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Introduction 
In the contemporary workforce landscape, where Generation Z (Gen Z) has become a significant demographic group, engaging employees has evolved into a multifaceted challenge for organizations. (Sadhna and Daipuria, 2022) However, as the frontline architects of an organization’s human capital strategy, HR managers play an indispensable role in shaping an engaging work environment for members of this demographic group.
Furthermore, within the vast realm of employee management, the employee lifecycle stands as a crucial framework that outlines the various stages an employee traverses during their tenure within an organization. (Rana and Sharma, 2019) Therefore, this essay delves into a comprehensive exploration of how to engage Gen Z employees throughout the employee lifecycle. Within the settings of a large hotel, this essay investigates the strategies to be employed by the Human Resource (HR) department to foster engagement among Gen Z employees.
Therefore, through careful research and analysis, this essay aims to elucidate the core principles and best practices that underpin successful employee engagement initiatives for Gen Z. By understanding the unique needs, preferences, and aspirations of Gen Z employees, organizations, especially those in the hospitality sector can tailor their HR strategies to these employees in a manner that fosters mutual growth and satisfaction. 
Characteristics of Generation Zs 
According to Robertson (2023), there are five generations which are the Traditionalists, Baby Boomers, Generation X, Millennials also known as Generation Y, and Generation Z. However, the focus of this section is to examine the characteristics of Generation Z especially with regard to their attitudes, behaviours and values in the workplace. Thus, although there is no consensus among scholars as to how to classify Generation Z,  Generation Z  generally refers to people born between the mid-1990s to the early 2010s specifically between 1995-2012. (Benitez-Marquez et al., 2021) 
Consequently, there have been several studies dedicated to the examination of the characteristics of the Generation Z demographic group. (Cresnar and Nedelko, 2020). Particularly, Barhate and Dirani (2021) have examined the characteristics of Generation Z based on their attitude to work within organizations. In addition, Chillakuri (2020) in his work, examined the ways through which members of the Generation Z demographic adapt to the workplace. In contrast, according to Scholz (2019) and Leslie et al. (2021), the characteristics and preferences of Gen Zs vary by regions and are sometimes dependent on external situational factors such as personal events. Therefore, it is important to state that even though most of the members of a particular generation are likely to share similar traits and attitudes, there is the possibility that certain people within that generation will not behave in accordance with the traits and characteristics associated with their generation.
Therefore, with regard to the characteristics of Generation Z, Lanier (2017) states that GenZs are regarded as the first true “digital natives”. This is because they were born and grew up in a digital environment and as a result, they have been interacting with the internet from a young age. According to Magano et al. (2020), members of the Generation Z have also been referred to as the “iGen” and “Post-Millenials”, suggesting that they are the next generation after the Millennial generation.
Furthermore, Pataki-Bittó and Kapusy (2021) state that Gen Zs are highly ambitious and self confident. As a result of this, they are considered to be entrepreneurial in nature. (Magano et al., 2020) According to a 2015 study, 72% of the generation have the mindset of starting their own company. (Kingston, 2016). Another distinct attribute of Generation Z is that they seek jobs that offer room for career growth. According to a study, 32% of Generation Z employees expect to be in management positions within five years after joining a company. (Pires, 2017). 
Additionally, Generation Z also seek to be at the front line when it comes to social issues that impact the society. According to Sparks & Honey, a New York advertising company, 60% of Generation Z desire a job that has a social impact, compared to 31% percent of Millennials (Kingston, 2016).
Lastly, there is the perception among other generations that Generation Zs are lazy and entitled. They are believed to be open to receiving rewards without working hard. (Anderson et al., 2017) However, Leonard (2014) states that this is a misconception because Gen Zs believe in getting rewards for their hard work and their highly assertive nature makes them often misunderstood.
How to  Engage Generation Z throughout the Employee Lifecycle  
The Human Resources (HR) department plays a pivotal role in engaging employees by acting as the bridge between organizational goals and the workforce. It is the role of the human resource manager to cultivate a positive work environment where employees feel valued, motivated, and aligned with the company's mission. However, in order for employee engagement efforts to be successful, HR managers need to understand the unique needs and preferences of Gen Zs. (Pallawagau, 2021)
Furthermore, effective employee engagement initiatives orchestrated by HR yield numerous advantages for both employees and the organization. Well engaged employees tend to exhibit higher levels of productivity, creativity, and job satisfaction. Furthermore, engaged employees demonstrate enhanced loyalty to the organization, reducing turnover rates and ensuring continuity in the workforce. Overall, the proactive role of HR in employee engagement not only elevates the well-being of the workforce but also translates into tangible benefits for the organization. (Ren et al., 2023)
The purpose of this section is to discuss how to engage Generation Z employees throughout the employee lifecycle within the context of a large hotel. 
Firstly, attracting Gen Z employees necessitates employer branding that aligns with their values. Gen Zs are known to value sustainability, workplace flexibility, as well as workplaces with a diverse yet inclusive workforce. They also prioritize workplaces that have provision for mental health for their employees. (Fisehaye and Teclehaymanot, 2023) This is very important for the hospitality sector where hotels operate in because employee burnouts are characteristic of large hotels. (Baquero, 2023)
Therefore, human resource managers can showcase their inclusive work environments and sustainability efforts in order to attract Gen Z employees to their organizations. Also, HR managers will need to ensure that they employ flexible work structures as well as an organizational culture that encourages employee inputs. According to Benitez-Marquez et al. (2022), Gen Zs are attracted by flexible structures in the workplace such as tele-commuting as well as work-life balance. This is further heightened by the fact that the Coronavirus pandemic has changed the way work is carried out in several organizations. (Irawanto et al., 2021)
With regard to engaging Gen Z employees during the recruitment process, HR managers should focus on leveraging digital platforms and social media in order to target potential Gen Z employees for their organization. (El-Menawy et al., 2023) This is particularly effective towards recruiting Gen Z talents because they spend most of their time on social media. As the true digital natives, they are most likely to rely on social media platforms that showcase the best places to work. For example, platforms such as Glassdoor have become veritable sources of information for job seekers in the labour market. (Goh and Okumus, 2020) Also, it is important to note that Gen Zs value transparency and open communication about job roles, expectations, and organizational culture during the recruitment process. Therefore, it is crucial for human resource managers to set the right tone from the beginning of the recruitment process.( van Lierop and S.A.P., 2023)
According to a study conducted by Robert Half and Enactus, 30% of Gen Zs would accept lower wages to work at a company that has a mission that they care about (Pires, 2017) Therefore during the process of onboarding, it is important for human resource mangers to provide  structured onboarding programs in order to introduce Generation Z employees to the organization’s values, goals, and work culture. (Chillakuri, 2020) Interactive orientations, mentorship programs, and technology-driven training modules will go a long way towards enhancing the onboarding experience. Also, Gen Z employees are more likely to put in their best efforts if they feel that the values of the organizations they are joining will align with their own values and beliefs. (Gabrielova and Buchko, 2021)
Likewise, with regard to retention and development, it is important to state that lack of opportunities to grow is one of the top reasons employees leave their workplace in the hotel industry, especially Gen Zs employees (Gabriel et al., 2022). This generation is motivated by the need to find opportunities which align with their dreams and aspirations and they are constantly on the lookout for opportunities to do this (Magano et al., 2020). Therefore, it is important for HR managers to provide avenues for growth and development of the employees within the organization. In particular, the hospitality industry is one which is characterized by long hours of work and very little time for employees to engage in other activities which helps to enhance professional and career growth. (Goh and Baum, 2021)
This will prove to be useful for HR managers trying to retain Gen Z employees as they value organizations that help to contribute towards their professional growth. (Csiszárik-Kocsír and Garia-Fodor, 2018) Therefore, human resource mangers need to understand that when it comes to Gen Zs, continuous learning and development opportunities are key drivers of engagement. 
Lastly, with regard to separation, when Gen Z employees leave an organization, conducting exit interviews and gathering feedback can provide valuable insights. Particularly, Gen Zs value transparent communication, honesty and authenticity. Therefore, it is essential for HR managers to communicate openly about the reasons for the separation, whether it’s due to restructuring, performance-related issues, or voluntary resignation. (McCrindle and Fell, 2019)
Recommendations for Engaging Generation Z Employees in the Hotel Industry 
The aim of this section is to provide an employee engagement model for Generation Z employees in the hotel sector in order to provide key recommendations for human resource managers in this particular industry. Firstly, during the recruitment process, hotels can leverage social media platforms and digital channels to showcase their workplace culture and values. Gen Z employees are tech-savvy and value transparency; thus, a strong online presence can attract suitable candidates. 
Furthermore, during onboarding, personalized experiences, such as mentorship programs and interactive training modules, can be implemented. For instance, a hotel can assign experienced mentors to new employees, fostering a sense of belonging and providing a platform for knowledge transfer. This approach not only aids in smooth integration but also enhances employee engagement from the start.
Additionally, Gen Z employees appreciate opportunities for continuous learning and skill development. Hotels can invest in online learning platforms and gamified training modules, allowing employees to acquire new skills at their own pace. For instance, a hotel chain can provide access to courses on customer service, sustainability, and hospitality trends. Moreover, incorporating regular feedback mechanisms, such as surveys and performance evaluations, empowers employees to voice their opinions and concerns. This feedback-driven approach ensures that training programs align with employee needs, enhancing their engagement and skill set.
Also, work-life balance and mental well-being are paramount for Gen Z employees. Hotels can implement flexible work arrangements, allowing employees to balance work with personal commitments. For example, offering remote work options and flexible scheduling can cater to diverse needs. Additionally, promoting a healthy work environment through initiatives like wellness programs, mental health support, and ergonomic workspaces fosters a sense of care and belonging. 
Lastly, recognition is a powerful motivator for Gen Z employees. Hotels can establish peer-to-peer recognition programs where employees acknowledge and appreciate each other's efforts. For instance, an hotel can offer incentives such as employee of the month awards, performance bonuses, or sponsored training programs for high-performing staff. These initiatives recognize employees' contributions and create a sense of accomplishment, driving the engagement of Gen zs
Conclusion
In conclusion, engaging Gen Z employees throughout the employee lifecycle demands strategic planning, empathetic understanding, and continuous adaptation. Therefore, by aligning attraction, recruitment, onboarding, development, retention, and separation processes with the unique characteristics and expectations of Generation Z employees, human resource managers can build resilient, committed, and high-performing teams. 
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