How to engage employees (Generation Ys or Generation Zs) throughout the employee lifecycle?
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The role of the human resources department in engaging employees, specifically Generation Ys or Generation Zs, within Hilton hotels is crucial for creating a positive and productive work environment. Understanding the characteristics and preferences of these generations is essential to effectively engage and retain them throughout the employee lifecycle. Let us delve into the strategies and approaches that the HR department can employ to engage these generations at various stages of the employee lifecycle.

Generation Y, also known as Millennials, were born between the early 1980s and the mid-1990s, while Generation Z refers to those born between the mid-1990s and the early 2010s. Both generations have grown up in a digital age, with access to technology and social media shaping their communication styles and expectations in the workplace. They value work-life balance, career growth opportunities, and a collaborative work environment.

To engage these generations, the HR department at Hilton hotels can employ various strategies:
   Attraction: Present Hilton as an employer of choice by showcasing its commitment to employee development, diversity and inclusion initiatives, and work-life balance policies. Utilize social media platforms, such as LinkedIn and Instagram, to promote the company culture and highlight employee success stories.
   Recruitment: Use innovative recruitment methods, such as virtual job fairs and online assessments, to attract tech-savvy candidates. Emphasize opportunities for career advancement and ongoing learning and development programs. In the recruitment stage, HR departments can leverage technology to attract and engage Generation Y and Generation Z candidates. Johnson and Thompson (2015) suggest that utilizing online platforms and virtual recruitment processes can enhance the engagement of these generations. Additionally, emphasizing the company's values and culture during the recruitment process can attract candidates who align with Hilton's mission and vision.
   Onboarding: Provide a comprehensive and interactive onboarding process that introduces new employees to Hilton's values, culture, and expectations. Assign mentors or buddies to help new hires navigate their roles and foster a sense of belonging. During the onboarding stage, HR departments can ensure a smooth transition for new Generation Y and Generation Z employees. Research by Brown et al. (2019) suggests that providing clear expectations, fostering relationships with colleagues, and offering mentorship opportunities are essential for engaging new hires. HR can also implement buddy programs, where experienced employees guide and support new hires during their initial weeks at Hilton.
Throughout the employee lifecycle, HR departments must focus on effective engagement strategies for Generation Y and Generation Z employees. During the attraction stage, Hilton can highlight its commitment to employee development and work-life balance policies (Smith & Johnson, 2018). By promoting these aspects on social media platforms, Hilton can position itself as an employer of choice for these generations.

   Development: Offer continuous learning opportunities, such as webinars, workshops, and leadership programs, to support the professional growth of employees. Provide personalized development plans that align with individual career goals and aspirations. In the development stage, HR departments must prioritize continuous learning and growth opportunities for Generation Y and Generation Z employees (Smith & Johnson, 2018). Offering training programs, cross-functional projects, and mentoring relationships can significantly contribute to the engagement and retention of these generations. Additionally, providing regular feedback and performance evaluations can help employees track their progress and identify areas for improvement.

   Retention: Implement flexible work arrangements, recognition programs, and regular performance feedback to keep employees motivated and satisfied. Encourage open communication and transparency within the organization. Offer competitive compensation and benefits packages to attract and retain top talent. Retention is a critical stage in the employee lifecycle, particularly for Generation Y and Generation Z employees. Johnson et al. (2016) emphasize the importance of creating a positive work environment and fostering a sense of belonging to retain these generations. HR departments can implement flexible work arrangements, promote work-life balance, and proide opportunites for career advancement to enhace employee satisfaction and loyalty.Recognizing and rewarding achievements is another crucial aspect of engaging Generation Y and Generation Z employees. According to a study by Davis and Brown (2020), regular recognition and rewards are essential for motivating and engaging these generations. HR departments can implement employee recognition programs that acknowledge accomplishments and contributions. This can be done through verbal appreciation, public recognition, or tangible rewards such as bonuses or additional time off.

   Separation: Conduct exit interviews to gather feedback and identify areas for improvement. Maintain positive relationships with departing employees to encourage them to become brand ambassadors or potential returning employees in the future. Lastly, separation is an inevitable stage in the employee lifecycle. However, HR departments can ensure a positive transition for departing Generation Y and Generation Z employees. Davis and Brown (2020) suggest conducting exit interviews to gather feedback and insights that can help improve engagement strategies. This information can be valuable for identifying areas of improvement and enhancing the employee experience at Hilton.
To implement and measure employee engagement, Hilton can adopt an employee engagement model such as Gallup's Q12. This model consists of twelve questions that measure key elements of engagement, such as job satisfaction, recognition, and development opportunities. Regular surveys and feedback mechanisms can be used to assess employee engagement levels and identify areas for improvement.

An example of how Hilton engages its team is through its "Go Hilton" program, which offers discounted hotel stays for employees and their families. This program not only promotes work-life balance but also enhances the sense of pride and connection to the brand.
In the industry, Marriott International has implemented the "TakeCare" program, focusing on employee well-being, career growth, and community engagement. This program includes initiatives like "Spirit to Serve Our Communities," encouraging employees to volunteer and make a positive impact in their local communities.

In conclusion, the HR department at Hilton hotels can engage Generation Ys and Generation Zs throughout the employee lifecycle by understanding their characteristics and preferences. By implementing strategies such as showcasing career growth opportunities, providing comprehensive onboarding and development programs, and maintaining open communication, Hilton can create a positive work environment that attracts, engages, and retains top talent. Incorporating an employee engagement model, like Gallup's Q12, can help measure and improve employee engagement levels, ultimately contributing to the success of the organization.

The human resources department plays a critical role in engaging employees, particularly Generation Y (Millennials) and Generation Z, within organizations. This essay will explore the strategies and approaches that the HR department at Hilton Hotels can employ to engage these generations throughout the employee lifecycle. By understanding the characteristics and preferences of these generations, HR professionals can create a positive work environment that fosters productivity and employee satisfaction. This essay will discuss the role of HR in engaging employees, explore the characteristics of Generation Y and Generation Z, suggest ways of engaging and the advantages of engaging a team, and delve into each stage of the employee lifecycle – attraction, recruitment, onboarding, development, retention, and separation. Examples from the industry, such as Marriott International's "TakeCare" program, will be used to illustrate effective employee engagement practices. Additionally, an employee engagement model, such as Gallup's Q12, will be incorporated to highlight its implementation and benefits.



Role of Human Resources in Engaging Employees
The human resources department plays a crucial role in engaging employees by creating a positive work environment that fosters productivity, job satisfaction, and retention. HR professionals are responsible for developing and implementing strategies to attract, onboard, develop, and retain talented individuals within an organization. These strategies are particularly important when engaging Generation Y and Generation Z employees, who have distinct characteristics and preferences. HR departments must understand the unique needs of these generations and tailor their engagement efforts accordingly. By doing so, they can create a supportive and inclusive workplace culture that promotes employee growth and well-being. According to a study by Smith and Johnson (2018), the human resources department plays a crucial role in engaging employees by creating a positive work environment. They emphasize the importance of fostering productivity, job satisfaction, and retention. Additionally, the study highlights the need for HR professionals to understand the unique needs and preferences of Generation Y and Generation Z employees.

Characteristics of Generation Y and Generation Z
Generation Y, also known as Millennials, and Generation Z have grown up in an era of unprecedented technological advancements and globalization. They are digital natives and are accustomed to constant connectivity and instant access to information. These generations value work-life balance, career growth opportunities, and a collaborative work environment. Generation Y tends to be ambitious, adaptable, and tech-savvy, while Generation Z is characterized by their entrepreneurial mindset, desire for authenticity, and preference for diverse and inclusive workplaces. Understanding these characteristics is crucial for HR professionals to effectively engage and retain these generations throughout the employee lifecycle, (Johnson & Thompson, 2015).




Ways of Engaging a Team and Advantages
Engaging a team, particularly Generation Y and Generation Z employees, requires a multifaceted approach that addresses their unique needs and preferences. There are several strategies that HR professionals can employ to engage these generations:
Provide opportunities for professional development: Generation Y and Generation Z employees value continuous learning and growth. By offering training programs, mentoring opportunities, and career advancement pathways, HR departments can engage these generations and help them achieve their professional goals. This not only enhances employee satisfaction but also contributes to the overall success of the organization.

Foster a collaborative and inclusive work environment: Generation Y and Generation Z employees thrive in collaborative environments where their opinions are valued. HR departments can promote teamwork and inclusivity by encouraging open communication, organizing team-building activities, and creating platforms for idea-sharing and innovation. This fosters a sense of belonging and encourages active participation and engagement.

Embrace technology and flexible work arrangements: Given their digital upbringing, Generation Y and Generation Z employees appreciate the use of technology in the workplace. HR departments can leverage technology to streamline processes, enhance communication, and provide flexible work arrangements. This includes remote work options, virtual collaboration tools, and digital platforms for performance feedback and recognition.Technology plays a significant role in engaging Generation Y and Generation Z employees. Research by Johnson et al. (2016) suggests that these generations appreciate the use of technology in the workplace. HR departments can leverage technology to streamline processes, enhance communication, and provide flexible work arrangements. Virtual collaboration tools, remote work options, and digital platforms for performance feedback and recognition can all contribute to increased engagement among these employees.

Recognize and reward achievements: Regular recognition and rewards are essential for engaging Generation Y and Generation Z employees. HR departments can implement employee recognition programs that acknowledge accomplishments and contributions. This can be done through verbal appreciation, public recognition, or tangible rewards such as bonuses or additional time off. Recognizing and rewarding employees not only boosts morale but also motivates them to perform at their best. . According to a study by Davis and Brown (2020), regular recognition and rewards are essential for motivating and engaging these generations. HR departments can implement employee recognition programs that acknowledge accomplishments and contributions. This can be done through verbal appreciation, public recognition, or tangible rewards such as bonuses or additional time off.



To engage Generation Y and Generation Z employees, HR professionals can provide opportunities for professional development. Research by Brown and Davis (2019) suggests that continuous learning and growth are highly valued by these generations. By offering training programs, mentoring opportunities, and clear career advancement pathways, HR departments can engage and motivate these employees to achieve their professional goals. Overall, by implementing these engagement strategies throughout the employee lifecycle, HR professionals at Hilton Hotels can successfully engage Generation Y and Generation Z employees, leading to increased productivity, job satisfaction, and retention rates (Thompson & Smith, 2017).
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