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Intercontinental London is one of the largest hotels in London and is situated on the Greenwich Peninsula. This a modern luxury hotel which offers a spa, dining and a nice view of the river and O2 from the rooms. The hotel rooms have an ensuite washroom, a flat-screen TV, air conditioning and 24-hour room service available for the guests. The whole essay will describe how the hotel will engage its Generation Z employees in the employee life cycle (Cannings and Hills, 2015). Generation Z are called those people who were born in this 15-year lifetime and have the same sense about politics, social life and technology. Those people were born during the fourth industrial revolution and they strictly believe in social security, diversity and autonomy. This essay will include the role of Human resources in engaging employees, the characteristics of Generation Z, the advantages of engaging employees, the employee lifecycle, how human resources will engage the employee in the team, an employee engagement model with the implementation and a real-life example on Intercontinental London hotel (Dolot, 2018).
The main role of HR is to engage its employees to achieve the main goal of the company. HR ensure Employee Engagement by measuring how the employees are being fulfilled and connected to the business and achieving its success and goal. Some factors affect the employee engagement in the workplace. They should develop a culture of engaging the employees in the workforce (Gaidhani et al, 2019). The HR should first develop communication with the employees to know more about their demands and needs. The HR should establish a clear goal for the employees and pursue them to achieve its goal. Focus on the strengths and weaknesses of the employees and train them to improve their weaknesses to make them strong. The HR can develop an environment to consider the performance as incentive-based which will motivate them to give the best services. The HR should ask the managers to motivate and relate to the company goal. Teach the employees about execution and management, ensure flexibility so that the employees can balance their work-life, provide educational instruments so that they can improve themselves and build strong communication skills with the employees so that the relationship with the HR and the employees will remain strong (Goh and Lee, 2018).
Generation Z are called those who were born from 1997-2012. Most of the employees who are joining the workforce are from Generation Z. This generation has some special characteristics that make them special. The first characteristic of Generation Z is that they are the first digital natives of the world. They are the native users of technology. They were born when the world was seeing the Industrial Revolution, technological advancement, and social media explosion and became digital pioneers (Gladka et al, 2022). Most of the Gen Z have seen that their parents were struggling due to the financial recession of 2006-2007. This made them pragmatic and security was ensured. They were shaped by the economic pressure so they became financially minded. They became very involved with the technology. They are the generation who have shown the most technological advancement and they use it. Mobile phones and internet use have increased among Generation Z. They are very keen to know more about the new features of the society and world. They love to learn new things and cope with them (Kishore, 2019). They want to explore new roles and duties and try to adjust to them. They can know more about many options before they settle down on one chosen option. They want to know the experience of the real-life user rather than the celebrity recommendations. This generation is politically very advanced and they are very conscious about their rights and other people’s lives. They want to balance their work-life and they love to travel to many countries and explore many new places (Lopez-Cabrales et al, 2017). They often do not know what they need in a new setting. Most importantly they like to have conversations more in person rather than any medium of social media.
Engaging Generation Z in the workforce is very easy for HR. This generation is the most progressive and they how to deal with the problem. This generation has seen many economic downturns so they want to be economically free. They know how to convince the employers to recruit themselves. As this generation are very much into gathering new experience, the HR of the hotel can give them many new role and goal to achieve (Lee and Lim, 2023). The HR of the hotel can take some steps to engage this generation in the hotel workforce. Generation Z want to work in a positive work culture. The hotel HR must ensure that the hotel has a positive work culture for its Generation Z. They want to work in those forces which offer diversity, inclusion and equity in the hotel. They are very much conscious of their rights. About 83% of the candidate want a workplace who have equity in the workplace (Jay Liebowitz PhD, 2015). This HR should include that it engages Generation Z in all decision-making activities and ensure that their voices and opinions are highly valued. Gen Z is highly attached to technology. Even they search for them online. They want to work in those fields in which there is a scope for using technology. The Intercontinental Hotel is highly technology-based. It has auto secured room. Gen Z uses their technological knowledge for the improvement of hotel security and gives the best technology-based service towards its guests. Leveraging automation tools and upgrading the system can attract Gen Z to work more strategically (Monks, et al, 2013). This generation wants their perception should be valued. Around 80% of employees want to work in those offices where their perceptions are highly valued and reflected in the workplace. They want to balance their work life. They want to work in those sectors which will give them a flexible time of working. So, the HR of the hotel can give an eight-hour day or night shift to this generation of employees. They should give off day to their employees and a flexible time of working.
The more employees become engaged in the hotel, the more it will give the best service to its guests (Macey and Schneider, 2018). As these Gen Z have seen that their perception is highly valued, the hotel has flexible working hours and provides them with enough salary according to their need this will help the hotel to grow more and becomes the best service-giving hotel in the town.  
The employee life cycle helps to identify the employee and employer relationship within the organization. The employee life cycle of Gen Z comprised of attraction, recruitment, onboarding, development, retention and separation. Attraction is the first stage for employers. In that stage, the employers want to attract employees by posting their job vacancies. The hotel can post for the vacancy on many social media platforms such as -Facebook, LinkedIn and many online job searching apps which will help to find the most employees from Gen Z as they use these platforms to search for their jobs. Recruitment is the process of finding the right people for the right job. The hotel should post their job with the requirements that they want from the employees and it will help them to tailor the candidates (Nisar et al, 2021). Such as they will disclose the matter that they want those from Gen Z who have a professional degree in hospitality management. Onboarding is the process that starts after the recruitment of the employees. In that stage, the HR tells the selected employees about their roles and duties in the hotel with their goals. Gen Z is highly enthusiastic about working in a new environment and wants to take on challenges (Park et al, 2019). This will help the HR of the hotel to recruit and make them understand the guests’ service, their working hours, salaries and many other basic duties. Retention often happens if the hotel fails to keep its word towards its employees. Gen Z is very much updated about their rights. If the hotel does not create a stable work environment. Most of them will stop working in the hotel. It will increase the cost and have to spend a lot of time recruiting new employees again. The best way to avoid retention is for the hotel to make its employees happy and help them achieve the hotel’s goal. Separation is not the end of the relationship between the employers and employees of the hotel. The end must be a happy ending (Peisl and Shah, 2019). Gen Z is updated for the time being. They want to gather new experiences also they want to grab new challenges. The hotel needs to arrange a training program to increase the capacity of this generation. Also, if the behaviour and work environment of the hotel is cooperative, these employees must come back to serve the guest at their best.
As an HR employer, the main duty is to engage these employees with the company goal and help them to achieve it. This is a large and luxurious hotel. It has used many advanced technologies to make it more comfortable for the guests. HR always try to recruit Gen Z employees as they are technically very advanced (Richards et al, 2018). This generation has deeper knowledge about technology. Also, the HR should declare their duties and responsibilities just after they join the hotel. Always try to convince this generation of employees that they are part of the hotel and their perception towards the hotel is very important. The HR should give the employees a flexible work time so that they can switch their roles when they need to. The working hours must be selected first so that they can enjoy their family and social life. Also, there should be a scope of overtime for the employees (Soliman and Spooner, 2020). The main aim of the hotel is to give the best service to its Gen Z employees. So, HR must be very conscious so that their choices and perceptions must be highly valued. After such activities, it can be assured by the HR that the employees will be very conscious of giving the best service to the guests so that they can stay in the hotel most conveniently and make the hotel the best to stay. Also, HR can arrange some training programs for the employees to improve their qualities and help them to gather new experiences.
The hotel industry usually rises and falls according to the reviews of the customers. The review also depends on the employees of that hotel. How they treated the guests, how was the room service, how was the room along with the furniture etc. good employee engagement program always engages its employees with the work and helps them to enjoy themselves (Smither, 2013). The employee engagement program for the hotel is very tough. They have much scope to switch jobs also if they feel pressure from their workload, they quit the job. It becomes difficult for HR to find the most suitable candidates for the job. So, HR should always develop an employee engagement program to connect its employees with the workforce. The main aim of a hotel engagement program is to give the best service to its guests. For that reason, HR should improve the teamwork among the employees. They should consider themselves as a team not in the form of competitors. This will motivate them to work in a team. The employees must address their issues of bothering the authority and the authority helps them to resolve the issue. The hotel needs to be repaired continuously. The higher authority cannot determine which needs the fastest maintenance. The more employees engage with the hotel, they will give more information regarding this (Saks and Gruman, 2014). The HR can ask the employees how they can help to foster the development of the employees. It will improve their productive skills. Every hotel wants to differentiate themselves in terms of service to its guests. The combination of strong company policy and employee engagement makes the hotel different from other hotels.
The Intercontinental London Hotel can design this employee engagement model for their Gen Z employees.  They should improve their teamwork. This generation wants to work alone and achieve their dream (Thompsen, 2019). So, teamwork must be ensured. All the issues that are bothering themselves must be considered consciously by the HR and try to resolve them. Arrange some training programs to improve their capacity to give the best service and make the differentiate. Try to be technologically advanced and help them to engage in the hotel.
The hotel industry has a very competitive market. The HR needs to be very updated with the time being to improve their service and give the best service to its guests. For that reason, HR has to try its best to engage this generation in the workforce and help them achieve their goal along with the hotel’s goal (Wiastuti et al, 2020). The HR should value their perceptions toward the changes in the hotel and motivate them to engage in the decision-making process. This generation is very restless. This needs to be handled by the HR in a very strategic way.
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