more benefits. Thus, encourages consistent high performance. Encourage Mentorship: Encouraging mentorship within your team allows an organization to promote growth and effective learning of teaming in the employees. Encourage experienced team members to guide support as a mentor to new colleagues which will help in creating a supportive atmosphere where knowledge and skills are shared (Riyanto et al., 2021). 
   Effective team management and engagement have provided several advantages to the company which includes- Lower Absenteeism Rates: One of the biggest of team engagement is that it can significantly lower absenteeism rates of employees in a team. When team members feel valued, motivated, satisfied, and connected to their work, they are more likely to show up consistently, reducing the disruption caused by employee absences and fostering a more reliable and productive work environment. Stress Distribution at Workplace: Enabling a team management company helps individual employee to divide their work with their teammates. When team members collaborate, share responsibilities of work, and support each other in hard times and work, the burden of the stress of work becomes more manageable, leading to a healthier and more productive work environment (FABIYANI et al., 2021). Diverse Perspectives: Enabling a team engagement workforce enables a workplace with Diverse perspectives in which the teammates being together, bring up a variety of viewpoints, experiences, and innovative ideas (Nasifoglu Elidemir et al., 2020). This enhances decision-making, fuels creativity and innovation, and fosters a more inclusive and innovative environment.
The Employee Life Cycle is a process where the engagement and workings of employees are seen from joining to leaving the company. In large hotels, it is crucial to manage team engagement as it ensures that employees feel valued, motivated, satisfied, and connected at every stage (Singh, 2019). Effective management of this cycle helps in attracting and retaining top talents, promoting continuous growth and development, and encouraging a positive working atmosphere (Hassanein and Özgit, 2022). By focusing on attraction, recruitment, onboarding, development, and retention, hotels can nurture a motivated and engaged workforce, leading to improved staff satisfaction. Certain steps promote team engagement in each stage of the employee lifecycle- Attraction: Attracting the right talent is the first initiative of a successful employee lifecycle. Large hotels often use various methods such as job postings, career fairs, and online recruitment on internet platforms to reach potential candidates. To promote team engagement at this stage, hotels can highlight their commitment to employee growth and development in their job descriptions (AlKahtani et al., 2021). For example, Marriott posted a job description for a bellboy who can support luggage handling of customers. Now, it can be full-time part-time, or shift work. Through this, they can emphasize opportunities for career development as a team. 
   Recruitment: During the recruitment process, Marriott assesses candidates not only for the skills they are leading but also for their cultural fit and optimism to work with diverse backgrounds to reduce issues at the time of making teams for work. It involves interview questions and assessments that can focus on teamwork, problem-solving, critical thinking abilities, and adaptation to ensure that the recruited individual meets the hotel's values and the dynamics of team segments. On-boarding: The next is onboarding in which Marriott develops a well-structured board process that is essential for integrating new hires into the team. Large hotels can promote team engagement by assigning leaders to follow and action new employees, helping them establish connections and feel part of the team from the start of their job. They also conduct orientation programs that emphasize the hotel's values, and mission, and team collaboration can further enhance engagement (Li et al., 2021). 
   Development: Employee development is an ongoing process that contributes significantly to team engagement. Hotels can provide continuous training and learning opportunities, such as cross-training and diversity training in different departments, leadership development programs, and access to industry certifications. By investing in their employees' growth, large hotels can encourage a sense of belonging and loyalty within the team. For example, Marriott International provides development opportunities for exceptional customer service in their hotels. Retention: Employee retention is closely related to team engagement. Marriott can implement recognition and reward programs that acknowledge outstanding team contributions. Regular feedback and performance reviews can also identify areas for improvement and growth, showing employees that their development is valued and supported (Yu et al., 2021). Separation: When employees eventually leave the organization, whether due to retirement, relocation, or career changes, hotels can conduct exit interviews to gather feedback on the employee experience. This feedback can be used to continually improve team engagement strategies and retain institutional knowledge within the organization.
The model is the Aon Hewitt Engagement Model which is defined as a framework that is designed effectively to analyze, measure, and enhance employee engagement. The model assesses various edges of employee engagement such as emotional, intellectual, and social connections to their work and the organization. By addressing the key drivers of employee engagement, these organizations can create a more engaged, satisfied, and motivated workforce that will be contributing to their success and growth (Hinzmann et al., 2019). This model will be applied in the context of large hotels to identify the practice to encourage employee engagement.
   The model is implemented in large hotels in such a manner to enhance the overall employee engagement and satisfaction which can lead to increased turnover and better profits. It includes three programs which are say, stay and strive-
   Say: Say involves providing employees with opportunities for open communication, and feedback and providing innovative ideas in the organization. In large hotels, the staff members are allowed for team building and open communication between guests and the staff. Through this, staff actively seeks guest feedback, addresses problems effectively, and uses technology like feedback surveys and social media platforms to gather and respond to guest comments to ensure their voices are heard and valued. Stay: Stay involves the importance of emphasizing the guest’s procurement through effective learning programs for better employee engagement and customer satisfaction. This helps an employee to learn skills for customer accommodation such as their living, comfort, excellent services, etc. (Chanana and Sangeeta, 2021).
Strive: This is a point that largely focuses on employee engagement; where it identifies and develops the solutions as much as possible to retain their employees of the company. In large hotels, strive is implemented through various strategies like staff training and development, leadership opportunities, monitoring and feedback, and finally rewards and incentives for best performance (Hinzmann et al., 2019). For example, Radisson Hotels and Resorts implemented the Aon Hewitt Engagement Model to enhance employee engagement. Through "Say, Stay, Strive," they encourage staff to voice their opinions, foster a sense of belonging to retain talent, and motivate employees to excel, ensuring exceptional guest experiences and su In conclusion, employee engagement is an essential source that is predetermined as a successor for any organization. It is a driver of success, which provides insights that the human resource is the main resource of any organization. In the context of the hotel industry, employee engagement serves as a crucial component to drive excellent services to the guests of the hotel. Eventually, the hotel industry focuses on reaching the customer and employs the workforce of Generation Z, which is in high demand since they are active and love to travel a lot. The role of Human Resources in fostering employee engagement cannot be overstated. Their strategies, such as rewards, training, and recognition, play a pivotal role in creating a positive work environment, leading to improved guest satisfaction. In recommendations, hotels should out for providing the best-to-best services to their staff which should be monetary and non-monetary to provide employee engagement and better profits for the company.
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