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[bookmark: _Toc148652933]Introduction
Employee engagement is a very important aspect to be considered by every HRM department. It involves the level of dedication and enthusiasm employees have towards their job. It can be done through various activities such as respecting their opinions, asking for feedbacks, providing them career opportunities, conducting unofficial meetings and many more. It is important to keep employees physically present and mentally active within the organization. Gen Z are people who are born between 1997 and 2012 and this generation is not only the future but are the present of the world. This is the eldest of this generation and is already entered into their careers lately. Thus it is essential that this generation is kept engaged and motivated to drive excellent results to change the world and introduce new style of working. This essay will cover the activities human resource department must employ to engage Gen Z employees’ throughout the employee lifecycle. It will discuss the role of HRM in engaging employees. The characteristics of Gen Z and how they can be engaged and the advantages of engaging them as a team will be discussed. It will also evaluate employee lifecycle and provide examples about how one could engage team. With the help of an employee engagement model, a clear understanding of the topic will be made. At last examples from the industry will be provided. 
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Employee engagement is a practice performed by HR department in order to build an emotional connection with the employees (Silitonga et al., 2020). As the world is changing and a totally new generation has entered into the workplace, it is essential to make changes according to them. It is a challenge to think and approach Gen Z workforce differently as this generation is grown up in a time of unparalleled technological and social change. 
The HRM has to modify their role of engaging employees in order to engage Gen Z throughout the employee lifecycle. By introducing, organizing and implementing employee engagement activities, HR plays an important role in managing human beings at workplace. They foster a stimulating workplace where everyone is valued and respected to create a healthy work culture. There are many roles played by HR department in employee engagement (Aboramadan et al., 2020). First and the foremost role is to ensure that employees have the right skills, tools and environment to perform in a better way and HR needs to keep developing employees in the workplace to maintain engagement for a long time. 
Secondly, HR needs to ensure that people are on the right career progression path and have clear mind-set about what is expected of them so that they could achieve personal and organizational goals efficiently (Connelly et al., 2021). They have to develop communication strategies to win employee’s heart and minds as by building emotional connection with employees, they can maintain good engagement in the organization (Barhate and Dirani, 2022). Moreover, HR plays a vital role in minimizing barriers and supporting learners at the workplace. 
They also need to celebrate success of the employees to make employees feel that their success is valued within the organization. Gen Z are people who are technological driven and it is essential that HR change the way of dealing with employees and making them engage through digital technologies to win their heart (Gabrielova and Buchko, 2021). Gen Z individuals are born between 1997 and 2012. They have grown up with technology and internet. The generation celebrates diversity and values all individuals irrespective of their age, gender, caste, sexual orientation, region, religion etc. 
This generation is highly engaged with social media platforms and they not only communicate with the help of media but also earns through such platforms. With the help of technological creativity, they find innovative solutions for problems. Everyone in this generation is concerned about earning whether it is a girl or a boy (Rodriguez et al., 2020). They consider education, career development and other art forms as an important source of financial stability. The generation thinks about environmental issues and social issues and try to take action against it. With the help of internet, they have worldwide reach and are globally active. Unlike, earlier generations, these people are more concerned about mental health at workplace and value work-life balance (Duffett, 2020). 
Engaging employees at workplace is beneficial to the overall organization. It not only creates positive environment but also increases productivity, job satisfaction and innovation. Therefore it is very essential to find ways to engage a team. As already discussed, Gen Z are a very open minded people and feel free to talk about everything. Thus, the first way to engage a team is to have clear communication between employee and employer. HR must practice a structure where open and transparent flow of communication is fostered (Ter Hoeven and Van Zoonen, 2023). 
Leaders must listen about the issues faced by team members in order to make them feel valued. Another way to engage a team is to assign task which is challenging and have a meaningful impact. When there is a meaningful purpose in the task, Gen Z team will perform it with high level of engagement and innovation. The HR or supervisor must provide continuous feedback to the projects so that team could be kept engaged all along the project. Feedbacks help in making people understand about the errors and mistakes in the work. It also help in encouraging employees to work more efficiently as they know their work is being observed (Hendriana et al., 2023). 
To engage a team, an effective way is to acknowledge their work and give them rewards. As Gen Z is a generation looking for financial and career stability, HR must provide career opportunities and continuous learning to develop the team’s skills and knowledge for their future growth. Organizing workshops can also foster a positive team culture and build good relation between employees. This generation is highly focused on work-life balance, therefore to engage a team, HR must promote a healthy work-life balance culture within the organization to improve flexibility in working (Wulur and Mandagi, 2023). 
Engaging a team provides a lot of advantages to the organization. It helps in enhancing overall productivity of the organization. Teams which are engaged are focused and committed towards the goals which helps in achieve high outcomes. It also helps in building a collaborative culture within the organization where everyone can share ideas and work together to achieve organizational goals. Moreover, engaged teams are more innovative and creative. They have creative solutions for the problems (Bai, 2023). When engaged teams are built, job satisfaction increases and employee turnover rate reduces. Thus through effective communication and employee engagement programmes, HR can benefit the organization with engaged teams. 
Employee lifecycle encompasses of various stages which employees goes through as they engage with a company. The six stages of employee lifecycle includes attraction, recruitment, on boarding, development, retention and separation. The first stage i.e. attraction refers to a stage where candidates are attracted to the job openings of an organization. The company’s mission, vision, values and how it communicate with its candidate affect this stage. As Gen Z are highly active on online platforms, companies can use online job boards or social media to reach variety of candidates (Drewery et al., 2023). 
The second stage is recruitment where the right candidate is recruited to join the team. Recruitment is a lengthy process, one should know which job position requires recruitment and then only job description and advertisement must be created (Dalla Costa, 2023). If a company aim to attract candidates via social media then the ad must not have same details like ads to recruit senior level candidates. The language must be inclusive and it should focus on responsibilities, opportunities and characteristics to attract the right candidates. The applied applications must be shortlisted and selected ones must be called. After interviewing the candidates and making them appear for tests, right candidate must be selected. 
Then comes Onboarding, which means explaining candidates about their new roles and responsibilities in the company, how work is being done, providing them support and guidance and building employee-employer relationship (Kuzior et al., 2022). Onboarding includes pre-boarding, first day at work, check in and adjust. One should follow a proper process of on boarding to make new employee feel welcomed in the organization. The next stage is Development, which includes career development and advancement while working with an organisation. Organization needs to provide ample learning and development and career progression opportunity as Gen Z is very much focused on their career stability (Malik et al., 2023). 
The fifth stage is retention, which includes various steps to retain an employee for long term growth. Continuous evaluation, training and recognition is important for enhancing employee engagement and retaining employees. The last stage is separation, which is a point where employment cycle reach to its end. Whether employees get retired or leave organization due to personal reason. Separation process is equally important as onboarding process. The HR must ensure the reason behind every employee’s exit. They should remain positive and ask for honest feedback. Moreover, remind them to keep looking ahead (Windasari et al., 2022). 

Some of the examples to engage team members are: If one of the employees is having a tough time, then HR, leader or team members should show empathy and support to them. By doing so, they can encourage employee to fight the tough time and employee will feel connected to the organization. Another examples is to provide training and guidance to the employees who are poor in their work. Instead of punishing employees, which is not at all approved by Gen Z, HR manager could provide them trainings and development programmes to improve their skills and knowledge in the particular field (Djafarova and Foots, 2022). Leaders can also set a good example themselves by working in an effective manner. Employees will be engaged when they see their leaders working hard for their team. 
One of the famous employee engagement model i.e. The Kahn Model can be used for enhancing employee engagement at the workplace. This model focuses on importance of staff, and seeing their strength reflected in their work roles. This aims at bringing the best out an employee’s potential by providing them safe work culture. This model identifies three outcomes for a successful system, physical, cognitive and emotional (Huang et al., 2022). 
The model can be implemented when employee find meaning in their work, feel safe while bringing the best without any risk of negative pushback and feel physically and mentally able to bring their full self at workplace. Kahn, the theorist says that to enhance employee engagement, employers must make employees as their true partners, involve them in their conversations and make the environment open and safe (Khan et al., 2022). 
A hotel industry is an industry of hospitality and to improve employee engagement, HR must communicate with their employees. For example, if a waiter or receptionist has any issue communicating with the customers, then HR must provide communication training to them to improve their skills and make them capable of engaging with customers. Through such activities, employees will feel committed and satisfied and give their best to customers (Aggarwal et al., 2022). 
In hospitality industry and hotel sector, employees have to serve customers in the best possible way to increase their income, thus if employees are working well, then HR must provide rewards and financial incentives to boost the morale of employees. Thus this is how in real life, large hotels can increase employee engagement within the firm. 


[bookmark: _Toc148652935]Conclusion
The essay on employee engagement throughout the employee cycle of gen Z concludes that Gen Z is the eldest generation currently and they are pretty different from last generation as they are grown up in between technologies. As they are the present and future of the world, HR must change their traditional ways of engaging employees and shift to digital ways to improve engagement in the hotel industries. Employee lifecycle includes six stages where employees start from getting attracted towards organization to leaving an organization due to some personal reason or retirement. Gen Z is a generation who follows this lifecycle in a different manner. They get attracted to the company through advertisements seen on online boards and digital channels and work for the company either remotely or from office to get engaged with the department. Gen Z supports mental wellness and this is the reason they want to maintain work life balance by working remotely. Thus it has been concluded that for effective performance and productive growth in hotel industries, HR needs to adopt new ways of engagement i.e. digital engagement to retain Gen Z employees for a long term growth and innovation within hotels. 
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