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ESSAY: How to engage Generation Z employees throughout the employee lifecycle?
Modern organisations' fast-paced, ever-changing worlds need HR departments. This study examines how to engage Generation Z employees at a large hotel throughout their careers. Attraction, hiring, onboarding, development, retention, and separation are explored, as well as the function of human resources in engagement and Generation Z's unique features. An engagement model and hotel examples are given to demonstrate its application. Engagement impacts productivity, work happiness, and performance, which impacts organisational success. Guest pleasure is vital to a hotel's success. Generation Z is worth examining because of their technology skills, self-employment, the quest for meaningful work, and dedication to diversity and inclusion. With this data, hotels may use industry-specific guest engagement strategies. The essay emphasises the advantages of an engaged workforce. Engaged teams are more productive and cost-effective because members stay longer and are more innovative. Our well-organized piece discusses Generation Z-friendly hiring, onboarding, continuous training and development, keeping great workers, and letting them leave. A deployment strategy and hotel case studies using engagement are discussed. This piece finishes with tips for maintaining Generation Z personnel throughout a hotel's career. 
HR's ability to engage employees is crucial to creating a productive, motivated, and happy staff (Ulrich, 2020). Human resources, sometimes known as HR, is responsible for facilitating communication between upper-level management and employees to increase morale and output. One of HR's primary roles is the development of policies and methods intended to increase participation on the part of employees. Human resources professionals are accountable for creating compensation, benefits, and performance targets that reflect the values and goals of the company as a whole. Human resources is also essential during the hiring and onboarding processes. Candidates must not only possess the necessary skills for the position, but they must also be a good cultural and values match for the company. Human resources has the power to set the tone for an employee's whole time at work by offering a positive onboarding experience (Balouei Jamkhaneh, Shahin, Parkouhi and Shahin, 2022). Human resources departments also oversee training and development programmes for workers. This helps foster an environment where employees are encouraged to continually enhance their skills and contribute to the company's success. 
Generation Z—born in the late 1990s and early 2010s—has its own beliefs and career goals. These include a knack for technology, entrepreneurship, and a desire to make a difference (Nicholas, 2020). As a result of having grown up with technology at their disposal, members of Generation Z are adept at using it for a variety of purposes, including personal and professional ones. Freelancing and innovative problem-solving are entrepreneurial traits that can only benefit established firms. Generation Z values significance in work and seeks firms and groups that share their values and provide opportunities to improve society or the environment. Characteristics of this generation's workforce, such as its commitment to diversity and inclusion, short attention span, social awareness, need for flexibility, and preference for digital communication, impact how organisations deal with and accommodate members of this generation's workforce (Schenarts, 2020). Businesses may improve their chances of attracting and retaining Generation Z employees by establishing a work environment that speaks to the aspirations and beliefs of Generation Z workers while also making the most of the talents and perspectives that Generation Z workers bring to the table. This can be accomplished by recognising and adapting the characteristics that Generation Z workers possess.
Teams are essential to a happy workplace, increased production, and company objectives. Each approach to team engagement has its rewards (Cui, 2021). The success of every team relies on constant, honest communication. Encourage idea exchange, listening, and feedback. Team members feel more involved and respected, and they learn about business advancements. Simply recognising and praising team members' contributions motivates them (Robinson and Bowman, 2022). Give verbal or written praise for big and minor achievements. People work harder when they feel appreciated.
Promote collaboration by facilitating ideas and information sharing. Formal and informal team-building activities may increase communication and cooperation by creating trust and camaraderie (Xu and He, 2022). Active teams boost their organisations. They are more productive, creative, and determined. Team members work harder towards objectives when they feel like they're making a difference. Engaged teams lower turnover, saving money on recruiting and retraining new hires. A pleasant work environment generated by an engaged crew may strengthen the company's market status and appeal to top prospects. Overall, teamwork benefits the organisation and its employees.
A thorough model of the employee lifecycle shows how employees grow through their careers (Morri, Alvarez and Barney, 2021). From talent recruitment through departure, each of these stages shapes the employee's experience and the organization's success. Examine the employment ladder's rungs:
The employee lifecycle starts with the attraction phase, which focuses on drawing eligible people to the organisation. Employer branding, marketing, and a strong online and offline presence are needed to attract top talent (Gladka, Fedorova and Dohadailo, 2022). Writing compelling job descriptions, promoting the company's values and culture, and advertising opportunities on online job boards, social media, and career fairs are crucial.
[image: ]
Figure 1: Employee Lifecycle; Source: (Ayodele, 2022)
Recruitment involves selecting and hiring competent candidates. It involves screening applications, interviewing them, and hiring the best candidate. Systematic recruitment may evaluate candidates' experience, education, and cultural fit. Make a positive first impression and enhance the chances of attracting top talent by giving prospects a pleasant experience during this stage (Houde et al., 2021)
Onboarding begins upon hiring a candidate. The tone set during onboarding typically lasts. An effective onboarding process introduces new hires to the company's beliefs, practises, and job requirements. Workers feel involved, informed, and eager to help the organisation succeed (Chillakuri, 2020.). Engaging in onboarding programmes may reduce turnover by making new staff feel welcome and valued.
This phase helps employees improve their skills and professions. It provides training, coaching, and professional progression at this level. Training and progression promote employee competency, morale, and loyalty. When creating development courses, from technical training to leadership training, individual and group needs must be considered. Employee retention strategies are crucial for retaining top talent throughout the lifespan of a company (Ramapriya and Sudhamathi, 2020). It includes solving employee issues, praising success, and creating a happy work environment. Engaged workers are less likely to quit, saving companies money.
One of the last stages of an employee's career is separation, which may be caused by retirement, termination, or resignation. It's unusual to work so hard to end relationships well, but it's essential. Departure interviews and other offboarding input may improve a company's culture. The way an individual is fired may affect future rehire or referral chances.
To maximise each step of the employment lifecycle, engage employees at crucial periods. Throughout the hiring process, employers must pursue top talent and cultural fit. Good onboarding boosts employee engagement by offering new workers community and direction straight away (Pothukuchi, Kota and Mallikarjunaradhya, 2023). Growth opportunities make employees more loyal to the organisation. By nurturing the employee-employer relationship, retention tactics boost engagement. In conclusion, companies that wish to attract, retain, and develop their employees must understand and manage the employee lifecycle. Employee engagement at every stage of the business cycle may boost employee satisfaction, productivity, and retention.
Including my staff is one of my top priorities as a leader. I've established many courses and events targeted to their interests to boost team cohesiveness and excitement.
First, I've established communication and suggestion channels. Team members are encouraged to provide comments during meetings. I listen carefully to my employees and always let them speak. Honest and open communication keeps everyone informed and makes team members feel valued.
One of my most essential routines is applauding worker accomplishments. A simple "thank you" or public recognition for outstanding work is always my method of acknowledging their efforts. An employee recognition programme has been particularly successful in rewarding and inspiring staff and cementing the company's appreciation culture (King and Martin, 2021).
I also value professional progress. I help my team members advance their professions by offering courses and certifications. By offering professional development opportunities, I want to demonstrate my commitment to their success. I must prioritise my staff's requirements via open communication, public appreciation, training, group bonding, and flexible scheduling to keep them engaged. When creating development courses, from technical training to leadership training, individual and group needs must be considered. Employee retention strategies are crucial for retaining top talent throughout the lifespan of a company. To motivate, retain, and motivate our staff, an employee engagement model like the Engagement Pyramid is used here. The Satisfaction level of the model emphasises the need for regular team member feedback to identify opportunities for improvement in fundamental requirements like fair pay and a safe workplace (Pincus, 2022). Providing these needs and promoting work-life balance boosts participation.
Official recognition programmes would be created to recognise outstanding performance and provide staff with lots of professional development opportunities at the Engagement level. The capacity of human resources to encourage and inspire workers is critical to building a high-performing organisation (Ulrich, 2020). Human resources, sometimes known as HR, is in charge of improving morale and productivity through enhancing communication between management and workers. One of HR's main responsibilities is crafting programmes and practises that encourage more input from workers.These activities motivate and develop employees personally and professionally. Team-building activities tailored to our group's interests may boost collaboration, trust, and togetherness.
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Figure 2: Engagement Pyramid; Source: (Roll, Dolan and Rajak, 2021)
Finally, financing leadership development activities at the Advocacy level empowers team members to lead, fostering pride and responsibility in the organisation. Encouraging team engagement in community or industry initiatives may demonstrate our company's competency and reputation.
This strategy may provide all stakeholders with a voice in decision-making by routinely analysing crucial engagement metrics, maintaining open communication, and organising an engagement committee. Team morale, productivity, and corporate loyalty would be increased by using the Engagement Pyramid.
These examples from several industries demonstrate how employee engagement efforts have worked. Google's employee engagement strategy is pioneering for good reason. Their advantages include on-site medical care, catered meals, and flexible scheduling. Google gives employees "20% time" each week to work on their projects to promote creativity and independence (Equity, 2020). Google is known as a great workplace because of this strategy.
Marriott International, Inc. Marriott has a significant employee participation initiative called "Spirit to Serve Our Communities." Staff members get paid time off to volunteer in the community. This endeavour boosts Marriott's social responsibility and employee engagement.
Zappos prioritises employee happiness and company culture. They spend much on employee education and encourage them to make the workplace a pleasant environment. They live by the slogan, "Deliver WOW through service," across the firm (Yohn, 2020).
These business-specific case studies demonstrate that successful employee engagement approaches may be tailored to each company's aims. According to Clack (2021), these organisations demonstrate how employee engagement can excite workers and boost profits via inventive rewards, community involvement, a wonderful workplace culture, and social responsibility.
Human resource managers are responsible for establishing pay, benefits, and performance objectives that are aligned with the organisation as a whole. When it comes to recruiting new employees and getting them set up for success, human resources is also crucial. Candidates should be a good cultural and values fit for the organisation and have the required abilities for the role. In conclusion, today's competitive market requires companies to prioritise employee engagement above employee lifespan. By learning about and adapting to Generation Z, adopting proven engagement tactics, and using models like the Engagement Pyramid, organisations can build highly motivated and dedicated staff. The genuine benefits of these engagement practices are proven by industry examples, which vary from higher productivity and creativity to better employee retention and a better reputation for the business as a whole. These advantages can be seen across a variety of industries. Long-term corporate success depends on employee engagement.
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