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How to engage employees Generation Ys throughout the employee lifecycle
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Employee engagement is crucial in the hospitality sector, especially in well-known chains like Premier Inn, due to the rapidly changing corporate environment (Knib, 2019). Bafadhal and Hendrawan (2023) claim that Premier Inn and other major players in the hospitality industry understand the importance of actively involving Generation Z (Gen Z) employees (born between 1997 and 2012) to foster a dynamic and innovative work environment. This essay presents a strategic framework for Human Resources (HR) in hotel companies like Premier Inn to effectively attract, develop, and retain Generation Z employees. The framework covers the entire employee lifecycle, including recruitment and separation.
To attract and recruit Generation Z into the hospitality industry, particularly in Premier Inn, it is crucial for the brand to align with its values and goals (Sharkey and Barrett, 2017). Premier Inn's commitment to sustainability is an important approach that addresses the significant concern of Gen Z. Premier Inn's commitment to environmental stewardship is reinforced by its pursuit of respected certifications such as LEED or Green Key. This could enhance its attractiveness to environmentally conscious Generation Z candidates. Recruitment strategies should emphasise the brand's sustainability initiatives, including water and energy conservation, waste reduction, and renewable energy usage, as these align with the environmental values of Gen Z (Alvarez-Risco et al., 2020).
In the digital age, it is important for Premier Inn to utilise social media to connect with Generation Z. Social media platforms such as LinkedIn, Instagram, and TikTok play a significant role for Gen Z in assessing potential employers (Fisehaye and Teclehaymanot, 2023). Premier Inn can humanise its brand by utilising authentic content, such as employee-hosted Instagram stories, LinkedIn testimonials, and behind-the-scenes TikTok videos. This approach reveals authentic employee experiences and presents Premier Inn as an appealing workplace for Gen Z individuals. Premier Inn can resonate with Gen Z's desire for genuine and immersive content by featuring genuine professional stories and creating a lively atmosphere (Antoniu, 2020).
Premier Inn needs to align its operational and brand strategies with the unique characteristics and preferences of Generation Z. The hotel not only provides jobs but also invites individuals to join a workplace that reflects their values, goals, and interest in digital involvement. This helps establish a strong and long-lasting relationship with employees.
Generation Z's entry into the workforce signifies an evolution from conventional employment models. They prioritise work environments that offer more than just financial incentives, instead focusing on the importance of meaningful and purpose-driven experiences. Premier Inn aims to create an Employee Value Proposition (EVP) that aligns with the aspirations of Gen Z professionals. The Intelligence, M.B.S., Report (2021) explains that a strong EVP can highlight chances for significant professional development by sharing actual examples of career progress among Premier Inn's Gen Z employees. Moreover, the hotel brand could enhance its societal impact by involving employees in community outreach and sustainability initiatives, which aligns with Gen Z's inclination towards making a positive contribution to society.
Premier Inn can accommodate Gen Z's desire for work-life balance by offering flexible work options, such as remote positions and adjustable schedules. This would create a conducive environment for personal and professional growth. These initiatives align with the current focus on work-life balance and flexibility, showcasing Premier Inn as an employer that is responsive to modern employment trends.
The successful integration of Gen Z recruits into a team relies on a well-executed onboarding process, which Powers (2022) highlights as a crucial phase. Premier Inn can enhance integration by implementing a buddy system and pairing new employees with experienced mentors from the beginning. This strategy goes beyond teaching operational knowledge. It also fosters early professional relationships and a sense of belonging within Premier Inn's culture. This is important for reducing initial entry stresses.
Premier Inn's adoption of digital onboarding platforms transforms the initial stage of welcoming new employees, aligning with technological progress and Gen Z's affinity for digital tools. Culp (2019) supports the use of these systems due to their efficiency in reducing administrative tasks, providing easy access to training resources, and offering important information prior to the first day. This digital approach enables Premier Inn's HR teams to closely monitor the progress of Gen Z recruits, ensuring consistent training quality across different locations and departments. Digital proficiency aligns with Gen Z's tech-savviness and supports Premier Inn's dedication to innovative, personalised employee experiences.
Generation Z is motivated by a strong sense of belonging and purpose, emphasising the importance of immersive cultural experiences as they transition into new work environments. Premier Inn acknowledges the natural desire for connection and utilises it during the onboarding process to establish strong relationships between new employees and the organisation. According to DesingForce (2020), establishing this connection can start with small gestures like hosting welcome meals. These meals provide opportunities for new Gen Z employees to interact in a less formal setting, fostering open dialogue and building social connections that are essential for future collaboration.
The importance of these initial interactions goes beyond first impressions. It involves fostering Premier Inn's culture directly into the experience of new team members. Pappas (2023) highlights the importance of immersive practises. Premier Inn strategically cultivates Generation Z's valued skills, such as open communication, mutual trust, and a collaborative spirit, by integrating early team-building exercises. These formative experiences are crucial for integrating young professionals into the hotel's overall mission and vision, fostering a workforce that not only comprehends its objectives but also feels a deep sense of belonging to them.
Additionally, Generation Z frequently seeks career growth and aims to attain positions of substantial authority and influence, showcasing their aspiration to make a meaningful impact. Gabrielova and Buchko (2021) found that leadership development programmes are not only appealing to Generation Z but are also frequently anticipated. Premier Inn can capitalise on this opportunity by providing customised training programmes that focus on developing essential interpersonal skills, including empathetic communication, emotional intelligence, and proficiency in conflict resolution. These competencies align with the values of Generation Z.
Premier Inn can implement mentorship programmes to connect emerging Gen Z leaders with experienced professionals in the hotel industry. This symbiotic exchange not only speeds up skill acquisition but also integrates the new generation into a supportive network, promoting their development within the Premier Inn organisation. Premier Inn ensures a consistent supply of knowledgeable and committed leaders by including these individuals in leadership pipelines. This practise meets the career goals of Gen Z employees and strengthens the hotel's future management structure.
Engaging Generation Z employees in the hospitality industry requires innovative strategies. For brands like Premier Inn, implementing cross-functional initiatives and job rotation schemes can be crucial. Rampen, Pangemanan, and Mandagi (2023) found that these approaches expand Gen Z's industry perspective and align with their desire for skill diversification and holistic growth. By exploring various functional areas, young professionals improve their creativity and problem-solving skills, making them valuable assets in the dynamic hospitality industry.
Feedback culture is important for Generation Z, who value transparent and frequent evaluations to navigate their careers effectively. Chillakuri (2020) emphasises the importance of personalised feedback sessions for sharing constructive insights. Premier Inn could enhance Gen Z's motivation and commitment by explicitly recognising their achievements, as acknowledged by managers and HR leaders. These practises enhance individual motivation and provide guidance to Gen Z employees regarding performance expectations and career paths, which are crucial for maintaining their engagement.
Sustainability and inclusivity are important values for Generation Z, reflecting their strong commitment to these areas. Premier Inn's Employee Resource Groups (ERGs) have the potential to lead this effort by harnessing Gen Z's passion for the environment and translating it into practical hotel initiatives. Liu et al. (2023) propose eco-challenges and sustainability drives as activities that align with their environmental enthusiasm. ERGs serve as a symbol of diversity, promoting different identities and backgrounds (Gould et al., 2022). Premier Inn can implement this strategy by organising cultural events, promoting diversity in hiring, and fostering inclusive leadership, which appeals to Generation Z.
Premier Inn's ERGs can aid Generation Z's career advancement. These groups empower young professionals by providing mentorship opportunities and networking platforms to help them shape their career paths. These initiatives support Gen Z's professional goals and promote a sense of community and belonging, ensuring their long-term engagement with the organization's culture.
Understanding Generation Z's workplace expectations and reasons for turnover is crucial in employee retention. Premier Inn has implemented an advanced strategy that goes beyond conventional offboarding methods, with a specific focus on the transformative impact of exit surveys and interviews. Spain and Groysberg (2016) argue that these tools go beyond surface-level exit procedures and allow organisations to explore the underlying reasons and frustrations that may lead Gen Z employees to quit. The extracted insights are not stored but used to inform HR's strategic interventions for policy reform, work culture reconstruction, and employee support reinforcement.
Premier Inn's commitment to utilising exit feedback demonstrates its dedication to responding to employee needs. The company invests in continuous improvement due to the transient nature of the hospitality workforce, particularly among Generation Z who are digitally native. ProProfs tools (2023) serve as more than just feedback collection mechanisms. They act as a guiding compass for organisations to create a work environment where employees feel listened to, and appreciated, and are less likely to leave.
Premier Inn's engagement with Gen Z employees extends beyond their departure. Milton (2023) emphasises the underutilised value of alumni networks, which Premier Inn has incorporated into its strategic framework. These networks, facilitated by modern digital platforms, have a dual function. They maintain open lines of communication, converting former employees into advocates for the brand. These testimonials enhance Premier Inn's reputation as an appealing employer in the competitive hospitality industry.
Additionally, the alumni network serves as a valuable source of skilled individuals who may potentially return as employees. These individuals may have departed for various reasons, such as pursuing higher education or personal motivations, rather than due to dissatisfaction. Their reemployment at Premier Inn represents more than just a hiring statistic. It signifies the incorporation of new knowledge, experiences, and skills gained during their break. Re-induction is smoother for returning employees, who bring valuable external perspectives and innovative ideas. This is particularly important in an industry characterised by rapid changes and high guest expectations.
Premier Inn utilises the Gallup Q12 model to address fluctuating employee engagement levels, particularly among Gen Z, as noted by Liebler (2019). This analytical tool provides a comprehensive perspective on employee engagement through its twelve specific questions. The answers provide valuable insights that help Premier Inn identify engagement drivers for Gen Z employees. These insights are compared to industry standards, offering a relative performance perspective.
Premier Inn positions itself as a proactive entity by adopting a comprehensive, data-driven strategy to understand and respond to Gen Z's professional expectations and aspirations. This approach prioritises employee satisfaction and engagement to create a workplace that aligns with the goals of the younger workforce, promoting loyalty and growth. 
Employee engagement, especially in the hospitality industry, has a complex impact on the overall well-being and productivity of organisations. Premier Inn must prioritise understanding and meeting the unique needs of Generation Z employees to cultivate a workforce that is skilled and deeply aligned with the brand. One important area that needs attention is employee wellness, particularly regarding stress and burnout, which are often neglected in conventional engagement strategies.
According to the McKinsey Health Institute (2022), monitoring stress levels and burnout is essential for employee engagement. Premier Inn incorporates the Maslach Burnout Inventory into its employee assessment protocols. This method enables the prompt identification of burnout symptoms, enabling timely interventions. The interventions are customised rather than generic, using extensive data obtained from the inventory. The insights obtained are crucial for adjusting workloads, reallocating support resources, and facilitating access to essential mental health services.
Premier Inn demonstrates a strong dedication to the overall well-being of its employees, particularly those belonging to Generation Z. The hotel recognises the importance of a healthy work-life balance and a supportive workplace for this demographic. Thus, integrating burnout prevention and wellness enhancement is crucial to the engagement strategy. Premier Inn's commitment to promoting a healthy and dedicated workforce is evident through regular assessments and personalised care.
The engagement journey, especially with Generation Z, goes beyond wellness. Premier Inn's human resources department carefully develops a range of strategies. These strategies involve attracting, onboarding, developing, retaining, and, if needed, offboarding Generation Z talent. The objective goes beyond operational efficiency and aims to align with the aspirations, ambitions, and professional paths of young professionals (Morrison, 2022).
Premier Inn utilises its knowledge of Generation Z's preferences to create a captivating and empowering work environment in the highly competitive hospitality industry. This demographic's preference for meaningful engagement, growth opportunities, and a sense of purpose aligns with Premier Inn's strategic HR initiatives. By doing this, the hotel is not only maximising its workforce potential but also strategically positioning itself for growth and success in an industry characterised by rapid changes and transformative trends.
Premier Inn prioritises the integration of comprehensive wellness programmes and tailored engagement strategies to effectively manage and value its Generation Z workforce. This approach fosters a mutually beneficial relationship that promotes the success of both individuals and the organisation.
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