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How to engage employees (Generation Ys or Generation Zs) throughout the Employee lifecycle?

In this essay I will be discussing how essential engagement of Generation Y and Generation Z are to a hotel’s success in the world of hospitality business. We will be looking at roles of (HR) human resources how crucial and important their roles are to a large hotel. Discussion on their techniques which include recruiting, development, participation and engagement within teams. I have also looked at how to engage employees throughout the employee lifecycle, discussions about characteristics on generations, advantages of engagement within employees and their teams to be able to be successful within the hospitality sector.  

Engaging staff, especially those from Generation Y (Millennials) and Generation Z, is essential to a major hotel's success in the cutthroat world of the hospitality business. In order to create a work climate that encourages participation and development for these younger generations, human resources (HR) are crucial. Throughout the employee lifecycle, which includes recruiting, onboarding, development, retention, and separation, this essay examines the techniques and approaches HR departments must use to engage Generation Y and Generation Z workers. Hotels may tap into the potential of these generational cohorts to boost company performance by comprehending their distinct traits and preferences, fostering a positive atmosphere, and putting in place a successful staff engagement approach.

A big hotel's HR department plays a crucial role in developing and putting into action initiatives that effectively engage staff. They must serve as a liaison between management and the workforce, bringing together organizational objectives and staff members' hopes and expectations. As change agents, HR professionals should encourage a culture of ongoing learning and flexibility at the hotel (Aytaç et al. 2023). Understanding the demands and preferences of Generation Y and Generation Z employees is important since they differ from those of earlier generations. Purpose, opportunity for advancement, work-life balance, and technological integration are important to these younger generations. To keep these employees motivated, HR must make sure that these components are present at all times.

Y Generation
Tech-Savvy: They have a high level of technological proficiency and demand a technologically advanced workplace.
Purpose-Driven: They like businesses with a distinct mission and look for meaning and purpose in their job (Garg and Gautam, 2022).
Collaboration-focused: They place a high value on interpersonal relationships and teamwork at work.
Continuous development: They are receptive to continued improvement and anticipate opportunities to improve their skills. They desire continuous learning.

Z Generation:
1. Digital Natives: These people are accustomed to using technology since they were raised in a digital environment.
2. Spirit for entrepreneurship: Many people have an entrepreneurial attitude that values creativity and innovation.
3. High Expectations: They anticipate individualized growth and quick job advancement.
4. Inclusive: Diversity and inclusivity are important to them, and they respect settings that support equality (Kuzior et al. 2023).

Generations Y (those born between 1980 and 1994) and Z (those born between 1995 and 2010) each have unique traits that have a big impact on how they approach their jobs and what they anticipate from employers. The technical prowess of Generation Y, sometimes referred to as Millennials, is well known. They are extremely tech-savvy people who want their workplaces to be cutting-edge in terms of technology so they may successfully use their digital talents. These people look for significance and purpose in their work and are drawn to institutions with well-defined missions (Makhmut, Armanu and Kurniawati, 2023). Collaboration is highly valued by Generation Y, who also value interpersonal ties and teamwork as essential components of the workplace. Additionally, they gladly embrace opportunities for skill improvement and continuing learning. They have a true desire for continuous development.

In contrast, Generation Z, commonly referred to as Zoomers is a generation that was born into the digital age. They want workplaces to reflect their technical skill since they were raised in a technologically advanced environment and already have a natural familiarity with digital technologies. 
Many members of Generation Z have an entrepreneurial spirit and value the chance to contribute to new ideas as well as creativity and innovation. Notably, they have high expectations for their professional development, hoping for speedy improvement and personalized growth. For Generation Z, inclusivity and diversity are essential, and they admire businesses that actively advance justice and equality. In conclusion, while both Generations Y and Z are technologically savvy, their expectations for the job are different. Generation Z is distinguished by its entrepreneurial spirit, high professional aspirations, and a strong emphasis on diversity, whereas Generation Y is purpose-driven, collaborative, and always seeking for growth opportunities (Xiang et al. 2023). 
Employers will be better able to engage and keep these important employees on staff if they recognize and address these specific generational features (Saks, 2022).

The following tactics should be taken into account by HR departments at big hotels to effectively engage Generation Y and Generation Z workers:
· Implement mentoring programs and provide chances for ongoing learning in order to meet their need for development.
· To meet the tech-savvy of these generations, use digital solutions to streamline communication and business operations (Helle, Johansen and Thomsen, 2020).
· To help them achieve their goal of work-life balance, promote physical and mental well-being initiatives.
· Allowing for flexible work schedules and remote work opportunities will satisfy their need for independence (Bowen et al. 2022).
· To accord with their values, promote inclusivity and diversity in the workplace.
· Recognize their contributions on a regular basis and give them feedback. This will satisfy their demand for immediate satisfaction.
· Offer Generation Z employees who are ambitious established career routes and fast-track chances.
Increased productivity, lower turnover, improved customer service, and a favorable effect on the hotel's reputation are just a few benefits of engaging the workers. Engaged staff members are more likely to stick with the company, which leads to higher levels of work satisfaction and ultimately better experiences for customers.
1. Attraction: Marketing the hotel as a top employer is part of the attraction phase. HR may utilize social media and employer branding to promote the company's mission, inclusion, and growth prospects in order to attract Gen Y and Gen Z job searchers (Ghosh, Sekiguchi and Fujimoto, 2020).
2. Recruitment: To effectively attract tech-savvy applicants, HR should use technology, such as AI-driven selection procedures and video interviews. Showing off the hotel's dedication to diversity and flexible work schedules may also be a selling feature (Riyanto et al., 2021).
3. Onboarding: E-learning modules and virtual tours of the hotel should be offered as part of a simplified, technologically advanced onboarding procedure. Giving new recruits internal mentors might make them feel accepted and connected.
4. Development: Development should be continual and concentrate on improving skills and advancing one's career. The tastes of Gen Y and Gen Z personnel may be catered to through online training platforms and individualized development programs.
5. Retention: Younger employees must be retained by providing a workplace that supports their ideals. This entails providing flexible schedules, acknowledging their accomplishments, and enabling chances for professional growth and cross-functional exposure.
6. Separation: When there is a separation, conducting exit interviews can give useful information about the reasons someone left (Rahardyan, Bakri and Utami, 2023). Future talent retention and HR initiatives can be improved with the use of these insights.

A good and effective employee lifecycle is ensured by involving the team throughout these phases, which contributes to the hotel's long-term performance.

Generation Y and Generation Z employees may be kept engaged by using an employee engagement model, such as Gallup's Q12 model. The Q12 model places an emphasis on elements like unambiguous expectations, frequent feedback, and chances for growth. In order to put such a concept into practice in a big hotel, HR can:
· Surveys should be conducted often to gauge employee engagement levels and pinpoint areas that require improvement.
· Ensure that roles and duties are clearly stated for staff (Thomas and Scroggins, 2023).
· Encourage managers to provide staff honest feedback on a frequent basis.
· Provide learning and development opportunities that are in line with employees' professional goals.
· Implement an employee recognition program that recognizes exceptional performance and accomplishments. Recognize and Reward.

In a big hotel setting, employee engagement is crucial for keeping and inspiring Generation Y and Generation Z employees. The use of employee engagement models, like Gallup's Q12 model, can dramatically improve these generational cohorts' working conditions. Clear expectations, regular feedback, and growth opportunities are the main objectives of the Q12 model, and adopting it in a big hotel may have a big impact. Employee engagement may be measured and improved with the use of surveys. To measure the levels of participation among Generation Y and Generation Z workers, regular surveys should be done (Gustomo et al. 2019). By adapting methods to the particular requirements and expectations of various generations, HR is able to pinpoint specific areas that may need attention and development. It is crucial to communicate clearly and to understand one's function. To ensure that personnel are aware of their tasks and can coordinate their efforts with corporate goals, roles and responsibilities should be clearly outlined. In addition to clearing up any uncertainty, this encourages workers to own their duties (Adisa et al., 2003).

• Conclusion and final analysis 

For younger generations, feedback is a potent incentive. It is crucial to encourage supervisors to offer candid feedback often. Employees may better understand their strengths and areas for development through constructive feedback sessions, which supports their career development and sense of fulfillment at work. The professional objectives and aspirations of Generation Y and Generation Z employees must be taken into account when designing learning and development opportunities. By providing these people with pertinent training and development opportunities, it is ensured that they have the tools necessary to grow in their jobs. This fits with their strong desire for ongoing development and advancement (Azimi, Andonova and Schewe, 2022). 
Any effective engagement plan must include the recognition and reward of excellent accomplishment. The accomplishment of employees' efforts is guaranteed by the implementation of employee appreciation programs. Employee motivation and a healthy work environment are both fostered by recognition, which also boosts loyalty and job satisfaction.

In summary, using the Q12 model and related tactics in a sizable hotel may greatly increase Generation Y and Generation Z staff members' involvement (Frank Nana, 2022). A more engaged and motivated staff may be attained by implementing regular surveys, clear communication, frequent feedback, personalized growth opportunities, and efficient recognition programs. Long-term success is thereby ensured by increased retention rates and improved performance within the hotel business (Lee et al., 2020).

For Generation Y and Generation Z employees, some hotels in the sector have effectively used the following engagement strategies:
1. Marriott International: To entice and keep younger employees, Marriott provides flexible work arrangements, intensive training programs, and a heavy emphasis on corporate social responsibility.
2. Hilton Worldwide: In order to appeal to the tech-savvy tastes of these generations, Hilton employs virtual reality in its onboarding process, enabling workers to take virtual tours of its properties across the world (Egerová, Komárkova and Kutiák, 2021).

For a major hotel to succeed in the cutthroat hospitality market, engaging Generation Y and Generation Z employees throughout the employment lifecycle is essential. In order to create a workplace that suits the distinct traits and interests of various generations, HR is crucial. Hotels may maximize the potential of their youthful employees by putting an emphasis on mentoring, technological integration, wellness programs, and clear career routes. A happy employee lifetime may be ensured by putting into practice an employee engagement strategy and utilizing technology, which will improve productivity, lower turnover, and the experiences of customers. Successfully involving Generation Y and Generation Z personnel is essential for long-term success in the hotel sector, which is constantly changing (Sun and Bunchapattanasakda, 2019).
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