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Task1: Essay
How to engage employees (Generation Z) throughout the employee life cycle?

Introduction
By 2025, generation Z will be contributing to the workforce in a significant manner hence expected to be 27% of the global workforce (Deloitte, 2024). However, on a widening gradient, a shift in demography is evidenced in the Hospitable industry; notably the food and beverages sub-sector, 35% of Gen Z are reported to be employed (Pew Research Centre, 2023). Based on their year of birth, this generation commonly referred to as Generation Z, entered the workforce with unfamiliarity with various employment practices compared to their predecessors but boasted digital literacy and certain work expectations that are proving to revolutionize formal work settings.
According to Gallup (2024), employee engagement refers to the extent to which workers and the organization are psychologically present in their work, that is the passion and focus of employees towards their organization and its objectives are getting higher in the hospitality industry. There is high turnover has become an acute problem within the industry with average turnover standing at 73.8 annually (Bureau of Labor Statistics, 2024). This paper establishes that as Generation Z gains employment in the hospitality industry, management must consider changes across the employee life-cycle in employee engagement approaches in order to attract, develop and retain this all-digital generation all while optimising their strengths in the F&B segment.

Main Body
Understanding Generation Z
Generation Z is often described as being between 1997 and 2012, meaning that they are a digital generation involved with technology in most aspects of their lives. It devotes high attention to everything that is connected with technology, and it expects constant digital communication in work and effective working online tools (Nguyen Ngoc et al., 2022). They do value work-life balance immensely especially having observed the consequences of burnout of previous generations and do not favour structured childhood (Chillakuri, 2020). Another fundamental component of the culture is also the social responsibility, generational Z is generally more sympathetic toward the organizations which support causes such as ecological sustainability and social justice, there will always be a necessity for companies to be ethically obedient to some professional show off. Further, Gen-Z does not like complex and formal organizational communication styles but instead seeks actual, honest, clear and real-time communication. Frequent multitasking and interest in visual messages indicate that people should be kept engaged and communicated with shortly and using images. Through an entrepreneurial lens, this generation also attaches high value to self-organised work and career progression in core line with financial rewards and self-actualisation, therefore, creating personalised work experiences remains a dominant approach to engaging and retaining this generation at work (MELP Team, 2024). ​
The role of HR in employee engagement
HR department becomes the main one for employee engagement particularly regarding Generation Z which is characterised by specific features. As a strategic partner, HR facilitates having engaged employees through their skills in recruitment and management of people in the hotel (Bellinder, 2024). It shows that through the cultivation of a positive workers’ culture, the HR departments can create a workplace environment that can easily appeal to the self-orientation of Gen Z and ensure that they align with the goal of that they can positively impact society with fair practices as well. Wellness programs and diversity, as well as inclusion, comprise the proper retention tools for Gen Z employees. This makes it necessary for HR to evaluate engagement scores frequently to be able to make the necessary changes to the strategies used in the organization about the needs of the workforce. Another aspect that Gen Z values is technology, so when applying changes to the HR area, like digital onboarding and work-from-home opportunities, the department will benefit as well (Pandita and Kumar, 2022). The HR plays the middle ground between the management team and the employees to ensure that Gen Z has proper communication on growth opportunities and prospects making the organization of choice for members of the generation.
Employee lifecycle engagement strategies
Engaging Generation Z at the workplace implies that the strategies for covering the four stages in the employee engagement lifecycle need the leadership’s strategic direction depending on the generation’s preferences and expectations in the hospitality industry.
The first stage of this lifecycle is attraction. Promising approaches to modern talent attraction can be described as digital First employer branding drastically different from the past approaches. Nearly eighty-three percent of Generation Z candidates use social networks to gather information about employers (Linkedin, 2024). Marriott International is a good example through their #MarriottJobsChallenge recruitment sting on TikTok that generated over 5.2 million views and boosted Gen Z applicants by 77% (Lentini, 2022). Companies stating, they are using the technology or addressing sustainability have a 64% higher likelihood of Gen Z applying (Dabak et al., 2022).  Nearly 91% of Gen Z applicants have attributed their decisions to employment opportunities in the hospitality industry to clarity of career paths (Deloitte, 2024).
The second stage of this lifecycle is the recruitment strategy. The traditional course of recruitment has evolved in a way to meet Gen Z’s expectations of the digital platform. Also, Hilton attained its intended outcomes when it adopted virtual reality job try-outs: new hire turnover has been lowered by 29%, while the candidates’ satisfaction scores have been increased by 85% (Hilton, 2024). According to the PwC (2024) study, 78 percent of Generation Z wanted their applications to be mobile-friendly, and 69 percent were more engaged with video interview systems. The use of game aspects in recruitment assessments has proven rather effective where it revealed a 47% completion rate improvement and 38% qualified hiring when incorporating games into the assessment. Due to organizational values and development opportunities in communication during recruitment, acceptance of offers by Gen Z has increased by 52% (McKinsey & Company, 2023).
Onboarding technology is very important to ensure the integration of Gen Z in organizations. Hyatt’s digital orientation program for new hires, a training that introduced the utilization of game-based training modules, has seen new hire turnover reduced by 43% within the first 90 days (Hyatt, 2024). New hire productivity is 56% higher for the first month of a company’s implementation of a structured buddy system where millennial new hires are paired with millennial mentors. According to Gartner (2024), there is an opportunity that 30-60-90 day plans to enhance the organisation’s engagement rates by 34% among Gen Z employees.
The next stage of this lifestyle is development. Another important Gen Z work characteristic is their focus on learning and expanding their skills – for this reason, micro-learning and mobile learning have to be provided. Such platforms can provide easy and convenient access, which can be obtained more than once on demand. Opportunities for cross-training, or learning other positions within the company and having one-on-one with their managers enhance the provisions of Gen Z with their self-employment and ideas, as well as giving them highly developed skills in multiple areas relevant to the organization. For example, Four Seasons has a leadership development program where career progression is well defined – is crucial for Gen Z to stick with an organization following clear and realistic mobility schemes (EHL, 2023). This approach also addresses engagement by demonstrating concern for the development of employees.
There is another important stage which is workforce retention. The case of Ritz-Carlton proves that simple practices of frequent feedback and reward for the work done are potent elements of retention policies. Its digital recognition program has helped cut the figure: of voluntary turnover by forty-five percent (Ritz-Carlton, 2022). Organizations that use technology to facilitate the management of work schedules according to Gallup’s workplace analysis (2024) demonstrate a 39% increase in the level of employee satisfaction. Besides, organisational mental health support activities, especially through digital mechanisms, lead to more than fifty percent higher engagement levels among the generational workforce of Z. The policies and programs that support work-life flexibility like flexible working schedules have boosted staff turnover by 64% (Deloitte, 2024).
The final stage is the separation. Employee turnover, hence, requires positive support, especially in the process leading to the termination of the contract. Traditional exit interviews are unstructured. Therefore, exit interviews in the digital scenario provide a proper structure that has a positive impact on other employees. The alumni network is created and having alumni use social media reminds them of this connection. As an example, Accor’s alumni engagement strategy maintains people as engaged after they leave which might turn them into business supporters or “boomerangs”, people who could be offered positions in the company in the future, which creates a positive image and long-term attachment (EHL, 2023).
Employment engagement model deployment
In addressing the engagement challenges of the F&B department in hotels with Gen-Z employees, insight is provided into the composite of Aon Hewitt’s Say-Stay-Strive employee engagement model concerning technology and communication, recognition, and measurement.
Firstly, it is necessary to ensure technology integration (Hinzmann et al., 2019). Generation Z appreciates convenience, therefore hotels can install mobile engagement apps and constant digital feedback platforms that permit real-time employee feedback and performance monitoring. These platforms integrate with Gen Z's understanding of technology which helps them to embrace assessments, acquire learning resources and monitor their progress. For example, digital platforms like engagement apps can capture measures within the prescription from Aon Hewitt, to be used for performance and goal measurement.
Secondly, effective communication Channels need to be ensured (Lombard, 2024). The principle of communication requires that the organization constructively engage with the public. Defining team huddles, mobile applications for internal communications and digital suggestion boxes foster a culture of appreciation. For instance, social media groups may also help in internal communication by sharing updates and event achievements to help the group remain connected. For instance, many hotels use daily meetings which tend to be very brief and efficient for daily briefing called stand-up meetings; this has proved to assist in including everyone in the various roles and keeping an eye on the hotels’ goals.
Then, recognition and reward aspects are important (Lombard, 2024). Gen-Z human capital is motivated by instant and public appreciation. Employing the process of non-material rewards, where employees give and receive peer-to-peer appreciation in the form of digital badges or simply giving employees incentives such as event tickets or dining vouchers serves to improve morale and productivity. This generation of employees appreciates a unique reward system whereby, by use of what Marriott uses as appreciation points; one accumulates and they can redeem to get a certain kind of experience or a certain kind of products that they would prefer.
Finally, a sound measurement plan is necessary. The data for engagement includes engagement surveys, turnover analysis, performance reviews, and other quantitative data that link engagement to guests. A data-driven engagement strategy will thus fit well with the objectives of aligning to Aon Hewitt’s model to enable periodic assessment of Say, Stay, and Strive behaviours among management. Organizations like the Ritz-Carlton apply these metrics as a way of estimating the level of success during their specific engagement levels while presenting evidence that prioritizing the satisfaction of their employees has benefits for the guest experience (Hinzmann et al., 2019).

Conclusion
To appeal to Generation Z in the F&B sector one has to be organised and provide digital immersion, meaning, career advancement, and work-life balance. High-profile mobile digital platforms, fast response, and peer acclaim correlate both with generation values and inspire belonging to the company and work motivation. By satisfying this cohort’s desire for growth and health, career development needs and work-life balance programs continue to strengthen loyalty. These engagement strategies bring benefits to business organization and their customers, such as: increased productivity, reduced turnover, improved customer satisfaction, and enhanced employer branding. Leaders of well-engaged employees can contribute to the outcome of the overall customer experience and service which are key in the hospitality industry. It also has an impact on turnover and reduces costs while providing a consistent, more knowledgeable staff which benefits the guest and the company’s brand. Therefore, supporting such approaches presents a new paradigm in hospitality management. Any organization that decides to embark on a genuine expedition to unravel and cater for the needs of this generation will not only get committed workers but also be the beacon of quality service provision in the market for several years.
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