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This essay increases understanding of how the HR department should deal with the employees of Generation Z, through developing the employee lifecycle within a large hotel. The first part of the assignment discusses the role of human resources in engaging employees. Followed by the characteristics of Generation Z, accompanied by aspects in which this generation can be engaged within a team, along with the advantages and disadvantages, applied to Four Seasons Hotel, London. 
Next, the employee lifecycle will be defined in order to increase understanding of its aspects such as Attraction, Recruitment, Onboarding, Development, Retention, and Separation all of them being defined separately and applied to Four Seasons Hotel, London, with given examples of how a team could be engaged along with an employee engagement model and ways in which it can be applied, followed by industry examples. 
Generation Z is based on people born from 1997 as per Dimock (2019, p. 3). Obviously, members of this generation are familiar with digital technology. It is essential to understand the workplace required aspects for Generation Z so that organisations can meet employees' needs, having this generation enters the workplace (Perilus, 2020). Because a motivated employee will determine the company's progress. Research shows employee behaviour of Generating Z is mainly due to the lack of experience, which is strictly specific to this generation, owing to the fact that Gen. Z has been raised in a security culture (Schroth, 2019a). This leads to differences of opinion at the workplace, as well as independence, not depending on a job, might be easy to switch from one job to another, which leads companies to losses in terms of employees and incentives spent for a short time, without receiving the return on investment. 
Generation Z is defined as the generation that deals with technology the most in their lives, becoming a generational feature, this generation is always connected to technology (Gaidhani et al., 2019). Therefore, the Human Resources department should ensure that these employees have access to the latest technology in order to conduct their duties efficiently. This is further confirmed by Saad et al. (2021, p. 9) due to the research showing that engaged employees focus on organisational outcomes after being through a range of Human Resources practices such as (recruitment, training, development, job design, and reward systems). This re-establishes the importance of this department especially within the hospitality industry, in order to ensure that the guests of hotels are satisfied with the provided service. 
This generation is strongly preoccupied with safety aspects such as (a) financial safety, (b) physical safety, and (c) emotional safety based on the uncertain situation they were exposed to such as 9/11, bombings, or Coronavirus (Marshall and Wolanskyj-Spinner, 2020). Therefore, at a workplace they should have these safety needs met in order to ensure that they are stress-free, leading to increased production levels, and allowing the business to achieve increased business performance.
Additionally, this generation is more interested in real-world learning experiences and tends to work more practically (Schmitt and Lancaster, 2019). This provides evidence that the HR department of hotels should ensure that it provides training and courses that are based on practical aspects rather than books only, in order to ensure increased understanding of the employees, leading to better business performance. In order to retain and attract employees of Generation Z, organisations should prioritise their preferences for job content (Wowor et al., 2022). Workplace stability and career advancement can be important focuses for the new generation of employees.
By contrast, Generation Z being known as technology savants and excessively attached to the latest technological updates, has led to this generation having different preferences compared to other generations, as they expect on-demand information and always have easy access to data (Fong, 2019a).  
Therefore, it is crucial that this generation has access to technology at the workplace especially when planning training programmes, as they should be more reliable on videos and interactive training schemes, rather than self-study guides, as Generation Z is independent and technology-oriented (Fong, 2019b).  Therefore, should Four Seasons wish to invest in training for a specific job role, engaging videos and interactive seminars should be taken into consideration, rather than books or training handbooks. 
Moving on, this generation has been called on many occasions as being the digital natives as they have a virtual method of communication on a daily basis (Schroth, 2019b). Hence, this provides information about the importance of applying technology within the hospitality industry in order to ensure the adaptability of this generation. 
According to undertaken research, Generation Z is defined as being a more entrepreneurial and independent one, compared to other generations, they tend not to be motivated by money in contrast to Generation Y (Maloni et al., 2019).  A way in which these aspects could be taken into consideration is for the Human Resources department to provide the possibility to conduct independent tasks at the workplace. 
This generation is also believed to be adaptable, especially to remote employment as they are familiar with the digital environment aspects (Kolot and Herasymenko, 2020). This adaptability could be essential, as should another pandemic happen, the bookings, reservations, and planning of the hotel ongoings could be easily planned remotely. 
The work performance within this generation tends to demonstrate a high which comes from the personal development aims or it could be stimulated by the career success this generation aims to achieve. Waworuntu et al. (2022, p. 296) define this generation as employees who are highly talented and able to make a difference in their workplace in order to demonstrate their talents within the workplace.  Hence, this could be perceived by the human resources managers as methods in which employees that are part of Generation Z are motivated, especially within the hotel industry area in order to ensure that clients and customers have their needs and want to be fulfilled, if not exceeded, leading to an increased and professional level of customer service, from which organisations can benefit from customer loyalty. 
Based on previously undertaken research by scholars there is a gap within the employee engagement of Generation Z as per Bartram and Cooke (2022, p. 10).    Hence, this could lead to the need for the HR department to invest resources and capabilities into researching methods in which engagement within a team should be applied by Four Seasons Hotel, taking into consideration that this generation has its own ideas and strong beliefs and that would rather point out their ideas than following orders from others (Che et al., 2023). These headstrong arguments could lead to unnecessary conflict within the team, which may not be productive for the operating hotel department.  In addition to this, the main advantage of job engagement would lead to increased job satisfaction and a low level of staff turnover, leading to increased business performance. 
In addition to this, there is a known gap in the literature about the engagement of Generation Z, but scholars such as Pandita and Kumar (2022, p. 119) acknowledged the urgency of this topic being researched in depth. 
This chapter highlights the Employee Life Cycle (see Appendix 1). This model observes six different employee stages within an organisation and the importance of the Human Resources department (Gladka et al., 2022). 
The attraction stage deals with potential candidates having access to a specific brand, for instance, the Four Seasons Hotel in London.  Candidates will be interested in the job at this hotel due to the brand reputation it has, especially Generation Z which may not have enough experience. 
The second stage of the cycle is the recruitment stage, which deals with the hiring decision and procedures, making the candidate, the employee. Organisations use recruitment to look for potential employees and attract candidates to work within the business (Teruna and Ardiansya, 2022). Within this stage, Four Seasons should know before making a recruitment decision the skills they look for in a candidate, as well as the way existing employees can share skills and ideas with new employees. To increase interest within the recruitment stage, it is essential that employers create attractive incentives in order to be competitive within the hospitality industry.
The third aspect of the cycle deals with onboarding which is implemented when new employees need to adapt to the company’s structure, goals, and culture.  Such programs lead to developed job satisfaction and performance, allowing a low staff turnover (Sibisi and Kappers, 2022). Therefore, it is crucial to aid Generation Z employees with adapting within Four Seasons, establishing employee loyalty towards the business, and leading to increased performance through efficient customer service delivered.
The fourth aspect is development, referring to the gathering of extra skills and abilities that lead to increased knowledge within the working industry, allowing increased job performance and a developed career for employees (John and Dickson, 2022). Hence, in order to increase the productivity of Generation Z employees and to allow them to gather new educational experiences, it is crucial to invest in employee development, so the business can use the best capabilities, ensuring high-end services are provided. Four Seasons Hotel in London has an apprentice stage for young people in order to achieve their career perspectives showing employee care from the hotel (Four Seasons, 2023a).
Retention is the fifth aspect, allowing organisational success to be met, through reducing expenses on hiring new employees, developing employee motivation for stability, and allowing efficient capabilities (Aman et al., 2020a). Through implementing this, Generation Z employees benefit from the experience at Four Seasons Hotel, allowing them to specialise in a certain area. The application of the diversity, inclusion, and belonging (DIB) strategy, allows employees to focus on communication, educational aspects, listening skills as well as brand measurements, allowing them to increase their career perspectives, through being able to increase organisational performance (Four Seasons, 2023b).
Finally, the separation stage deals with the employee’s decision to pursue different career opportunities, which creates chances of hiring new personalities for the business (Aman et al., 2020b). Generation Z may find this stage an easy decision as they may not be dependent on working in only one workplace, making it easy for them to switch jobs. Four Seasons can benefit from this as it needs to identify what to look for in new employees based on the experience with employees leaving the business.
It is crucial that the team supervisor has a healthy relationship with employees in order to create employee engagement (Dinh, 2020). Allowing Generation Z workers to have a strong work-life balance that motivates them to work effectively. Therefore, employees could be engaged to work as a team by having strong communication skills with their supervisor in order to be guided and to develop understanding at work.
Additionally, employee engagement is achieved by self-efficacy (Sofiah and Kurniawan, 2019). This means that Four Seasons Hotel in London should aim to achieve this in order to engage the team to greater performance. An advantage of team engagement is that it reduces staff turnover and leads to increased performance (Kim et al., 2019).  In addition to this, further research demonstrates that team engagement has an advantage on work performance (Satata, 2021). 
Employee engagement is a key strategy that aids the hospitality industry in reducing performance gaps as well as waste. Based on psychological aspects, the implementation of this model allows employees to develop their career perspectives as well as improve Four Seasons' efficiency (Nienaber et al., 2020).
Finally, Generation Z is unlike any previous generations, hence it is essential for the research to continue in regards to identifying how the HR department can increase the understanding of how to accommodate this generation at work efficiently in order to maintain their interest in the business as well as to keep them motivated at the workplace. 
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