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[bookmark: _Toc147243165]1. Introduction
The following assignment provides a discussion of what the human resource department must employ employees of Generation Y and Generation Z throughout the employee term within a larger hotel. The assignment discusses the role of human resources in engaging employees, characteristics of the Generation Z the ways to engage and the advantages of engaging a team. Further, an explanation has been given regarding the employee lifecycle and examples of team engagement. Additionally, the employee engagement model and implementation process have been classified in this assignment. 
[bookmark: _Toc147243166]2. Main Body
Role of human resources in engaging employees
Ercantan and Eyupoglu (2022) suggested that the HR plays one of the vital roles when it comes to employee engagement signifying the value and the security that the HR delivers to the employees. HR is responsible for initiating comfortable communication between the employees and reducing the threatening environment by implementing diversity in terms of language and ethnicity. Diraniet al. (2020) opined regarding the use of training and development sessions that provide for improvement of the employees requiring development and skill growth. This helps the employees to feel confident and interact with the other employees in the workplace.
Chaudhary (2020) adhered to the core of building awareness about the enhancement of the employee experience to be subjected to the competency of the HR allowing the employees to feel free in the workplace. It regards the peer pressure that the employees feel during the delivery of their tasks due to the high intensity of workplace competition. According to Nicolás-Agustín, Jiménez-Jiménez and Maeso-Fernandez (2022), HR also fosters the complete consideration of honest employee feedback and vice versa to allow the workplace to be safer and more relaxed for the employees. Similarly, HR also ensures the improvement of the employees to allow them to depart their skills and talent for the organisational betterment.  
Characteristics of Generation Zs
Recognising the characteristics of Gen Z is dependent on the surroundings when it comes to employees of an organisation. Agustina and Fauzia (2021) subjected to organisations that offer financial security and stability to Gen Z, as they are likely to stay working for the company as long-term employment characteristics. Further, using social media and other social platforms becomes easier for Gen Z as they are recognised as pros of the social media era (Cooke, Dickmann and Parry, 2022). Gen Z is interpreted as valuing better salaries and beneficial packages rather than getting hold of lower designations in organisations. Ercantan and Eyupoglu (2022)signified that Gen Z tends to avoid over-working and bare minimum wages and alongside this, they expect the leaders to recognise the mental health and well-being of the employees.  
Gen Z employees are entrepreneurial and tech-savvy as they are likely to have the energy and expectations of working for modern technology-supporting organisations. Mukhuty, Upadhyay and Rothwell (2022) suggested that Gen Z have more respect towards Corporate Social Responsibility (CSR), as they have their concerns and regard for securing a safer and healthier environment. Szymkowiaket al. (2021) stated that the perspective of Gen Z caring about the feedback regarding their performances and are encouraged with a positive understanding of their actions and decisions.
Ways of engaging and advantages of engaging a team 
According to Alqudah, Carballo-Penela and Ruzo-Sanmartín(2022), engaging Gen Z employees can be helpful if it offers growth opportunities and flexibility. This refers to the consideration of the flexible working environment that attracts Gen Zs and offers them the credibility to think and work freely. Furthermore, with the proper understanding of the committed EDI and social responsibility, Gen Z are recognised to be more responsible and hard-working of the company has the sense of social and environmental well-being alongside the workplace flexibility (Alzoubi et al., 2022). It also implies the collective significance of development and education plans for the employees to help them to foster talents and skills that can be beneficial for the company and the employees in the end (Bovill, 2020). It will help the organisation to engage with Gen Z and offer them credibility and reasons to consider the profit of the company.
Gen Zs are interested in using technology, as it has been offering them priority over the technologically advanced era and eases their daily work. Knopman, Jones, and Greicius (2021) stated that transparency at work and the active collectiveness of healthy relationships with the employees could be the major manner of engagement for the employees that signified as Gen Z. It helps them to open about the needs and issues they have been facing in the workplace. Farrukh et al. (2022) suggested that when it comes to the consideration of the democratic leadership style, Gen Z feel more approachable and reliant on the leader to share their problems and ask for their help. This also increases the chances of communication and team development scopes as the improvement of one-employee helps and initiates the improvement of their employees as well.
In terms of advantages of considering engagement with Gen Z, it is essential to depict the potential of encouraging better innovation adaptations and fresh viewpoints to the workplace. Lu et al. (2022) referred to the concept of technological interventions and adaptability to be collectively well implemented within the company and its policy. With the proper understanding of the deliveries and the power of Gen Z, the organisation can be able to manage the profit and the competitive advantage of hard-working employees (Pass and Ridgway, 2022). Munsch (2021) has depicted that the organisations have the advantage of diversity and inclusion focus as Gen Z have been recognised to be focused on adaptability and diversity-focused employees that prefer working in symphony. Seibert (2021) signified that this has been helping the growth of the empathy of the company in total when compared to the organisation that has a rigid working environment and policies. 
Explaining the employee lifecycle 
According to Kakade (2020), the employee lifecycle is the procedure or model for identifying the different layers of worker advancement in an organisation with the progressive help of the employer. This helps to conduct the employee survey and their satisfaction within an organisation, which could reduce the employee turnover rate. Taking this aspect, the following stages have been outlined: 
Attraction 
TkalacVerčič, Galić and Žnidar (2023) have mentioned that attraction is the first stage of the employee lifecycle, which considers the understanding of employee knowledge regarding the brand of the company. This ensures the flexibility of the employees and generates attraction. Besides, by obtaining the benefits of the company, employees become aware of the company's potential to make sustainable strategies in community development. Hence, it can be said that hotel companies must consider Gen Y and Gen Z employees by building strategic attraction and providing benefits to them. 
Recruitment 
Da Cruz Carvalho, Riana, and Soares (2020) have depicted that recruitment is the second process that elaborates the major procedures to attract employees and hire new talents. Through this stage, organisations could manage talent orientation and attract specific talents to achieve the company's success as a whole. Through using different recruiting software, companies could ensure the design and flexibility of the recruitment before the talents and engage them in organisational activities. Hence, hotel companies must find a strategic path for recruiting new talent in the organisations. 
Onboarding
As opined by Godinho et al. (2023), the onboarding stage helps employees to know the policies and practices of the organisations, which engages their compatibility with the operational effort. This stage helps employees to make their places for boosting their performances through understanding organisational culture. Besides, this technique provides knowledge regarding the duties of the employees, who need specific training to cope with the activities. Hence, through this technique, hotel companies may provide organisational policies and norms towards employees. 
Development
According to Saffar and Obeidat (2020), this stage considers the professional improvement of the employees by giving standard feedback in a specific way. This specific way could ensure a strategic pathfor building the performance of the employees and help employers identify the best way to motivate employees. Hence, with the aid of this stage, hotel companies could engage Gen Y and Gen Z employees effectively. 
Retention 
Singh (2019) have stated that the retention stage in the employee life cycle promotes employee consistency and development, which promotes employees through information and understanding the company's processes. With the aid of this, companies could ensure recognition, training, and appreciation for helping employees and ensure their retention limit. Hence, through this stage, hotel companies could bolster the engagement rate between Gen Y and Gen Z. 
Separation 
Garcia-Perez et al. (2019) have mentioned that the off-boarding or separation system helps employers to separate exiting employees by gaining positive feedback from the retiring employees. This helps possible to make employee retention strategic and effective. This stage also considers the brand value of the organisation and ensures greater safety for the future performance of the organisation. 
Examples of team engagement 
As per the opinion of Freyn, Sedaghatjou, and Rodney(2021), creating an engaged and productive team requires effective team member engagement.Team engagement depends on effective communication where collaboration can be encouraged by holding periodic team conferences where every individual gets a chance to speak and provide updates. Tovmasyan and Minasyan (2020) denoted that considering the holding of weekly "status update" meetings where each team member can share their ideas, issues, and progress, would not only keep everyone up to date but also promote engagement and guarantee that everyone's viewpoint is heard.
Investing in the development of the employees can greatly increase engagement. Providing chances for career-relevant skill advancement or certifications can give people access to online workshops, courses, or mentorship programmes, for instance. Team members are typically more motivated and dedicated when they perceive that their employer is interested in their professional development(Tovmasyan and Minasyan, 2020). Further, engaging the team may be maintained in large part by recognising and rewarding exceptional achievement. Implementing a programme for staff appreciation that offers frequent appreciation, prizes, or bonuses for meeting or exceeding milestones also motivates the employees (Freyn, Sedaghatjou, and Rodney, 2021).The employees might feel valued and appreciated by receiving public acknowledgement during team meetings or via a corporate communication platform.
Employee engagement model and implementation process 

Figure 1: Zinger model of employee engagement 
(Source: self-created) 
According to RP (2023), the Zinger model of employee engagement is considered a strategic way to improve the employee's minds and enhances their potential to become perfect body inside the organisation. The six stages of the Zinger model elaborate on fostering relationships and community, serving customers, experiencing well-being, leveraging energies, professional and personal development and identifying with the organisation. Hussainy (2020) has mentioned that the Zinger model helps to identify the relationship status between employers and employees, which creates a strategic opportunity to implement the strategies in the organisation.In the report published in People Matters (2017), Marriott International has built a 'Take Care Well-Being program’ to motivate their employees and generate value towards a great business output. Besides, the Guarantee of Fair Treatment (GFT) philosophy ensures better recognition for employees to voice workplace concerns, which have been resolved with the aid of strategic ways. 
Suomi et al. (2021) have mentioned that during the crisis, employee engagement is considered a strategic way to build the parameters of well-being and satisfaction. Apart from this, by managing employee demand, employee engagement becomes possible for generating energy. Nienaber and Martins (2020) have stated that through organisational identity and professional development, employee well-being could be fulfilled. As Marriott International is a dynamic company, the employee engagement model and its implementation become easier through different schemes and policies. The Zinger model of employee engagement could identify motivational factors, which could effectively be implemented in the operational process for a better organisational culture. Hence, it can be said that through strategic implementation tools and identifying strategic employee management techniques, the relationship between Gen Y and Gen Z could be improved in the hotel industry. 
[bookmark: _Toc147243167]3. Conclusion
This assignment brought to light the critical part that HR plays in motivating Generation Y and Z workers in the hospitality industry. It discussed the distinctive traits of Generation Z, engagement tactics, and the advantages of a highly engaged team. The task discussed the employee lifecycle and provided instances of good team involvement. There was a focus on the value of acknowledgement, skill development, and communication in fostering team engagement. Additionally, the hotel industry's need for customised interaction strategies was emphasised. In today's dynamic workforce, effectively involving these various generations is crucial for organisational success.
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