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The Department of Human Resources is concerned with keeping its employees engaged to enhance productivity. Employee engagement is the way in which employee motivation is maintained to keep the individual dedicated to the role given. In addition to this, employee engagement is a very crucial aspect of human resource management that explains the level to which employees of an organization are invested and passionate about the work (Sun and Bunchapattanasakda 2019). This essay has the core aim of identifying the role of human resources in engaging employees, taking into consideration the characteristics of Generation Ys and Zs. Additionally, the essay will also analyze the ways and significance of employee engagement.
[bookmark: _Toc148498017]Role of Human Resources in engaging employees (Gen Zs & Ys)
The Department of Human Resources employs a strategic approach by which employees are nurtured and supported to foster a positive working environment. In addition to this, HR also plays various roles across different businesses and industries, and it is usually responsible for creating and putting into effect and overseeing policies to build a strong relationship between employees and the organization (Mathis et al., 2016). Employees are a vital asset for any business and are regarded as human capital for organizations that work with the goal of making effective use of the employee’s skills and abilities. Therefore, it is also the duty of HR to keep the employee engaged and dedicated by incorporating various initiatives. Encouraging employee engagement is one of the most crucial ways in which productivity can be improved. HR provides employees with clear and defined internal growth opportunities through training and developmental programs to increase engagement through advancing in the role given (Anwar and Abdullah 2021). Moreover, HR involves employees in a goal-setting process by which individuals take accountability for the work and remain dedicated. Furthermore, HR also fosters workplace transparency to increase employee engagement by which a strong relationship is established with the employers. Sharing feedback and encouraging a collaborative working environment can enhance employee engagement and empower workers to feel connected to the overarching goal of the company (Saks, 2022). One of the other ways by which HR ensures employee engagement is through acknowledgement and recognition of what individuals bring to the table, and it also invests in enhancing the skill set of employees to grow into other areas within the company (Fenech et al., 2019).
An organization works with a multigeneration team that provides significant benefits due to a diverse workforce, and one of the primary ways to harness the potential of a multigeneration team of an organization is by understanding the distinctive characteristics of each generation to minimize risk and enhance productivity. Generation Y, also known as millennials, is the generation born during the era of major technological shifts and is the one that is associated with the rise of the internet (Arora and Dhole 2019). In addition to this, generation Y is the one that is comfortable with technology and experiences varying internet around the world. Ys are the one that is a collaborative and impact-oriented generation that prefers collaboration across many teams as millennials approach the workforce with consideration for different points of view rather than taking direction from the top-down. Furthermore, generation Y is motivated by meaningful work, ensures the use of one's own creativity to make an impact and is amenable to feedback. This generation has the core focus on its own professional development and places much value on feedback and mentorship from managers (Cora 2019). Moreover, generation Z is an optimistic yet risk-averse group that greatly values social responsibility and diversity. This generation has grown up with immediate access to the internet and social media, which has allowed them to express their own thoughts on political and cultural issues. One of the other characteristics of Generation Z is that it expects to work with modern technology and believes in using digital tools for different aspects of learning, development and storing of files and information (Barhate and Dirani 2022). Additionally, generation Zs break away from institutional structures and tailor their learning towards unique and personal goals. Lastly, another characteristic of Zs is that it believes that stability and flexibility in the work environment are as significant as stable income and benefits (Gaidhani et al., 2019).
The proliferation of knowledge has made employers realize the significance of employee engagement by which human capital can be maximized and unique benefits can be brought to the organization. Employers can encourage employee engagement in many ways because it is significant for all organizations in creating a better work culture, reducing staff turnover, and enhancing productivity. Employee engagement ways encompass adopting a bottom-up approach by which a strong foundation is laid that permits employees to express opinions and concerns (Setiyani et al., 2019). In addition, by promoting two-way communication and transparency, employees are allowed to share concerns and are valued. An organization must work together like a community, and to encourage this spirit among employees, maintaining a level of equality and promoting diversity can enhance engagement. One of the most crucial ways by which engagement can be promoted is through recognition and acknowledgement given to employees for their work because even a few good words can go a long way (Bailey 2022). Organizations that invest in the personal growth of employees experience highly engaged teams because every human asset must be fostered and polished to assist in the long-term growth of the organization. Employee engagement is advantageous because it works as a fuel for smooth functioning. Employee engagement is vital for enhancing the productivity of the organization and improving retention rates. It also promotes lower absenteeism, prevents dissatisfaction, and ensures loyalty from the employees (Turner and Turner, 2020). Employees who are highly engaged produce a better quality of work, remain motivated towards a shared goal, and perform tasks with the same amount of dedication and precision. Furthermore, an engaged workforce works harder with great enthusiasm and the urge to work faster results in the development of an emotional connection with the organization and instils a sense of responsibility that pushes individuals to willingly align goals with the company and go above and beyond for task completion (Goestjahjanti et al., 2020).
The employee lifecycle is the way by which an organization assesses how an employee engages with the company. It helps in identifying the stages of employee experiences at work to learn about each phase and plan strategies for improvements (Singh 2019). Learning about employee journeys helps companies understand how top talents can be recruited for an organization and identify the challenges encountered. The stage of attraction is the initial stage of the employee lifecycle in which individuals learn about potential organizations. It is the stage in which organizations find out about the right people that fit with the culture, ethos, and business goals (Acikgoz  2019). Another stage of the employee lifecycle is the process of recruitment, which alludes to the overall process of drawing up and shortlisting the appropriate possibility of employment in an organization. In addition, it is the first step in building human capital for an organization that involves locating and hiring the best employees. HR prepares the job requisition into a job description communicating the role and responsibility of the prospective candidate (Pessach 2020). Employee onboarding is the process in which individuals matching the job requirements get familiar with the organization and integrate into the new roles and responsibilities. However, finding the best candidate is a crucial part of establishing an effective and robust team, and in this process, hired individuals are introduced into the organization's environment and culture (Sibisi and Kappers, 2022). Development is another critical stage of the employee lifecycle in which employees are allowed to grow professionally through developmental and training opportunities. The HR department is responsible for ensuring employees have the appropriate skills and abilities to perform the job by which challenges are also minimized. In this stage, hired individuals' existing competencies and skills are improved to support the growth of an organization. The development stage of the employee lifecycle is significant because it allows one to attain appropriate skills and capabilities by which productivity can be enhanced (Iis et al., 2022). The main goal of an organization is to retain productive and talented individuals to ensure the smooth running of organizational operations. Retention of employees is another essential focus of the HR department to promote a positive work environment and promote engagement. It is vital for the organization to retain its employees in order to mitigate employee turnover risks (Singh 2019). The last stage of the employee lifecycle is separation, and in this stage, the employee that has planned on leaving the company is exited in a properly structured manner. This stage is taken into account by the HR department. Employee separation refers to the end of an employee's relationship with the company (Kwon and Park, 2019).
Like any other business, Hilton Hotels pays particular attention to the employee lifecycle while managing individuals of Generation Z. These people, who were born between 1995 and 2010, bring a fresh set of expectations, beliefs, and abilities to the workplace. Only by recognizing and catering to the needs of its staff at all career levels will Hilton be able to flourish. As Hilton expands its staff, recruiting Gen Z and millennial workers is a top goal. Conducting recruitment efforts online is essential due to their high degree of technology competence and propensity for online contact (Dixit and Narendran, 2019). Since millennial and Generation Z workers want quick integration, clearly defined roles, and possibilities for growth, it is crucial to have a seamless onboarding process once they are hired. Providing Gen Z employees with options for career growth and promotion is essential to keeping them on board. Consistent feedback and the possibility of professional advancement inside Hilton help to maintain employee engagement.


Hilton Hotels employs a variety of strategies to actively include Generation Z employees. Because Hilton is aware of the unique preferences and needs of today's youngsters, it leverages technology for digital contact. To encourage information exchange and the transmission of company news, they provide millennial employees with internet communication platforms. Employers are attempting to help millennials and Generation Z workers reach a happy medium via a variety of strategies, two of which include remote work and flexible scheduling. Hilton has put in place a variety of learning and development programs, including online training courses and mentorship opportunities, to meet the demand for personal and professional growth shared by members of Generation Z. Strong social responsibility values are associated with Generation Z, and these values are aligned with goal-driven endeavours like sustainability and community involvement (Nagori, 2019). Regular sharing of compliments and acknowledgements helps to build a sense of belonging and value.
Wherein Generation Z falls in the job lifecycle is significantly connected with their degree of happiness at Hilton Hotels. Since Hilton is aware that Gen Z employees desire to continue learning and developing throughout their careers, the firm gives them many opportunities to do so. The company meets the ambitions of millennial and Generation Z employees by offering them regular reviews, prospects for advancement, and a clear career path (Presbitero, 2017). To preserve work satisfaction, Gen Z employees must be actively engaged and retained. When employees get frequent feedback, take part in mentorship programs, and have access to flexible work hours, they are more committed to their jobs.
[bookmark: _Toc148498018]Conclusion
Professional development is a top priority for Generation Z workers. Hilton helps them achieve their goals for professional progress by giving them access to online training resources and opportunities. Workers in Generation Z are more inclined to stay with a firm that encourages inclusiveness and diversity. In order to support the physical and mental health of its Generation Z employees, Hilton also provides wellness programs and services. Hilton guarantees that the value of its Gen Z employees' experience is kept long after they leave the firm by establishing alumni networks. Hilton's all-encompassing strategy for managing the employee lifecycle has made Gen Z employees happier.
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