How to engage employees Generation Zs throughout the employee lifecycle?
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      The hotel industry needs Human professionals to deal with the 21st century's rapidly changing business environment and increased need for qualified staff. Human Resources (HR) key activities are managing and effectively using people, enhancing individual and organizational performance, developing competencies, increasing innovation, creativity, and flexibility to improve competition and career development, and managing the implementation and integration of technology through better staffing, training, and employee communication. Initially, the essay will explore the characteristics of employee Generations focusing on Generation Z and discussing the role of HR in engaging employees in Marriott hotel brands, as an example of ways to engage throughout the employee lifecycle with examples of how to engage a team. Furthermore, in the essay, the JD-R employee engagement model, ways of how it will be implemented and how to engage in the workforce. The essay will summarize the benefits of engagement in the hotel industry. 
[bookmark: _Hlk148526723]        A generation is defined as a group of people living at the same time and who share common knowledge and experiences that influence their thoughts, attitudes, values, and behaviours, varied generations have varied expectations, tastes, and values when it comes to the workplace, including the Boomers, Gen X, Gen Y, and Gen Z. In the dynamic world of today's businesses, attracting and keeping the employees of Z Generation means a crucial challenge for organisations in different fields. Generation Z refers to people born between the mid-1990s and 2010s with abilities, expectations and unique characteristics which require a special approach to recruiting and keeping these valuable talents. To motivate young people to perform effectively and establish a connection between the company and their future, managers must design the workplace environment, the company's success should be the common goal, and only then can HR managers and employees have mutual fulfilment from their collaboration (Nieżurawska-Zając, Kycia and Niemczynowicz, 2023). 
This generation has been growing in a digital era, being the first band that lives in a surrounding completely dominated by technology and online connections. Generation Z employees are focused on innovation, creativity and personal support and can bring fresh prospects and energy to their working places. Nevertheless, to profit from their potential entirely, organisations must understand and answer to their specific needs and preferences (Armstrong and Taylor, 2020).
Human resources play an essential role in managing and developing a motivated and productive workforce. Employees’ involvement refers to the degree to which they are dedicated and connected to the organization, so they are willing to offer supplementary efforts and contribute entirely to the success of the company (Inman, Nuala O’Sullivan, and Murton, 2010).
       Generation Z also called Gen Z is a mass of young people, this generation grew in an epoch characterized by the rapidness of technological changes so that digitalization and connection are central elements of their identity (Francis and Hoefel, 2018).  Key characteristics of Generation Z:   
          Digital native: Generation Z grew with technology at hand and became what is called ‘’digital native’’. They know the most recent socialization platforms, applications and devices and have remarkable technological capabilities (Chang and Chang, 2023).
          They are attentive to diversity and inclusion: This generation is characterized by tolerance and sensibility to diversity and inclusion. They focus on the equality of chances and respect for all cultures and identities (Torrington et al., 2020).
          Contractors: This generation is known for its contractor spirit. They tend to develop their own business, be creative and search for new possibilities to show their passions and talents (Gallagher, 2016).
          They prefer authenticity: Generation Z is sceptic towards traditional marketing and looks for authenticity in the brands and companies which they support. They appreciate those companies which have clear values and are implied in social causes (Mick Marchington et al., 2016).
          Short attention: Owing to their constant exposition of information and visual stimulation, Generation Z can have shorter attention in comparison with that of previous generations. It can require various requirements in their communication and education (Gallagher, 2016).
        Online learning: Having easy access to the internet, Generation Z tends to learn online and search for information and resources online for personal and professional development (Szymkowiak et al., 2021).
       In a world characterized by rapid changes and advanced technology, Generation Z brings a fresh and innovative perspective. Possessing strong values linked by diversity, inclusiveness and authenticity, these young people have the potential to influence society and business in a significant way. Companies and institutions that understand and answer to their needs and traits will be better prepared to attract and involve Generation Z in the future (Lazar, Zbuchea and Pînzaru, 2023). As an example, Marriott, on their website careers allures Gen Z with a place where everyone can speak up to be a part of something bigger, be a part of a group where are accepted, and reach goals while being stretched and growing, deserve to dream without boundaries, competitive benefits program, rewards, professional development, inclusion and diversity, empower employees (Marriott Careers, 2023).
By collaborating with nonprofit groups to find, train, and mentor young people for fulfilling careers, Marriott helps to address the global problem of youth unemployment and secure a brighter future for the young generation, empowering and embracing differences (Marriott International, 2023).
   One possible and cost-effective source of competitive advantage is an investment in talent management and realistic recommendations on how the sector may increase efficiency and future sustainable competitiveness (Sheehan, Grant, and Garavan, 2018).
     Recruiting and selecting the members of a team are critical steps in the process of developing and extending a business, a careful selection can determine the success or the failure of an organization, influencing its culture, efficiency, and innovation (Inman, Nuala O'Sullivan and Murton, 2010). 
        Effective and efficient teamwork can be achieved by implementing a partnership model between companies and Generation Z that includes a precise compensation structure, individualists with freedom as a value, more confidence, a modern instrument of motivation for Gen Z the “Hygge” concept for motivation, bringing comfort and joy, work-life balance (Nieżurawska-Zając, Kycia and Niemczynowicz, 2023). 
          An essential problem in choosing the team is diversity. Searching for candidates having different experiences and perspectives brings significant help to the development of the team. Diversity enlarges creativity and the ability to view the problem from different points. A diversified team can generate more innovative ideas and offer more complex solutions to organizational provocations (Mick Marchington et al., 2016).
Nevertheless, employing a talented team does not stop the moment when the contract is signed. The development and constant training are essential to capitalize fully on the potential of the team. A well-trained and developed team has a bigger chance to touch its success and level itself to the rapid changes in the industry (Friedman, 2012).
Efficient communication and collaboration are also key elements in the functioning of a team. The promotion of an organisational team which encourages open communication and collaboration among the members of the team can significantly contribute to its success and resilience. A well-connected team directed to common objectives can solve complex problems more efficiently and adapt itself more easily to the environment (Horn, 2009).
The employee life cycle is a continuous and complex process that requires attention and proper management at every stage. Addressing these phases effectively can contribute to organizational success and growth, as well as employee development and satisfaction (Mick Marchington et al., 2016).
        To achieve long-term objectives with each new employee hired by the company, Marriott International operates under the tenet of selecting the finest in the business. Marriott bases their hiring process on multiple stages that include a thorough referral check, a personality test, a personal interview, group discussions, inherent talent, and dynamic personality traits. Customer service delivery is of the biggest importance in the hotel industry, and it can be claimed that the most significant aspect of flawless customer service delivery is a perfect employee or perfectly trained staff, which is the primary benefit of Marriott International.  Focusing heavily on global expansion, Marriott's strategy, also needed to become the "employer of choice" in addition to the "provider of choice" (Bernardin, 2010, p. 567).
           Attracting employees is the first crucial stage in their life cycle within an organization. This involves strategies for attracting potential candidates, such as promoting vacancies on various platforms, organizing recruitment events, or building an attractive employer brand. In this phase, it is important to convey the company's organizational culture and values ​​to attract candidates who match them (Armstrong and Taylor, 2020).
Recruiting represents the next stage in which the candidates who match the needs and values of the organisation are selected.  This process implies evaluating the CVs, interviews, tests and checking the references. A careful selection is essential to avoid inconsistencies and to ensure fit with the organization's needs (Vulpen, 2021).
Onboarding is the next step, in this phase, new hires are familiarized with the organization's culture, policy and processes. It is important to facilitate a smooth transition to the new work environment so that employees are comfortable and up and running as soon as possible (Inman, Nuala O'Sullivan and Murton, 2010).
Developing employees is an ongoing process that begins once they are in the position. It involves providing training, mentoring and professional growth opportunities to develop employees' skills and competencies. Investing in their development can bring significant benefits to the organization, improving performance and loyalty (Inman, Nuala O'Sullivan and Murton, 2010).
Retention is a key stage in the employee life cycle. Retaining talented and experienced employees is essential to the stability of the organization. This involves creating a motivating work environment, offering benefits, and recognizing performance (Mick Marchington et al., 2016).
Separation is the last stage of the employee life cycle. This can occur when the employee decides to leave the organization or when it is necessary to terminate the collaboration. A well-managed breakup can ensure a peaceful and respectful transition for both parties (Mick Marchington et al., 2016).
Integrating the team is important to obtain great results in an organisation. Even if it’s about leaders or team members, there are multiple ways to contribute to this process. In the first place, maintaining open and transparent communication with the team members is essential. Concerns and suggestions should be listened to, and questions should be handled carefully. This approach creates a work environment where every individual feels valued and involved (Horn, 2009).
Active involvement in projects and initiatives is also essential. Contributing innovative ideas or providing expertise in a specific area can bring significant value,
offering support and professional development opportunities to team members can boost their motivation and engagement. This may include facilitating mentoring, providing training, or advocating for participation in training programmes (Falcon, 2022).
        Setting clear and measurable goals helps team members know what to aspire to and monitor progress. This practice can increase their motivation and involvement in achieving these goals, recognising employees, birthday celebrations, and wall of fame, and sharing feedback (Oracle NetSuite, 2021).
     An effective employee engagement model is essential to creating a prosperous work environment and achieving organisational goals. Such a model is based on employee engagement, development, and recognition (Inman, Nuala O'Sullivan and Murton, 2010). Motivating the employees can encourage better work and engagement, identifying needs and expectations.
           JD-R (job demand resources) employee engagement model shows how different job demands and personal and professional resources interact dynamically to affect employee engagement; it also considers the health and productivity of the personnel. According to the JD-R model with the dual process, lowering job demands encourages employees to focus on their work and reduces unproductive moments, while raising job/personal resources encourages employees to conserve energy and stay engaged. As a good example, Google proves that giving people what they need increases productivity (Tech Vision, 2020).
            The trademarks of modern business, creativity, and innovation are seen as essential to organizational success in the current economy, the job demands-resources (JD-R) model is used because it is regarded as being highly integrative of predictors and consequences of employee engagement and is referred to by numerous studies involving employee engagement.HR practices, culture, leadership style and personal resources interacting with job demands time pressure and job insecurity can affect employee engagement. The JD-R model illustrates how dynamic interactions between various job demands and personal and work resources affect employee engagement. It also considers employees' well-being and job performance (Kwon and Kim, 2020). Creating a good environment employee’s stress will be reduced and productivity will grow (MindTools, 2023).
          In conclusion, HR management is working to find solutions to retain and promote new talent identifying new tools like “Hygee” for the younger generation to motivate and reward employees with continued feedback focusing on well-being leading to loyalty and commitment. With sufficient job resources, the employees can remain engaged according to the JD-R model of engagement. People must be treated with respect and motivation like in the Marriot International case where the organization works by its people and in turn employees are motivated to make the guests feel the same they are getting from the organization.
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