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[bookmark: _Toc148512906]Introduction and Background 
This research highlights the concept of employee engagement in the hotel industry of the UK, which is the most successful step towards the promotion of the hospitality industry. It results in the development of economic growth, which makes the financial effectiveness along with the increased sales, assets, and revenue generation. In this research, Hilton London Metropole Hotel is selected to study whose employee engagement is discussed along with the discussion of importance and some approaches that are used to engage and attract employees towards the hotel (Kavya et al., 2017).
There are various generations of employees. One is the baby boomers. They are the eldest generation who were born between the years 1946 and 1964. Generation X was born between the years 1965 and 1980, and Generation Y, also known as Millennials, was born between 1981 and 1994. Another generation is Z, who is the youngest generation in today's workforce and was born between 1995 and 2015. This research is all about the employees' engagement in the hotel industry of the UK, and these employees belong to Generation Z. The current research highlights the engagement of Generation Z employees in the Hilton London Metropole Hotel of the UK. This engagement of the employees will also be supported by some factors, including attraction, recruitment, onboarding, development, retention, separation, and various others (Shen et al., 2019). 
[bookmark: _Toc148512907]Employees Engagement (Generation Zs)
In this selected hotel, various human resources are working according to their job responsibilities. These include leaders, managers, employees, and other working staff who are engaged in the services and responsibilities of the hotel. According to (Chandani et al., 2016), It is a challenging responsibility of the hotel management to engage the employees with the organizational functions and operations for various reasons. It is quite challenging for the hotel management to retain these employees because of their multicultural backgrounds and multilingualism, and the biggest challenge to engage employees in the workplace is that they are Z generation. It is evident that the Z generation is the youngest employees of this modern world who have different perceptions, intentions, views, and visions, and their requirements and demands are also different from the eldest generations. In order to engage the employees of the Z generation, there are some approaches and strategies that can be used to retain the employees in the UK. 
The difference between the oldest generations and the new generation is due to the modernization, innovation, and scientific innovations in the world with the concept of greyer sustainability practices and the advancement in technological development (Osborne et al., 2017). Everything in this world is updated and updating rapidly with the day-to-day practices and experiments of the inventions and lifestyles is totally changing because most business is introducing and implementing different technologies and unique systems in order to increase the productivity of the hotels. Improved and enhanced performance and progress of the hotels attract more customers and lead the company towards successful promotion along with the increased development of the economic growth and the financial stability of the company. This advancement in the practices and systems also results in profit maximization and the increased gross domestic product of the country with enhanced firm value and competitive reputation in the global market.
There are various role players in the hotel industry of the UK, but the most responsible department is the human resource department, and their responsibility is to engage the employees with the workplace and their work (Khairy et al., 2023). The human resource department of the Hilton London Metropole Hotel of the UK is most effective, productive, and efficient and always strives to make a lot of effort to retain their employees with the help of their long-term commitments to the organization, but it is possible with the full support of the human resources with the employees and all the staff members who are working in the hotel. Human resources are responsible for recruiting and selecting employees who are eligible for the required post, which means that they are experienced, highly skilled, and talented employees because their selection impacted the organization positively. This type of employee has the adaptability to change according to the environment and is also able to adopt various changes and updates based on the situation (Ababneh et al., 2021). 
It is obvious that the selected employees faced some challenges at the start of the job because of the new environment, rules and regulations, and the different policies of the hotel, but these challenges can be tackled with the support of human resources, managers, and the leaders who provide better direction, guidance, training and development to the employees. They bring all the employees together on a single platform in order to groom their personalities and provide them with better learning. After uniting on a single platform, there are more chances for the employees to share all their weaknesses, issues, and difficulties so other employees can interact and solve along with the sharing and exchanging of new and unique ideas for the better productivity of the hotel. Human resources are also responsible for providing a better workplace environment for all the employees, which is flexible, friendly, and reliable, so every employee can feel free to ask queries for clarity of confusion. The human resources of this hotel also play a significant role in employee engagement to teach them better skills because skills learning, and the development of skills is a very crucial and critical part of the hotel industry that has great significance for customer satisfaction and attraction. 
After the detailed description and the in-depth discussion about the generations of the workforce, it is necessary to elaborate on the characteristics of Generation Z employees. 
· Generation Z employees improve their effectiveness and productivity by working with technologies in order to make the system of the company more effective and efficient (Mehrzi et al., 2016).
· They prefer in-person interactions among teams with the staff members because hiring with in-person interviews is the most productive procedure.
· They have the skills of entrepreneurship because they are business-minded people, and they have various other skills that make their performance competitive.
· They have the adaptability to change according to the situation, condition, and requirements in order to get updated with the latest trends.
· They prefer and give value to the flexible environment because of their age and lifestyles. They are more competitive than previous generations.
There are various ways that can be used to engage employees because employee engagement and retention is the major reason for the hotel's success and promotion as it is evident that the employees are the essence of the organization on which the success and failure of the company depends (Marinakou et al., 2019). Hotel management is responsible for satisfying the employees by providing them with better guidance, directions, training, and development. They are also responsible for reaching them with effective skills that are more useful and beneficial for their career development and professional growth. According to ISMAEL et al. (2019), the management of the hotel is also responsible for providing all possible facilities. All these practices are most advantageous because they lead the hotel toward economic stability along with financial effectiveness and result in increased profit. According to Zhang et al. (2017), employee retention, engagement, and long-term commitments are the most important factors that have great significance because these result in the increased gross domestic product (GDP) of the country and make the reputation of the hotel more competitive in the global market among rivals (Chandani et al., 2016). Employee engagement in the hospitality industry also results in increased sales, assets, and greater revenue generation because it helps to increase the growth rate of the organization. Another advantage of employee engagement is the increased sales, assets, revenue generation, and the increased financial stability of the business. It also results in the development of a growth rate in terms of the stability of the economy. It also results in profit maximization, which leads the company toward successful promotion and increases its productivity with an enhanced reputation in the competitive global market. 
According to Gladka et al. (2022), Employee Lifecycle has some elements, including attraction, recruitment, onboarding, development, retention, separation and various others. These factors help the hospitality sector of the UK to engage employees in the job responsibilities of the workplace. The first factor is attraction, which means that the management of the hotel industry in the UK always tries to attract their employees towards the work and motivate them with encouragement because employees want proper satisfaction from the hotel management (Eldor et al., 2017). According to Cattermole et al. (2019), Hotel management is responsible for providing both monetary and non-monetary services to the employees in order to attract them and gain their attention, trust and loyalty (Nosratabadi et al., 2022). They can attract employees by provoking them through monetary facilities including handsome salaries, benefits, incentives, overtime and transportation expenses along with other benefits which satisfy employees, so they provide their netter productivity and effective and efficient performance. Some employees demand non-monetary services instead of Monterey because they prefer better learning of skills, tools, techniques, technologies and various other practices for their long-term grooming and improvements. These practices and efforts of the leaders and the managers result in the retention of employees because they make long-term commitments to the organizations (Khalid et al., 2018). 
Some examples are discussed here that are most beneficial and useful to engage the team with the hotel chores. Management can provide rewards and compensation for better engagement if employees with the work; they can provide a flexible and friendly workplace environment, taking care of their privacy, safety and security. According to Ababneh et al. (2021), management should give proper value and respect to all employees and give them preferences so that they can be happy and satisfied. For example, in most of the hotel industry of the UK, proper training in skills development is provided to the hotel staff, including some skills such as time management, communication, coordination, collaboration, negotiation, interpersonal skills, decision-making, problem-solving and various others (Kang et al., 2017). All these skills help the employees to deal with both the local and international customers and guests in order to attract them. 
In the discussion of Borah et al. (2018), The employee Engagement Model also supports this research because the engagement of the employees with the organization and its work depends on some factors such as personal factors, job-related factors and organizational factors. Personal factors include self-efficacy and personal development of the employee in order to build their personal identity, which develops and enhances confidence in the worker and enables the employees to work independently. On the other hand, there is another factor which is related to the job, and it highlights technological development and advancement, development and growth opportunities, career development and various others that attract employees towards the job and help them to engage with the work along with retention and long-term commitment. Further, another factor is the organizational factor, which elaborates the complete support provided to the employees by the organizational management and leaders who provide them with better guidance, support and direction in order to improve their performance and progress.
Some Industry examples are also discussed in this research in order to provide greater support and strength to the study. According to Rahimi et al. (2016), it is observed that employees can be engaged in hotels in the UK after the implementation of customer relationship management (CRM), which helps to retain employees and lead the country towards financial effectiveness. Grobelna et al. (2019) also support this study with some discussion that employee productivity results in effective outcomes and leads the organization towards success and promotion, which is possible with the proper engagement of the workers. 
[bookmark: _Toc148512908]Evaluation and Conclusion 
This research highlights the importance of employee engagement (Generation Z) in the hotel industry of the UK, along with their retention and the long-term commitment to better effectiveness, efficiency and productivity of the organizational business that lead the company towards stable economic development of finances. It also makes the performance of the hotel more successful, which results in the competitive reputation of the business in the global market.
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