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Introduction.

In this essay workplace engagement will be discuss with the newer generation (“Gen Z”). The aim is to discern how “older generations” can better engage with the newer generation in the workplace through various strategies and policies. To do so, an analysis of the ‘employee life cycle’ will be incorporate, a model which will be used to guide the analysis and provide a theoretical basis alongside real life industry-examples. In the conclusion, the benefits engagement within the hospitality industry will be highlight.

Main Body.

Gen Z is the latest generation to join a multigenerational workforce. We need to consider the generational differences in the workforce since we have so many generations working together; to understand how to engage with different generations, we have to understand these intricacies and differences. Right now, there are five generations in the hospitality industry: people who were born between 1925-1945 are known as the 'Silent Generations' or 'Traditionalists', but they're expected to work less, more like advisors and consultants instead of being proactive. (Belyh, 2020). They're followed by the 'Baby Boomer' generation: this refers to people born between 1946-1964 during the "baby boom", when birth rates soared in Anglo-Saxon countries after the Second World War. (Iberdrola, 2017). Then generation X emerges from 1965 to 1980, rebuilding Europe after World War II, and they're self-reliant and skeptical of authority, and prefer to work alone. (Wing, 2023). In conclusion, we have the last two recent generations, as Millennials or gen Y born between 1981-1996 and gen Z 1997- still; these two are the main affecting both workforce and workplace due to the major gap between these and the earlier generations. Because of needs, technological advancements, and behavioral changes, these are the most demanding and challenging within the workplace. (Ogbeide, 2022).
[bookmark: OLE_LINK4][bookmark: OLE_LINK5][bookmark: OLE_LINK6]According to Alexander Grous, they're influencing brands, workplaces, and other cohorts, empowered by accelerated digitalization and new expectations that's defining the new normal (Grous, 2022). It's inevitable that there is a generational diversification at the workplace with so many ages and experiences within the workforce. In fact, in the workplace, generational differences happen because each generation brings unique experiences and perspectives, differences shape the way we think, act, and communicate (Miroslavov, 2023). As briefly mentioned above, Generation Zers are the next generation after the Millennials; Gen Zers are generally born between 1997 and 2000. With a diverse racial and ethnic composition and high education levels, Gen Zers will probably be the best educated generation yet. According to McKinsey, four factors shape Gen Z's identity, including digitalization, because they're tech-savvy and heavily rely on digital communication (McKinsey & Company, 2023). These days, they don't know a world without smartphones, social media, and instant access to information. Climate change has also profoundly affected Generation Z, with many reporting feelings of anxiety about the issue; in fact, more than half of 16-25 year olds believe humanity is doomed (Schiffman, 2022). The inaction of corporate and governmental leaders has caused a sense of betrayal among many, which has increased demands for accountability and commitment more than any other generation. When it came to employment, education, mental health, and maintaining relationships, Gen Z experienced more stress than other age groups (Veltheim, 2023). It's probably because a lot of Gen Zers started their careers just before the pandemic hit, so they were furloughed or laid off right when they just started out. It has been reported that Gen Z is supposed to inherit an economy with record-low unemployment, but with the COVID-19 pandemic, geopolitical conflict, economic, social, and political landscape, this generation's constant is uncertainty and disruption (Buttler and Bannock, 2021).
[bookmark: OLE_LINK7][bookmark: OLE_LINK8]From recruitment to departure, the employee lifecycle describes the various stages an employee goes through. Recruitment, onboarding, development, performance management, and separation are typical stages. 
This information is helpful and of very importance, especially for HR, as it is important for the department to understand generational differences and preferences, in order to implement strategies for recruitment and employee lifecycle. In fact, from recruitment to departure, the employee lifecycle describes the various stages an employee goes through. Recruitment, onboarding, development, performance management, and separation are typical stages (Verlinden, 2022). To manage the employee lifecycle effectively, an organization must develop and implement HR practices to attract, retain, and develop talent. In the hospitality industry, you need to use digital communication tools, offer continuous learning opportunities, make work arrangements flexible, and promote a diversity and inclusion-friendly company culture to engage Gen Z throughout the employee lifecycle (Nicholas, 2022). In addition, motivating and developing them requires regular feedback and recognition; let's explore Gen Z engagement throughout the hospitality employee lifecycle in depth. 
Gen Z (Gen Z) requires a comprehensive strategy that recognizes their distinct preferences and expectations throughout the employee lifecycle (Ochis, 2023). Recruiting and onboarding are the first steps, where organizations can use social media and modern communication tools. As a generation accustomed to digital interactions, Gen Z responds well to recruitment efforts that showcase an organization's values, especially its commitment to sustainability and social responsibility, as such, incorporating an interactive onboarding process, possibly through mobile apps, is crucial for a seamless transition into the workplace as an employee's first impression sets the tone for the rest of their careers. As Gen Z moves into the Training and Development phase, they're all about learning; their preferences for flexible and accessible learning align with online courses and bite-sized training modules. By incorporating gamification elements, training becomes more engaging and aligns with their digital habits.  In addition, Gen Z employees can learn from experienced colleagues through mentoring programs, which further enhance the learning experience. Organizations need to adapt to the changing dynamics of their workforce in order to create an optimal work environment and flexibility; working remotely and having flexible schedules resonate well with Gen Z, who value autonomy as well as the importance of mental health, as a consequence fostering a healthy and sustainable work culture starts with work-life balance and mental health support. Adapting to this generation's digital collaboration preferences
requires collaborative tools for virtual teamwork and communication, in fact, in order to keep Gen Z engaged, communication is key; creating a culture of open communication through digital channels allows ideas to flow freely because Gen Z employees feel valued and heard when they get regular feedback and suggestions. In today's fast-paced digital world, instant messaging platforms boost quick and efficient communication (Bareham, 2023).
On the other hand, the engagement strategy includes recognition and rewards; acknowledging achievements and milestones is essential, personalized rewards, like experiences or professional development opportunities, reinforce Gen Z's sense of value as such it's important to recognize employee accomplishments on social media or internal platforms because it contributes to a positive culture. It is also important to create an engaging workplace starts with diversity and inclusion, as Gen Z puts a lot of emphasis on equality and social justice, so fostering an inclusive culture makes sense; promoting these initiatives and making sure everyone has fair opportunities for promotion and career advancement fosters an environment where everyone feels valued. In addition, engaging Gen Z requires technology integration by leveraging technology for efficient task management and collaboration, processes are streamlined; a commitment to staying on top of innovation is demonstrated by providing access to cutting-edge tools and software and having a tech-friendly atmosphere aligns with Gen Z's comfort and proficiency with technology (Paylocity, 2023). Finally, performance management and feedback close the loop on employee lifecycles; in fact, getting constructive feedback on your performance helps you grow, and nowadays analytics give insight into individual and team performance, so you can make better decisions, providing employees with digital tools to set and track their goals empowers Gen Z to take an active role in their careers. The bottom line is that hospitality HR teams can create a holistic and dynamic approach to engaging Gen Z throughout their careers. In order to build a workforce that thrives in the evolving hospitality industry, employers need to recognize and adapt to their preferences, leverage technology, and foster a culture of continuous learning (Wood, 2019). Another vital aspect to be taken in consideration is keeping employees motivated and committed is a crucial part of organizational success, and various models try to capture this. The Gallup Q12 is an exemplary model widely embraced in the corporate world, which consists of 12 key elements that make a workplace highly engaging. Having clear expectations is the first element, and employees need to understand their roles and have the resources they need, as having a focused and productive workforce starts here. Additionally, the second element, "Managerial Support," stresses the importance of regular feedback and support from immediate supervisors; not only does this help improve performance, but it also fosters a sense of connection and guidance.The third element is 'Opportunities for Growth,' which recognizes that engaged employees thrive on learning and growing, in fact, employees are more likely to be engaged in companies that give them opportunities to advance in their careers. In the same way, "Recognition and Rewards," the fourth element, address the importance of appreciating employees as reinforcing a culture of excellence starts with tangible recognition and rewards (Inc, 2013).Those employees who feel a genuine connection to the mission and values of their company are called "Pride in the Organization," the fifth element and as a result, they're more engaged and committed to the company, on the other hand, Teamwork and collaboration are crucial to a positive workplace culture, as highlighted in the sixth element, "Coworker Collaboration." In the seventh element, "Fair and Transparent Communication," open and honest communication is stressed within the
company, as trust is built when employees feel decisions are fair and information is transparent, which fosters a healthy work environment. As part of a ‘’holistic’’ employee wellness program, the eighth element, "Work-Life Balance," acknowledges how important it is to balance professional responsibilities with personal well-being. As the ninth element, "Job Satisfaction" focuses on the intrinsic motivation that comes from finding meaning and satisfaction in your job because It's easier for employees to contribute positively to the workplace if they're fulfilled in their roles.The tenth element, "Connection to Mission and Purpose," emphasizes why employees should understand how their individual contributions contribute to the organization's mission and purpose, while "Inclusive Environment" highlights the importance of inclusivity since companies that foster diversity and inclusion create a sense of belonging among their employees. The twelfth element, "Well-Being Support," emphasizes the importance of physical and mental well-being initiatives (Mosley, 2022). For organizations looking to improve employee engagement, especially for Gen Z the Gallup Q12 model provides a comprehensive and insightful framework, as this covers many of their needs and beliefs. It's important to address these twelve elements to create a workplace culture that attracts top talent and cultivates a motivated and committed workforce, ultimately driving organizational success in a dynamic and competitive environment.
Conclusion.
This essay aims to provide an in-depth analysis and evaluation of the different generations features within the hospitality industry, with a major focus on Gen Z. In addition, an analysis of the most effective practices and model of engagement for the Gen Z has been provided, as this will enable HR department in dealing with it. It is of vital importance for HR to consider different needs, changes in attitudes and beliefs, preferences, and value of this generation. 
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