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How to engage employees (Generation Ys or Generation Zs) throughout the employee lifecycle?
If the United Kingdom's Trinity Hotel is serious about retaining millennial and Gen Z employees, its human resources department will need to adopt innovative policies and practises. Members of Generation X and Generation Y are distinguished by their openness to new ideas and technology, as well as their emphasis on work-life balance and career progression. Jobs that are presented honestly, have room for growth, and use social media are more likely to draw skilled candidates. Throughout the hiring process, the hotel's core values should be drilled into new hires, and opportunities for mentorship and input into hotel operations should be provided (Bardhan, 2022). Employees may be kept invested in their professions in a variety of ways, including via regular feedback, the promotion of lifelong learning through digital platforms, and the provision of flexible scheduling alternatives. Furthermore, it may be possible to appeal to the aims and aspirations of Generation Y and Generation Z employees by emphasising recognition and reward, promoting diversity and inclusion in the workplace, and pushing to encourage innovation.
Trinity Hotel, UK's human resources department plays a crucial role in maintaining a productive and pleasant workplace for its workers. The ability to identify and attract top talent is a critical part of HR's function. The HR team at Trinity Hotel is tasked with finding and hiring people that not only meet the technical requirements but also share the company's guiding principles. New hires who are a good match for the company's culture are more likely to invest themselves in their job and the company as a whole right away.
In addition, it is HR's responsibility to establish efficient procedures for new hire orientation. New employees benefit from a smoother transition into the company, more clarity about their duties and responsibilities, and stronger bonds with their co-workers when an effective onboarding programme is in place (Carpenter, and Carpenter, 2021). This kind of involvement in the outset may set the tone for a successful career. Human resources is also critical in creating and delivering training and development opportunities for workers (Card, and Ransom, 2017). Training, mentoring, and other career advancement options show that the company values its workers and wants to see them succeed. Employees who are invested in their careers and the success of the organisation as a whole are more inclined to give their all to their job.
Human resources also plays an important role in improving interactions between employers and employees. Human resources experts act as mediators, handle employee problems, and establish lines of communication (Armstrong, and Taylor, 2020). Human resources helps boost morale by creating a welcoming workplace full of mutual respect and encouragement. Trinity Hotel's HR department also has to keep an eye on morale by conducting surveys and holding frequent meetings with staff. With this data in hand, they can anticipate problems and take measures to boost morale and productivity. Human resources acts as a conduit between upper management and staff, facilitating communication and resolving issues that arise from either side (Hyman, 2018).
Trinity Hotel, UK's human resources department plays a diverse role in employee engagement, from hiring and orientation to training and resolving conflicts. Human resources' focus on employees' happiness and fulfilment in their work helps foster an environment that is conducive to high output and satisfied customers.
Generation Y, sometimes known as millennials, may be identified by their unique traits in the environment of the Trinity Hotel in London, England. This generation, roughly spanning the years 1980 and 2000, places a higher importance on having fun than on accumulating things. Guests of Generation Y at Trinity Hotel are looking for one-of-a-kind, tailor-made activities that reflect their interests and ideals. They like to use digital channels for all aspects of the hotel experience, including booking, checking in, and using the facilities (Dollins, and Stemmle, 2021). Sustainability and environmental awareness are also highly valued by members of Generation Y. The eco-friendly policies and efficient energy use at Trinity Hotel are quite popular with millennials. They are on the lookout for lodgings that share their commitment to sustainability.
Also important to this generation is convenience and adaptability. Trinity Hotel is able to accommodate guests with varied arrival and departure hours, mobile check-in choices, and a variety of amenities that can be accessed from a guest's smartphone (Mattox, 2016). Trinity Hotel may appeal to the interests of the millennial generation by forming connections with other area companies and expanding its selection of genuine, diversified local experiences and delectable cuisine. Moreover, members of Generation Y value interaction with others and online community (Kühnen, 2021). Events, communal areas, and chances to make connections are just some of the ways in which the Trinity Hotel may encourage guests to get to know one another. Sharing moments with visitors and encouraging them to do the same might help satisfy their need to feel connected to others. Trinity Hotel can better meet the needs of Generation Y customers by learning about and adapting to these traits.
Fostering a healthy work atmosphere, encouraging cooperation, recognising and rewarding staff, supporting professional growth, and keeping open communication channels are all essential components to engaging a team at Trinity Hotel, UK. Establishing a constructive atmosphere at work is a priority number one (Friedman, 2012). This may be completed through encouraging group cohesion, trust, and regard. Facilitating open lines of communication and attentive listening may aid in the speedy resolution of problems and the development of a feeling of community among workers. Working together is another essential part of having a fully engaged staff. Employees may be motivated to collaborate, exchange ideas, and build on one another's skills by participating in cross-functional projects, brainstorming sessions, and other types of group activities facilitated by management (Ringo, 2020). This kind of cooperation not only boosts efficiency, but also fosters a spirit of cooperation and friendship among workers.
Employees are more invested in their job when they feel their efforts have been acknowledged and rewarded. Employee morale and productivity may both benefit from public and private recognition of exceptional work performance on a regular basis (Graban, and Toussaint, 2018). A company that invests in its personnel by offering training, seminars, and advancement chances is showing its employees that they value them and encouraging them to grow professionally. Keeping lines of communication open and honest is crucial for keeping a team interested and involved. Employees are given the opportunity to voice their concerns, ask questions, and get a better understanding of their roles and responsibilities when they participate in regular team meetings, one-on-one conversations, and feedback sessions. By allowing everyone a voice, team members learn to trust one another and feel welcome (Macey, and Fink, 2020).
Trinity Hotel, UK's staff engagement benefits are extensive. The level of service and happiness provided to customers increases when workers are enthusiastic about their work and invested in its success. Having fewer staff leave for greener pastures also helps keep costs down, as does fostering a supportive workplace culture where employees feel valued (Gallagher, 2016). The hotel's development and performance in the cutthroat hospitality business are driven, in large part, by the level of employee engagement across the organisation. When employees at Trinity Hotel, UK are committed to one another, they are more likely to work together towards common objectives and create a positive and peaceful workplace (Ringard, 2020).
Trinity Hotel, located in the United Kingdom, has a comprehensive employee lifecycle programme designed to attract, develop, and retain the best employees. It includes many crucial steps that guarantee the hotel staff is not just competent but also enthusiastic and dedicated to providing excellent service to guests.
Recruiting new workers is the first step in the employment lifecycle, often known as "Attraction." Trinity Hotel is committed to building a powerful employer brand and is actively recruiting via a number of channels (Stadter, 2014). They advertise their beliefs, work environment, and dedication to employee growth in an effort to attract people who share their vision.
The "Recruitment" stage begins after first attraction. Trinity Hotel has a thorough screening procedure to find the best possible employees. To guarantee they're hiring the most qualified candidates, they do interviews, evaluate their talents, and think about how they'll mesh with the existing team dynamic.
After being hired, new employees enter what is known as the "Onboarding" phase. Trinity Hotel is committed to helping new hires adjust quickly and easily to their new positions (Dollins, and Stemmle, 2021). The firm provides in-depth orientation programmes that acquaint new hires with their co-workers and the organisation's rules, processes, and expectations.
After a successful onboarding process, the next step is "Development." The Trinity Hotel is committed to its employees' personal and professional development. To assist workers, realise their full potential, the company offers a variety of training, mentoring, and professional development options.
Trinity Hotel places a premium on the "Retention" stage of the employment lifecycle. They recognise that it is just as crucial to retain great workers as it is to recruit new ones. They invest in their employees by providing a competitive salary, comprehensive benefits, and a pleasant workplace.
The "Separation" phase, if required, is handled last but not least with professionalism and dignity. Trinity Hotel understands that workers may inevitably leave for other jobs or retire, and they make every effort to ensure a seamless transition and continue to foster great connections even after staff members have left (Marchington, and Wilkinson, 2016).
In conclusion, the UK's Trinity Hotel manages the job process in a way that considers the whole person. They care about their employees and want them to succeed professionally and personally. This shows in how they treat them from the time they apply for a job until they leave.
There are several ways in which Trinity Hotel may encourage teamwork and productivity among its employees. To begin with, it is important to organise frequent team-building events to encourage staff to connect and work cohesively. Team lunches, outdoor getaways, and friendly contests are all great examples of activities that may be used to boost morale and teamwork within an organisation.
Open and honest lines of communication are another powerful tool. property management may keep staff apprised of progress towards and resolution of problems with the property by holding frequent meetings (Murton, Inman, O’Sullivan, 2010). Employees are more likely to make contributions and show initiative when they believe their voices are being heard and respected.
For a team to be fully invested, they need to feel appreciated and rewarded. Trinity Hotel might establish a programme to honour its staff for their exceptional work and significant achievements. Rewards might be anything from a monthly stipend or a one-time incentive to a simple gesture of gratitude for a job well done.
A company that cares about its employees will provide them with opportunity to advance in their careers (Gupta, 2019). Staff employees may benefit greatly from the hotel's provision of training opportunities including seminars and workshops, as well as financial aid for further education.
Lastly, encouraging staff participation in decision-making and actively soliciting their feedback on how to enhance hotel operations may give workers a sense of agency and pride in their work (Nikolova, 2019). Employee engagement and satisfaction may be greatly increased when workers realise that their suggestions are heard and taken into consideration.
Employee involvement is important for an organization's growth, and the Gallup Q12 model is a good way to do it. The model's 12 central questions probe many facets of workers' dedication to the company. There are a few different ways to put this idea into action (Torrington et al., 2020). To begin measuring and tracking employee engagement levels over time, organisations should conduct frequent surveys asking the 12 questions listed above.
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Figure: Gallup Q12TM Engagement Model
Source: Author.
In the technology business, for example, a top company like Google uses the Gallup Q12 model to measure how engaged its employees are. In order to learn how their workers, feel about things like job security, flexibility in scheduling, and advancement prospects, they conduct surveys. Employing novel benefits like on-site creche and flexible work arrangements, as well as figuring out where improvements can be made, are just a few ways Google uses this information to increase employee engagement (Nel, 2018).
In addition, businesses may assess their standing in the market by comparing their performance to that of rivals in the same sector. When trying to figure out where they stand in relation to market giants like Amazon and Walmart, a retail firm could look at their engagement numbers. Finally, a firm resolve to respond to input is essential for success when using the Gallup Q12 approach. Action plans may be established by organisations based on survey findings, with staff participation encouraging a feeling of ownership and responsibility (Thompsen, 2019). Increased employee engagement, as measured by the Gallup Q12 model, is linked to higher levels of productivity and job satisfaction for businesses of all sizes and in a wide range of sectors.


References
Armstrong, M. and Taylor, S. (2020) Armstrong’s handbook of human resource management practice. 15th edition. London, United Kingdom ;: KoganPage.
Bardhan, S. (2022) “Engaging employees with positivity,” Research Anthology on Changing Dynamics of Diversity and Safety in the Workforce, pp. 1731–1743.
Card, D. and Ransom, M. (2017) Pension plan characteristics and framing effects in employee savings behaviour. Cambridge, Mass: National Bureau of Economic Research.
Carpenter, T. and Carpenter, J. (2021) People First: The 5 steps to Pure Human Connection and a thriving organization. New York: Post Hill Press.
Dollins, M. and Stemmle, J. (2021) “Employee communication measurement,” Engaging Employees through Strategic Communication, pp. 59–75. 
Dollins, M. and Stemmle, J. (2021) “The evolution of employee communication to employee engagement,” Engaging Employees through Strategic Communication, pp. 197–212. 
Friedman, A. (2012) Continuing professional development: lifelong learning of millions. London: Routledge.
Gallagher, K. (2016) Essential study and employment skills for business and management students. Oxford: Oxford University Press.
Graban, M. and Toussaint, J. (2018) “Engaging and leading employees,” Lean Hospitals, pp. 237–269. 
Gupta, S. (2019) “Challenges faced by Adecco Employees in handling employee lifecycle.” SSRN Electronic Journal [Preprint]. 
Hyman, J. (2018) “Empowering and engaging employees?,” Employee Voice and Participation, pp. 107–119.
Kühnen, U. (2021) “Engaging employees through corporate social responsibility programs: Aligning Corporate Social Responsibility and employee engagement,” Journal of Organizational Psychology, 21(1). 
Macey, W.H. and Fink, A.A. (2020) Employee surveys and sensing: Challenges and opportunities. New York, NY: Oxford University Press.
Marchington, M. and Wilkinson, A. (2016) Human resource management at work. 6th ed. London: Chartered Institute of Personnel and Development.
Mattox, J.R. (2016) Learning analytics. London: Kogan Page.
Murton, A,. Inman, M., O’Sullivan, N. (2010) Unlocking Human Resource Management, Hodder Education.
Nel, J.H. (2018) “Framework for engaging unionised employees,” The Art of Engaging Unionised Employees, pp. 81–99. 
Nikolova, I. (2019) “Engaging leader – engaged employees? A cross-lagged study on employee engagement,” European Management Journal, 37(6), pp. 772–783.
Ringard, J. (2020) How people engagement, innovation and performance will transform the world of work. New York: Kogan Page Inc.
Ringo, T. (2020) Solving the productivity puzzle: How to engage, motivate and develop employees to improve individual and business performance. London: Kogan Page Inc.
Stadter, F. (2014) The role of learning and development in Employer Brand Practices. Scholarly Commons.
Thompsen, J.A. (2019) Managing the employee lifecycle. London: Routledge.
Torrington, D, Hall, L, Atkinson, C, & Taylor, S (2020), Human Resource Management PDF EBook, Pearson Education, Limited, Harlow. 
2

image1.png
Gallup Q12™ A

can we
Engagement grow?
Hierarchy
Do | belong? Teamwork
Management Support

What do | give?

What do | get? Basic Needs





