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The role of Human Resources (HR) in engaging Generation Y and Generation Z employees goes through different lifecycle and has higher importance (Dimock, 2019). For instance, HR department focuses on a multifaceted practice that allows to go through on younger generations that are not only attracted to the organisation but also stays motivated and committed on their employment journey. HR departments are responsible for making sure adequate job advertisements to collaborate with the values and aspirations of Generation Y and Generation Z. In the UK, job market is competitive, and HR must require making sure effectively communicate the organisation's culture and opportunities. For instance, The Marriott Hotel in UK Onboarding process focusing on HR sets the tone for engagement by introducing new employees to the company's mission, values and expectations for helping to integrate from day one. Ozkan and Solmaz (2015) cited that providing proper training and development allowed these younger generations for continuous learning and personal development. On the other hand, HR plays an essential role in identifying training needs, giving access to relevant courses and workshops and promoting cultural growth and development for Ritz-Carlton. HR departments in different hotels of UK requires to establish effective channels of communication to encourage open and honest feedback. For instance, regular performance evaluations, one-on-one meetings and employee surveys helps HR to gauge employee satisfaction and make sure all the areas are going in right aspect. High standards of living allow to maintaining work-life balance is essential. HR work on policies support flexible work arrangements, remote work and leave options to make sure unique needs of Generation Y and Generation Z. 

Armstrong and Taylor (2020) cited that Generation Z born between 1997 and 2012 with diverse characteristics helps to set apart in the workplace. Making sure proper understanding is essential for effective engagement and managing generation in Marriott Hotel. Generation Z mostly focus on grown up in an era of smartphones, social media and constant practices seeks natural area for technology. Torrington et al. (2020) cited that Generation Z focuses on individuality and personal expression. Evaluating opportunities can help to focus and appreciate workplaces as per respect on unique identities. Many members of Generation Z go through entrepreneurial spirit. That helps to focus on pursue side projects, freelance work and innovative solutions. Growing up in the era of on-demand services and instant access to information, Generation Z expects quick results and immediate feedback. Friedman (2012) cited that Generation Z is highly focused on social and environmental issues. Allowing employers with strong corporate social responsibility (CSR) initiatives and ethical values makes sure to involve in CSR activities and communicating the organisation's commitment. Turner (2015) cited that focusing on rapid pace of change in technology and the world can allow Generation Z to make sure highly adaptable situation. For instance, learning new skills and adapting change can allow valuable assets for organisations for innovative and agile at Ritz-Carlton. Internet and globalisation allow Generation Z has in global perspective. Making sure to work with international teams and value diversity in the workplace allows HR to encourage cross-cultural collaboration and go through opportunities for global experiences.

There are several ways to engage with team and the advantages of doing so. Seemiller and Grace (2017) suggested that open and transparent communication is highly essential for regularly sharing updates, goals, and progress with the team to increase trust and make everyone informed and aligned. Setting clear and achievable goals helps to make sure proper direction. For instance, teams should understand work areas for organisation on larger objectives at Marriott Hotel. Barhate and Dirani (2022) argued that proper acknowledging and rewarding among individual and team helps to boost morale. For instance, simple gestures like praise or rewards can allow significant impact on engagement. Giving team members allows autonomy to make decisions and take ownership practices of work. Investing in training and development opportunities allows to enhance skills that shows commitment to employee growth.  Encouraging diverse perspectives and creating areas can work through environment increases creativity and innovation at Ritz-Carlton. Teams can feel valued and respected for more engaged. Promoting work-life balance helps team members do not experience burnout and a balanced lifestyle supports for well-being and engagement. According to Bencsik et al. (2016) argued that there are various ways of advantages of engaging within a team. For instance, increased productivity through engaged teams can allow to focus and committed to tasks. Seeking extra mile to achieve goals mainly resulting in higher productivity levels. Berkup (2014) cited that engaged teams allows to make sure higher job satisfaction and practices. Engagement practices seek happier at work to reduce turnover rates and increases employee retention. Engaged teams helps to collaborate, share ideas and think creatively for generation of innovative solutions and continuous improvement. Engaged teams can make sure effective problem-solving areas for getting sure motivated to find solutions and reduce challenges for quicker and effective resolutions. Williams and Page (2011) cited that engaged teams can make sure to take pride in work, resulting in higher quality output. Making sure proper attention to detail and committed practices can deliver excellence. Engaging can lead focus on cost savings practices in terms of reduced turnover, decreased absenteeism and improved efficiency. 

Employee lifecycle consists of various stages and each line with significance in managing talent within an organisation (Chicca and Shellenbarger, 2018). Attraction is mainly considered as initial stage that allows organisation focuses on creating employer brand and marketing on potential candidates at Marriott Hotel. Showcasing company's culture, values, benefits and opportunities to attract qualified on motivated candidates. Recruitment helps for identifying and selecting candidates. For instance, HR departments utilises different methods including job postings, interviews, assessments and reference checks helps to make sure proper skills, qualifications and cultural fit. Dimitriou and AbouElgheit (2019) argued that onboarding stage is essential for welcoming new employees and integrate into the organisation. Onboarding consists of orientation, training, policies and ensure necessary tools to perform roles effectively. Development through tenure including training, skill-building and opportunities for career growth. Organisations requires to invest in employee development to go through skills and capabilities that provide benefit the company. Goh and Lee  (2018) argued that retention allows to keep talented employees to engage and satisfied with on roles at Ritz-Carlton. HR allows significant role in this stage by making sure retention strategies including performance feedback, recognition programs, career development plans and work-life balance initiatives. The separation is the last stage that involves in the end of tenure through organisation as per resignation, retirement or termination. HR manages to process for ensuring professionally, legally and sensitivity. Exit interviews allows to collect feedback and insights to inform future HR practices.

There are diverse characteristics of Gen Z with global perspective due to the internet and globalisation (Barhate and Dirani, 2022). For instance, HR can support cross-cultural collaboration and provide opportunities to make sure diverse international experiences. Adequate diversity and inclusion in the workplace can make sure proper practices on business environment among Gen Z employees. Technology integration allows Marriott Hotel to make sure latest trend and utilise resources in the right time. Individuality and personal expression is another aspects that allows cultural values and celebrate among individuals. Making sure adequate schedule among team meetings can allow to project updates, goals, and challenges. Chen et al. (2021) cited through creating entrepreneurial spirit Gen Z employees to pursue side projects and contribute innovative solutions for Marriott Hotel. Hence, going through the areas to encourage team members can allow to take ownership of work and make decisions within different areas of responsibility. Immediate feedback and quick results are another characteristic that encourages to make sure regular activities as per relative practices for the employees. Furthermore, social and environmental consciousness can help Marriott to engage Gen Z employees by corporate social responsibility (CSR) initiatives and ethical values. Adaptability by Gen Z helps pair experienced team members with less experienced can allow to make sure mentorship and coaching at Marriott Hotel. Lastly, global perspective makes encouragement for going through processes, workflows, and team dynamics to make positive changes.

Engaging in various strategies and actions can foster motivation, collaboration and a sense of purpose within team members. Frunzaru and Cismaru (2021) argued that open and transparent communication allows proper engagement at Marriott Hotel. There are various ways to encourage team members to share thoughts and ideas. Communication platforms like Slack or Microsoft Teams can also facilitate ongoing discussions. Going through adequate practices to ensure team members can allow to understand roles and responsibilities within the project or team. Focusing on clearly defined expectations can allow to help in reducing ambiguity and anxiety among team members to focus as per tasks. Besides, Giachino et al. (2022) cited that acknowledge and celebrate individual and team achievements can allow to seek for the hard work and dedication through verbal praise, written acknowledgments, or even small rewards among certificates of appreciation at Ritz-Carlton. For instance, empowerment can allow to make sure trust and autonomy through increased engagement. Making sure proper support of growth by offering opportunities can allow to seek training and skill development. For instance, higher involvement on sending team members can allow to make sure relevant workshops or providing access to online courses and resources. Gharzai et al. (2020) cited that organise team-building events or activities outside of work can allow to foster stronger interpersonal relationships. For instance, team outings, virtual engagement, or volunteer activities can make sure adequate teamwork. Besides, skill development allows to create a sense of belonging and growth at Ritz-Carlton. Making sure proper feedback and practices allows to create continuous improvement by seeking feedback from team members. 

Implementing is essential for creating among motivated workforces. There is different model related to Gallup of Q12 Employee Engagement seeking 12 key questions on assessing and improving engagement levels (Hampton and Welsh, 2019). Understand the model mainly start by thoroughly understanding the Gallup Q12 model. For instance, familiarize among HR team with the 12 questions can allow to gauge different aspects of engagement such as satisfaction, recognition, growth opportunities, and the quality of relationships within Marriott Hotel. Chen et al. (2021) argued that customise the Gallup Q12 survey cab allow to align organisation's specific goals and culture. Through seeking tailor, the questions can make sure better suit industry, values, and objectives. Conduct the survey on regular basis can allow to avoid survey fatigue. For instance, ensure anonymity can allow to encourage honest responses and use online survey tools for easy administration. Seeking proper communication can allow to manage purpose and importance of the survey to employees to maximise participation. Completing the survey requires proper analysis of results through Identifying areas of the organisation on excelling employee engagement and areas of improvement. For instance, considering segmenting the data by teams or departments can allow to pinpoint specific challenges. Janssen and Carradini (2021) argued that develop action plans as per survey findings allows to engage employees in the process by forming cross-functional teams to address specific areas. For instance, making sure proper opportunities for improvement can allow to encourage ownership of initiatives. Transparently communicate allows to make sure survey results and action plans among employees. Seeking proper highlight through positive aspects can allow to go through the areas on implement changes for regular progress. Invest in training and development programs can allow to enhance among managers ability to engage within teams effectively. Making sure proper implementation on rewards system can allow to align with the survey findings at Ritz-Carlton. Continuous aspects on use of Gallup Q12 or a similar engagement can allow to seek for periodically measure progress. Djafarova and Foots (2022) argued that employee engagement is an ongoing process that allows to make sure continuous aspects to seek feedback from employees on changing circumstances and refine engagement strategies as per needs and expectations.

There are diverse examples from the industry such as Marriott International is in Hospitality Industry that makes strong focus on employee engagement (Dimock, 2019). Development of Spirit to Serve program can allow to focus on employee recognition, training and development. Marriott provides comprehensive benefits including educational assistance wellness programs and opportunities for career advancement within the organisation. Salesforce is a cloud-based software company that places a strong emphasis on giving back to the community. Utilisation of 1-1-1 model seeks to donates 1% of the company's product, equity, and employees to charitable causes. This approach allows to engage employees and align the organisation with a sense of purpose and social responsibility. Ozkan and Solmaz (2015) argued that Zappos is an online retailer mainly focuses on creating unique and engaging workplace culture. Making sure prioritisation of employee well-being and empowerment through offering perks such as free meals and access coaching services. For instance, Zappos is famous for core values and hire based on cultural fit that allows to align with values and culture. On the other hand, the Ritz-Carlton is exceptional for customer service that driven by highly engaged employees. Making sure proper aspects among employees can allow to make sure decisions to enhance guest experience for robust training program focused on customer-centric values.
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