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Introduction
The main goal of this discussion is to analyse the tactics and methods that HR should use to encourage employee engagement at every stage of the employee lifecycle, with a special emphasis on Gen Z workers.
A key component of modern organisational success is employee engagement, which depends on striking a careful balance between fostering an inclusive workplace and utilising the distinctive qualities of each generational group. This essay will analyse the critical role HR personnel play in promoting employee engagement, explain the characteristics of Gen Z and provide insights into the strategies and benefits of developing a highly engaged workforce. This essay will be supported by the employee lifecycle, which has separate chapters devoted to the phases of attraction, recruitment, onboarding, development, retention, and separation. The practical implementation of employee engagement techniques will be demonstrated through the integration of real-world examples sourced from the dynamic hotel business. An employee engagement model will offer a conceptual framework for comprehending and putting these methods into practice. 


Discussion
In an organisation, the HR department plays a critical role in employee engagement. It is the front line of a complex process that aims to establish and preserve an atmosphere where workers feel passionately devoted to their jobs, motivated, and appreciated. HR specialists are responsible with this vital task, which includes cultivating a strong sense of purpose and belonging among employees and covers talent management as well as talent acquisition. In the quickly changing corporate environment of today, the HR department's responsibilities go much beyond the conventional confines of people management. Instead, it covers a wide range of strategic tasks and programmes, all of which are intended to develop a workforce that is not only extremely productive but also deeply committed to the objectives of the company (Armstrong and Taylor, 2020).
The HR department's function in talent acquisition is frequently the first step on the path to employee engagement. Finding and hiring people whose goals, beliefs, and skill set complement the organisation's purpose and culture is the responsibility of HR experts. HR plays a major role in laying the groundwork for a highly engaged staff by making sure that new recruits are a good match right away. Establishing the tone of involvement during the early phases of an employee's journey is of top importance. Effective onboarding process design and implementation are greatly aided by HR. This means acquainting staff members with their jobs as well as the organisation's goals, beliefs, and distinctive culture (Torrington et al., 2020).
An organised onboarding programme may foster excitement and a feeling of community from the very beginning. HR divisions are in charge of encouraging lifelong learning and growth. HR promotes long-term engagement and role investment by providing chances for skill development, career advancement, and personal improvement. Employee competencies are improved through training programmes and development efforts, which also show the organisation's dedication to their success. Programmes for employee awards and recognition are designed and implemented with the help of HR specialists. These programmes honour accomplishments, recognise outstanding effort, and reaffirm the company's gratitude for its employees.
Engagement requires drive and a sense of worth, both of which are ingrained by this kind of acknowledgment. Engaging employees requires having efficient feedback systems and communication channels. HR makes ensuring that channels of communication are clear and open, promoting ongoing discussion between employees and management. This encourages participation and trust among staff members by giving them a platform to voice their thoughts, worries, and goals.
Initiatives for work-life balance and employee wellbeing are supported by HR departments (Friedman Andrew, 2012). HR understands the value of employees' physical and emotional health and supports a healthy work environment and flexible scheduling. This shows that the company is concerned about their general quality of life, which boosts their drive and dedication. 
A comprehensive approach to engagement tactics is required because of the unique traits and expectations that Generation Z (Post-Millennials) bring to the modern workplace. In order to establish conditions where this generation may flourish, HR professionals and organisational leaders must have a thorough understanding of these characteristics. Their intrinsic familiarity with technology is one of this generation distinguishing trait. Their upbringing in the digital era has given them an unmatched ease with a wide range of tech tools and platforms. Because of their enthusiasm for technology, they frequently value work environments that make use of digital tools for problem-solving, communication, and teamwork. HR departments may take advantage of this characteristic by implementing tech-driven engagement strategies like digital recognition programmes or virtual team-building exercises (Janzer, 2021).
Generation Z strongly value the significance of their employment. They look for positions that will allow them to positively affect society and are consistent with their principles. By promoting the organisation's goal and values and demonstrating how their positions contribute to a greater cause, HR professionals may effectively engage this generation.
These workers may also be highly attracted to volunteer and corporate social responsibility opportunities. Post-Millennials place a high priority on flexibility and work-life balance. They frequently place a high value on adaptable work schedules that fit their varied interests and lifestyles (Freedman, 2023). HR may accommodate this desire by providing choices such as flexible scheduling, remote work, or shortened workweeks. Giving people the freedom to manage their personal and professional lives may significantly increase participation.
Post-Millennials are passionate about growing personally and professionally (Johnston and Clark, 2005). They are eager to grow professionally and pick up new abilities. HR departments may help with this by providing chances for mentoring, extensive training and development programmes, and obvious career paths. Promoting a culture of ongoing learning and development may be an effective way to increase engagement.
This generation has a tendency to be more aware of diversity and inclusiveness concerns. They are drawn to work environments that let people with different origins and viewpoints feel like they belong. By supporting efforts for diversity and inclusion, HR can include them and make sure that all workers, despite their differences, feel appreciated and respected.
In the digital sphere, Post-Millennials are used to receiving feedback and acknowledgment instantly (recruiter, 2023). HR may modify engagement tactics by introducing technology for in-the-moment performance evaluations, delivering frequent feedback, and putting recognition programmes into place. In the workplace, Gen Z provide a special combination of technical expertise, a search for meaningful employment, a need for flexibility, and an enthusiasm for ongoing development.
Getting employees involved is a vital task for companies, and there are a number of strategies that may be used to accomplish this goal, each with special benefits. These tactics - like flexible work schedules, mentorship programmes, and recognition campaigns - not only increase employee dedication but also produce a more inventive, creative, and devoted staff, which ultimately boosts an organisation's performance as a whole.
Mentoring creates a nurturing atmosphere where seasoned workers assist and coach their less seasoned peers. This assists with talent development as well as the cultural assimilation of new hires into the company. The benefits include quicker learning, a stronger feeling of community, and higher employee retention as they make workers feel important and engaged (Caveney, 2023).
Offering employees choices for flexible work arrangements, such remote work or adjustable schedules, makes it easier for them to successfully manage their personal and professional life. This may result in a better work-life balance, less stress, and more job satisfaction. Increased productivity, increased autonomy, and improved employee well-being are among the benefits.
Acknowledging and praising staff members for their accomplishments and efforts is an effective way to boost engagement (HASTWELL, 2023). This acknowledgment can come in a number of forms, such as verbal compliments, official awards, or incentives. The benefits include elevated spirits, heightened drive, and a strengthened feeling of purpose and achievement, all of which contribute to better work output and employee loyalty.
The whole journey that workers take inside a company, from the first stage of attraction to the final stage of separation, is known as the employee lifecycle. HR specialists are essential at every step of this journey, using targeted engagement tactics to keep workers inspired, productive, and committed to the vision and objectives of the company. A customised strategy to engagement is required for each of the numerous stages of this process, which include attraction, recruiting, onboarding, development, retention, and separation (mckinsey, 2021).
In the attraction phase of the process, HR professionals are entrusted with developing an employer brand that is both appealing and memorable. A well-crafted employer brand effectively conveys the culture, values, and distinctive selling propositions of the company. HR may draw applicants who share the company's vision by emphasising its strengths and building a solid reputation. This increases the possibility of a good match and sustained involvement.
Choosing the best applicants who not only have the required abilities but also fit with the organisation's culture and values is the main goal of the recruiting stage. By conducting in-depth interviews, evaluating cultural fit, and openly discussing the organisation's goals and prospects, HR professionals may use engagement tactics. Early involvement is encouraged by making sure candidates are aware of the value they may contribute to the company.
Having a strong onboarding process is essential to creating a feeling of purpose and belonging right away. HR may create onboarding programmes that acquaint new hires with their duties and fully integrate them into the culture of the company. The organisation's goal and values are communicated, as well as orientation meetings and crucial team member introductions (Verlinden, 2023). A well-organised onboarding procedure may provide the groundwork for a highly motivated staff.
As workers advance in their careers, learning opportunities are essential to sustaining interest. Initiatives for ongoing learning and development, including training courses, professional promotion routes, and mentoring, can be offered by HR. This not only improves workers' talents but also shows how dedicated the company is to their long-term involvement and professional growth.
Preserving employee engagement requires the use of retention tactics. To maintain employee motivation and satisfaction, HR may undertake a number of activities, including wellness assistance, flexible work schedules, and recognition programmes. These tactics strengthen the company's gratitude for its employees, which fosters long-term commitment and loyalty (Marchington et al., 2016).
The parting phase marks the end of the adventure. HR specialists may use tactics to make sure that departing workers have a favourable picture of the company even throughout the separation process, despite the fact that this may seem paradoxical. One way to create a lasting good impression and sustain goodwill is to conduct exit interviews, offer assistance throughout the transition, and recognise their accomplishments. Future engagements or recommendations might come from these acts (Nikoloska, 2023). 
Because of its diversity and the dynamic nature of its customer contacts, the hotel industry is an excellent site to research successful worker engagement strategies. In actuality, hotels have employed innovative techniques to ensure that their employees continue to exhibit high levels of engagement. In order to foster a more customised and amiable atmosphere, a number of hotels have, for instance, installed customised guest identification systems that enable employees to recognise and welcome guests by name. Additionally, hotels employ cross-training opportunities as a pragmatic strategy. When given the opportunity to work on a range of projects and learn new skills, employees become more adaptable and are happier in their jobs. Establishing an employee engagement model gives businesses a systematic framework for understanding and implementing engagement initiatives. Examples of such models are the Gallup Q12 and Aon Hewitt's Engagement Model. These models provide a set of best practises and research-derived ideas that organisations may systematically use to improve employee engagement. For example, items about employee recognition, growth opportunities, and the alignment of individual work with organisational goals are included in the Gallup Q12 (workvivo, 2023). By using such a model, companies may create a plan for improvement and evaluate their present level of employee engagement, which in turn leads to a more motivated and engaged staff. These approaches offer direction for coordinating organisational procedures with engagement, which eventually raises output and contentment at work. 

Conclusion
In conclusion, the achievement of an organisation depends critically on its ability to engage its workforce, which calls for a deliberate strategy across the whole employee lifetime. HR specialists are essential to this process because they help recruit, retain, and eventually let go of workers in a way that leaves a good impression. Knowing the distinct traits of Gen Z is essential to customising engagement methods, taking into account their tech-savvy, goal-driven work preferences, and tech-savviness. The practical application of these methods is demonstrated via real-world examples from the dynamic hotel sector, emphasising their influence on employee performance and organisational success. In the end, an organisation that has a highly engaged staff is more successful and productive.
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