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In the swiftly changing landscape of the hospitality industry, engaging Generation Z employees—individuals born between 1997 and 2012—poses both challenges and opportunities for organizations. Employee engagement, which refers to the emotional investment employees have towards their organization, is essential for talent retention and productivity enhancement. In the hospitality sector, where workforce dynamics are in constant flux, comprehending how to engage this emerging generation throughout their employment journey is vital for sustained success (Bakker & Demerouti, 2018). The employee life cycle encompasses the various stages an employee experiences within an organization, from attraction and recruitment to separation (Albrecht, 2020). Each phase necessitates tailored strategies to ensure employees feel appreciated, motivated, and aligned with the organization's objectives. This essay aims to critically examine how human resources can effectively engage Generation Z throughout this life cycle, with a particular emphasis on the Food & Beverage department in large hotels. The objective is to explore key engagement strategies, analyse the benefits of these approaches, and provide real-world examples from the hospitality sector.
Body 
Attraction
Attracting Generation Z employees necessitates a comprehensive understanding of their distinct work preferences and values. Unlike their predecessors, Gen Z places considerable importance on job purpose, flexibility, and growth opportunities (Twenge, 2017). They are also highly proficient with digital technologies, making social media a significant factor in their decision-making processes. To appeal to these preferences, organizations should highlight their commitment to social responsibility and promote flexible working conditions. According to Deloitte's 2023 Global Gen Z and Millennial Survey, 40% of Gen Z respondents consider a company's values and mission as a crucial factor when selecting an employer. Therefore, businesses must prioritize transparent and purpose-driven messaging that underscores these elements in their recruitment efforts (Deloitte, 2023). 
Furthermore, digital recruitment strategies are essential to engage this generation effectively. Gen Z frequently utilizes platforms like LinkedIn, Instagram, and even TikTok to explore job opportunities and learn about potential employers. A survey conducted by LinkedIn (2021) revealed that over 65% of Gen Z job seekers prefer applying for positions through digital channels rather than traditional methods. As a result, companies should focus on creating visually appealing and authentic content that resonates with Gen Z's values. Utilizing employee testimonials, behind-the-scenes videos, and showcasing opportunities for personal growth are vital tactics to enhance attraction efforts in a competitive talent landscape.
Recruitment
Recruiting Generation Z requires the integration of technology to meet the expectations of a digitally connected workforce. This generation is highly comfortable with AI-driven processes and anticipates streamlined, efficient recruitment methods. A report by PwC (2020) indicates that 59% of Gen Z candidates prefer engaging with companies that employ advanced technologies in their hiring processes. Implementing AI-powered applicant tracking systems (ATS) or virtual interview platforms not only accelerates the recruitment process but also conveys a sense of innovation and efficiency, which is highly valued by Gen Z (PwC, 2020). 
Transparency is another crucial aspect in attracting and engaging this demographic. Generation Z seeks authenticity and clear communication during the recruitment process. They prefer to understand the company's values, work culture, and expectations from the outset. A study by Glassdoor (2021) revealed that 86% of Gen Z candidates are more inclined to apply for a position if the employer is transparent about the role, including salary details and advancement opportunities. Therefore, recruitment strategies should emphasize value-driven approaches, providing candidates with clear and concise information regarding their potential roles and the organizational culture. For large hotel chains such as Hilton, integrating these values into recruitment strategies has proven successful in engaging younger candidates.
On-boarding
The on-boarding process for Generation Z must extend beyond traditional methods, focusing on interactive and engaging experiences that facilitate their transition into the organization. This generation thrives on mentorship and clear development pathways. Research indicates that Gen Z prefers a more hands-on approach during on-boarding, incorporating interactive training modules and mentoring programs that offer real-time feedback (Indeed, 2022). A well-structured on-boarding process that includes peer mentorship or buddy systems can significantly enhance the on-boarding experience and ensure smoother integration into the team (Indeed, 2022). 
Additionally, Generation Z values clarity regarding their roles and career progression from the very beginning. According to research conducted by SHRM (2021), 69% of Gen Z employees are more likely to remain with a company if they receive clear development opportunities during the on-boarding phase. Incorporating a detailed development plan that outlines key performance milestones and professional growth opportunities can help retain Gen Z employees from day one. Large hotel chains like Marriott International have successfully implemented on-boarding programs that emphasize career development, providing continuous learning opportunities to effectively engage new hires (SHRM, 2021).
Development
To foster engagement among their workforce, employers must prioritize on-going learning and development opportunities that resonate with Generation Z’s growth-oriented mind-set. This cohort is deeply invested in both personal and professional advancement, expecting their employers to actively contribute to their skill enhancement. A recent study conducted by LinkedIn Learning (2023) indicates that a significant 76% of Gen Z employees regard continuous learning as vital for achieving career success. They are inclined to favour organizations that provide consistent training and up skilling initiatives. For large hotel chains, the integration of digital learning platforms, alongside the provision of flexible learning pathways—such as short courses, webinars, and leadership development programs—can serve as effective strategies to attract and retain talent from this generation (LinkedIn Learning, 2023).
Moreover, Generation Z has a preference for development opportunities that are both personalized and technology-driven. The implementation of self-paced online courses or mobile-friendly learning platforms emerges as a crucial tactic to engage this demographic. According to a report by Deloitte (2022), 62% of Gen Z employees prioritize the ability to learn at their own speed and to select development trajectories that align with their career goals. Hotels that embrace such flexibility in their development offerings, enabling employees to harmonize learning with their work-life responsibilities, can foster a culture of growth and retention within their workforce (Deloitte, 2022).
Retention
In order to retain Generation Z employees, it is essential to cultivate a workplace culture that mirrors their values and expectations, particularly concerning social responsibility and work-life balance. This generation places a high premium on being part of organizations that positively impact society and provide meaningful work. A study by McKinsey & Company (2021) reveals that 72% of Gen Z employees are more inclined to remain with companies that embody a strong sense of purpose and social impact. For large hotels, this necessitates the promotion of sustainable practices and the creation of opportunities for employees to engage in community-driven initiatives (McKinsey & Company, 2021).
Additionally, the provision of mental health support is a pivotal element in retaining Gen Z employees. This cohort values employers who prioritize their well-being and offer comprehensive mental health resources, including counselling services, wellness programs, and designated mental health days. Research from Harvard Business Review (2021) indicates that 78% of Gen Z employees are more likely to stay with a company that actively endorses mental health initiatives. By cultivating a supportive work environment that prioritizes well-being, hotels can enhance their retention rates and sustain a motivated workforce.
Separation
Facilitating a positive exit experience is vital for nurturing good relationships with departing Generation Z employees, who may be inclined to return as “boomerang” employees. This generation appreciates transparency and constructive feedback during the separation process, which underscores the importance of exit interviews in maintaining a favourable reputation. As reported by SHRM (2021), well-executed exit interviews yield valuable insights into the reasons behind employee departures, which can inform and enhance engagement strategies for remaining staff. For large hotels, adopting an open-door policy during this phase can encourage departing employees to consider returning in the future (SHRM, 2021).
Moreover, the establishment of an alumni network can help keep former employees connected to the organization, thereby increasing the likelihood of their re-engagement. A survey conducted by Deloitte (2020) found that 45% of Gen Z employees would contemplate returning to a previous employer if they left on amicable terms and remained engaged through alumni programs. This approach not only preserves institutional knowledge but also bolsters a positive employer brand. Notably, hotels like Hilton have successfully implemented alumni networks, allowing former employees to maintain their connection with the company and potentially return when new opportunities arise (Deloitte, 2020).
Incorporating Employee Engagement Models
Employee engagement models like Gallup’s Q12 and Employee Net Promoter Score (eNPS) are critical tools for measuring and enhancing engagement levels, particularly in the recruitment, retention, and development phases of the employee lifecycle. The Gallup Q12 model measures key elements that drive employee engagement, such as clarity of expectations, opportunities for development, and feeling valued at work (Gallup, 2018). HR departments can use this model to assess how well a company aligns with the expectations of Generation Z during recruitment, ensuring that recruitment strategies resonate with their values, such as career growth and workplace flexibility.
In the retention phase, Gallup's model helps HR monitor employee satisfaction and workplace culture, ensuring that Generation Z employees remain motivated by providing feedback loops and opportunities for involvement in meaningful work. Similarly, the Employee Net Promoter Score (eNPS), which measures employee loyalty and likelihood of recommending the organization to others, can be integrated during recruitment and development stages to assess the company’s appeal to prospective employees and how well the organization supports their career growth (Albrecht, 2020).
For development, HR can use both models to ensure that learning programs align with Generation Z’s desire for continuous learning and digital engagement. By monitoring engagement through eNPS scores, HR can adjust professional development programs to maintain high levels of satisfaction and retention (Bakker & Demerouti, 2018).
Real-life Examples from the Industry
Industry leaders like Marriott International and Hilton Hotels have demonstrated successful employee engagement strategies that can be adapted for a large hotel’s Food & Beverage department. Marriott’s "TakeCare" program focuses on employee well-being and development, addressing the values of Generation Z, such as mental health and work-life balance (McKinsey, 2021). This initiative has helped Marriott foster a strong culture of inclusion and engagement, especially in their recruitment and retention efforts.
Hilton Hotels, on the other hand, has implemented comprehensive on-boarding programs designed to integrate new hires seamlessly, utilizing mentoring and digital tools to engage Generation Z employees effectively (Glassdoor, 2021). Hilton’s commitment to creating a value-driven workplace culture has also helped in retaining young talent by focusing on meaningful work and opportunities for advancement.
These examples illustrate how companies can implement HR-driven engagement models and strategies that cater to the unique needs of Generation Z across various stages of the employee lifecycle.
Conclusion
In conclusion, the strategies for engaging, retaining, and managing the separation of Generation Z employees are intricately linked to their unique values and expectations. By offering continuous learning and development opportunities, fostering a culture of social responsibility, and ensuring a positive exit experience, employers can effectively navigate the dynamics of this generation's workforce. Doing so not only enhances employee satisfaction and retention but also positions organizations to thrive in an increasingly competitive labour market. As the workforce continues to evolve, understanding and addressing the needs of Generation Z will be paramount for long-term success. This proactive approach will ultimately lead to a more engaged and motivated workforce, ready to tackle the challenges of tomorrow. Moreover, organizations should prioritize open communication and feedback mechanisms, allowing employees to voice their opinions and contribute to decision-making processes. This inclusive environment fosters a sense of belonging and loyalty, which can significantly enhance overall productivity and innovation within the team. By investing in professional development opportunities and promoting a culture of continuous learning, companies can further empower their employees to grow and adapt alongside the changing demands of the industry.
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