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As narrated by Saks (2022), The wide range of functions carried out by the human resource department must be considered as it is focused on the recruitment and retention of employees within the company. In addition to this, the HR department is also concerned with attracting and recruiting the most appropriate candidate. Along with that, it also trains employees and plans developmental opportunities to enhance the skills and competencies of individuals, and it also oversees relations and employee benefit programs. Additionally, the HR department performs management functions, and it also administers compensation and benefits for the employees. The role performed by the human resource department does not end here; but it is also concerned with employee engagement by which functions can be performed smoothly and productivity is enhanced. Moreover, it plans approaches and initiatives by which engagement can be enhanced by which a strong and emotional connection is established between the company and its workers (Alzyoud, 2018). This essay revolves around the aim of identifying the role played by the HR department in employee engagement throughout the life cycle of workers within an organisation. Furthermore, the strategies and approaches planned by the HR department to attract and retain employees belonging to Generation Z are also taken into consideration.
[bookmark: _Toc148482909]Employee engagement throughout the Employee life cycle
As narrated by Albrecht et al. (2015), the significance of employee engagement in the hotel industry is undeniable because highly engaged employees not only have enhanced productivity but are more profitable and customer-related than other sectors of the hospitality industry. In addition to this, within the fast-changing and highly competitive hospitality industry, the critical ingredient for outstanding success is engaged employees who provide guests with an unforgettable, pleasant experience. For that, employee engagement has a crucial role to play because skilled individuals create unique service experiences, drive revenues and increase customer satisfaction. In light of Oluwatayo and Adetoro (2020), Within the high competition, a brand establishes a strong identity and perception based on the exceptional customer service being provided that distinguishes it from its competitors in the hotel industry, guest satisfaction defines success, and employee engagement is pivotal in elevating guest experiences. The engagement of employees is fostered by the HR department, which ensures that all the workers are driven towards a shared goal and vision and have a positive working attitude and behaviour at the workplace. 
As suggested by Taib et al. (2018), success and profitability are highly dependent on the performance of workers, and with efficient HR practices, engagement is fostered. HR improves employee productivity by establishing a healthy working environment that encourages trust and collaboration among the workers. Along with that, HR also helps in identifying bottlenecks in workflow and provides flexibility in working options to make the process more streamlined and prevent burnout in light of Presbitero (2017) . HR department promotes employee engagement by promoting communication and transparency within the system, and it also focuses on acknowledging and recognising an employee for what has been brought to the table by the workers. It takes the initiative to attain feedback from employees about the working environment and other challenges faced by which gaps can be filed and retention is attained. Additionally, the well-being and health of the employee are also taken into consideration by the HR department to look for potential gaps that prevent smooth functioning. Moreover, it is also the role of the HR department to plan and adapt to technological advancement and incorporate the right tools and technology to make work more accessible and more accurate (Sattar et al., 2015).
As narrated by Adekoya et al. (2019), employee engagement is one of the crucial aspects, particularly in the hotel industry, because of the wide variety of benefits it provides in terms of an increased level of productivity and better job satisfaction. Nearly all sectors around the world want to lead employee that is committed and connected to the work and prefers an engaged and robust workforce. Employee engagement is promoted as it encourages better team performance, and that naturally enhances employee productivity. An engaged workforce helps in achieving team objectives and manages to reach targets within designated time and resources, and employees show a higher level of motivation to work toward shared goals. In light of Vasani and Pillai (2019), a highly engaged workforce is able to take challenges and believes that organisational goals can be achieved within time and have a mission to achieve it. In addition to this, the employee is highly susceptible to stress at work, but an engaged team faces less stress and is more self-aware, feels a sense of belonging towards the work and feels supported. Therefore, it is necessary to promote employee engagement within an organisation because it is associated with a lower risk of burnout, mental and physical exhaustion and an increased sense of accomplishment.
Taking into consideration the practices and initiatives taken by one of the leading hotels in the UK, namely Holiday Inn, has attained success and built a strong brand image due to its exceptional services and highly trained group of individuals working towards the shared goal of providing guests with pleasant experiences. One of the defining characteristics of Generation Y, also known as millennials, is that it is flexible enough with the work given and is able to manage work within balance. In addition to this, generation Y, which is further followed by Generation Z, is better at balancing work and personal life and is less likely to suffer from mental health challenges and burnout (Curtis Bush, 2017). Along with that, being able to observe constant changes as per technological advancement, generation Y is tech savvy and knows very well how to promote voices online through social media. Generation Y seems more open-minded because of observing the advent of accepting people belonging to different cultures, races and religions. For that, Holiday Inn provides an outstanding work-life balance and promotes a healthy culture of working for its employees. Another reason Generation Y values flexibility is that it is result-oriented and is able to complete work faster than the designated time and can achieve more (Kopertyńska and Kmiotek 2015).
 Moreover, generation Y believes that the ability to list more achievements gives a sense of satisfaction and achievement at the workplace. Generation Y values and seeks rewards and praise, and because of being around the era of digital communication and social media, it has increased dependency on other generations (Nawaz,  2020). Furthermore, Y believes that acknowledgement and recognition can significantly enhance the level of satisfaction and motivation towards the job, and it gives millennials a sense of achieving expectations. One of the other defining characteristics of Generation Y is that it enjoys collaboration and teamwork instead of working individually. Millennials do not hesitate to step outside their shells, look for solutions and seek help from others. They believe that it helps in fostering good relations and working towards a shared goal (Rahman., 2023.
In light of Marima (2021), Holiday Inn provides jobs to a wide range of workers, and most of the experienced employees belong to Generation Y, grew up as digital natives, and have observed the technological advancements and transition of the workplace after technology incorporation. The employee is engaged by taking initiates throughout the employee lifecycle that initiates from the process of attraction in which the right kind of employee that aligns with the requirements of hotels is recognised and attracted. Holiday Inn has planned a solid attraction strategy and identified the candidate with the most appropriate competencies and skills and attract by offering work-life balance and representing a culture of rewards. The Holiday Inn in the UK considers the significance of recognition and rewards, and for that, it plans on acknowledging employees by which engagement is promoted among the employees belonging to Generation Y. Furthermore, employee recruitment is the overall phase of drawing and soliciting individuals by which the right candidate is recruited to help hotel in attaining goals and objectives within the time and resources (Acikgoz, 2019). In addition to this, another stage of the employee lifecycle is the onboarding stage, which is the process in which the hired individual is integrated into the organisation and culture, and it is also the process in which newly hired candidates are made familiar with the organisation (Maurer, 2019). For that, Holiday Inn clearly communicates its visions and missions and promote open communication by which employee feel engaged within the culture. In order to promote engagement within the organisation during the developmental stage, the skills and abilities of an individual are enhanced to contribute towards the shared goal (Guaspari, 2015). 
In the developmental stage, the organisation take initiatives and approaches by which employees are made aware of the expectations and provided with opportunities to enhance skills. For that, Holiday Inn provides growth and developmental opportunities through training sessions by which its employees can improve competencies and skills that help in developing newer ones. Holiday Inn believes in training its employees because it provides hotels with a wide range of benefits in terms of increased satisfaction, employee morale and retention and decreased turnover, thereby leading to enhanced engagement among the employees (Dachner et al., 2021). One of the most crucial stages of the employee lifecycle is employee retention because retaining employees is crucial as employee turnover is costly and impacts the team environment and morale significantly. In this stage of the employee lifecycle, the organisation keeps its strong focus on keeping the talented workers associated with the organisation, which helps in reducing turnover and fostering a positive culture of working. Retaining talented employees makes a significant impact on the performance and smooth running of the organisation because hiring is a costly and time-consuming process and requires adequate planning to foster a positive work atmosphere (Singh,  2019). 
In order to retain employees within the Holiday Inn, it offers benefits and compensation, and it also encourages a collaborative and inclusive culture by which an emotional connection is established and employees remain associated, which helps in enhancing engagement (Cloutier et al., 2015). Furthermore, the stage of separation is the stage in the employee lifecycle that represents the end of the employee working relationship with the company. Employee separation can also be regarded as the discontinuation of services from the place of work that reduces productivity, but it cannot be prevented (Stea et al., 2015). As narrated by Samantaray and Sahu (2018), An employee engagement model is basically the framework that helps outline the practices taken by the company to help its employees remain satisfied and engaged. One of the models of employee engagement is the Zinger model suggested by David Zinger, which focuses on building connections between employees to achieve better results, and it considers the significance of employee connections to one another. This model can be applied to promoting employee engagement as it provides guidance to employees to meet expectations, and it also provides leaders with guidance to build emotional connection through recognition connection and by encouraging authenticity. In addition to this, it provides assistance in maximising performance and marking progress to keep the employees engaged and create a system of tracking and communication to help individuals with skill development and create a sense of purpose (Delbahari et al., 2019).

[bookmark: _Toc148482910]Conclusion 
From the above, employee engagement is the driver of success, especially for the hotel industry, because it enhances the guest experience and fosters a better culture of working, leading to an increased level of employee satisfaction and morale. In addition to this, employee engagement is focused upon by the HR department of the hotels because it is one of the powerful ways to enhance productivity and profitability. Additionally, employee engagement is planned throughout the lifecycle because it helps establish better relationships between the hotel and its workers and encourages empowerment. Furthermore, employee engagement is the key to company success, and it is one of the significant indicators for the ongoing level of satisfaction and morale of employees with the hotel.
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