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How to engage Generation Z  employees throughout the employee lifecycle?


Employee engagement is  crucial  in dedicated to service industries such as hospitality, as it significantly influences the success of the organisation. Whereas employee engagement covers a broad spectrum of characteristics, including ardour, devotion, and excitement shown by personnel in regard to their tasks and the organisation's overall objectives (Kang, 2014). The objective of this essay is to examine and assess a range of approaches utilised to involve Generation Z personnel in their career progression, with an interest on the significance of this involvement within the Hilton Hotels. As they move into their professional lives, those born between the mid-1990s and early 2010s are classified as Generation Z, a demographic distinguished by their unique qualities and inclinations (Dolot, 2018). Boasting a worldwide reach and as a market leader in its sector, Hilton Hotels has a special obligation and chance to modify its human resource approaches in response to the evolving nature of the workforce. As Generation Z joins the labour force, Hilton Hotels faces a new set of challenges and opportunities for pioneering developments in employee involvement. This essay will also analyse these facets by analysing Hilton's approaches to improving the abilities of Generation Z personnel during their multiple levels of employment.
In the hospitality industry, the importance of employee engagement is amplified. This is significantly important for highly reputed companies such as Hilton Hotels, where the actions and attitude of their personnel are directly linked to client satisfaction, operational proficiency, and financial success (Stone, Cox, and Gavin, 2020). Moreover, numerous investigations have indicated that staff participation in the hospitality industry is associated with delivering outstanding customer service, which in turn helps to build loyal and lasting customer connections (Dajani, 2015). Besides, personnel who are actively engaged in their role and the goals of the organisation show greater dedication. This enhances job performance and reduces employee turnover (Taylor, 2018). With more and more attention given to the traits of Generation Z workers, who are born between the mid-1990s and early 2010s, organisations that are trying to engage and preserve them effectively must now comprehend and adapt to their individual features. This cohort is remarkable for its expertise in technology, having grown up in a time of rapid advancement (Bulut and Maraba, 2021). Additionally, these people stress opportunities for ongoing personal and professional growth, flexible work arrangements, and achieving harmony between work and life (Armstrong and Taylor, 2020). On the other hand, to make the most of Generation Z personnel's contributions to Hilton Hotels and unlock their complete capabilities, an exploration into the methods of involving them at all points of their employment is vital. Furthermore, the process of employment encompasses a range of individual stages, such as attraction, recruitment, integration, growth, retention, and termination. Intentionally involving Generation Z personnel in each of these stages builds a collaborative and inspiring work setting, leading to greater job satisfaction and increased loyalty to the organisation (Marchington and Wilkinson, 2016). Not keeping up with this level of involvement may lead to a set of unfavourable outcomes, including productivity decreases, rising attrition rates, and a decline in the organization's general standing and reputation.
Organizations should pay attention to the various stages in the process of hiring Generation Z workers. Different tactics must be employed to successfully draw in, employ, introduce, nurture, preserve, and manage the departure of these people. In the stage of attraction, Hilton Hotels must implement strategies that align with the beliefs and aims of Generation Z. An effective strategy involves promoting the organization's commitment to initiatives related to corporate social responsibility. Hilton has demonstrated a continuing dedication to sustainability through initiatives such as "Travel with Purpose," which aim to reduce the organization's ecological impact while making constructive contributions to local communities (Hilton, 2021). According to easily Harris, (2020) organisations that are mindful of social and environmental issues can attract Generation Z employees more. Hilton Hotels can effectively capture the interest of prospective Generation Z employees and forge a powerful emotional bond with them by strategically promoting these corporate social responsibility initiatives. These efforts might comprise of sustainability projects, educational programmes, community partnerships, and employee volunteer programmes that are in-line with the current generation's priorities. Through the effective use of communicating its CSR goals during the recruitment process, Hilton Hotels can effectively capture the attention of Generation Z prospective employees, cementing itself as the top choice for this generation that values social responsibility (Goh and Okumus, 2020).
During the recruitment phase, it is critical for organisations such as Hilton Hotels to utilise digital platforms in order to attract Generation Z employees successfully. The job search activities of this digitally native demographic are predominantly conducted through online resources, and they establish a significant presence on multiple social media platforms (Bulut and Maraba, 2021). Social media platforms, including LinkedIn, Instagram, and Twitter, can function as efficient channels for the distribution of job advertisements while also providing insights into Hilton's corporate environment, opportunities for professional development, and work-life equilibrium. To exploit the appeal of Generation Z to interactive and experiential processes, the use of components such as questionnaires can make the recruitment process both captivating and informative (Harris, 2020). Moreover, introducing the concept of the psychological contract is essential at this point since its development starts during the recruitment process. This implicit agreement between employers and Generation Z could involve flexible working hours, detailed training and development plans, and purposeful activities that align with their personal values (Soares and Mosquera, 2019). Additionally, for this digital generation, standard interviews may not be the best way to evaluate their skills and cultural compatibility. Task-based assessment centres, online interviews, and virtual collaborations should be utilized instead. Consequently, Hilton Hotels could strategically adjust its recruitment processes to fit the needs and aspirations of Generation Z job seekers, to build a solid psychological contract. 
At the same time, it is critical to establish a supportive and complete induction environment throughout the onboarding process. Ensuring that an organisation accommodates the preferences and learning styles of Generation Z, as stressed by Armstrong and Taylor (2020), can significantly facilitate their easy integration. Considering the highly technological and personalised nature of this generation, Hilton has the ability to provide orientation materials that are technologically advanced and customised according to their inclinations. Implementing this strategy will accommodate the technological abilities of Generation Z but also enhances the interactivity and engagement of the induction process. Furthermore, by integrating real-time feedback tactics during this stage, newly hired personnel can be provided with a platform to voice their opinions, which will improve the psychological contract that exists between the employee and the organisation (Pate and Scullion, 2016). The implementation of a customised induction process not only benefits Generation Z employees but is also a successful strategy for Hilton Hotels to create a positive and prosperous professional connection.
During the developmental phase of the employee lifecycle, it is imperative to establish initiatives that align with the aspiration of Generation Z for ongoing education and advancement. Hilton Hotels may benefit from referencing the findings of Gallagher's (2016) research, which stresses the relevance for launching a comprehensive development strategy. This may entail granting individuals access to  online learning platforms to enhance their skill sets, in addition to instituting structured mentorship initiatives which utilise the expertise of experienced practitioners. Furthermore, operationalizing consistent feedback cycles via individual or group sessions satisfies the demand for ongoing engagement and feedback among Generation Z members  while also promoting constant improvement (CIPD, 2020).  Additional improving can be achieved by assigning a variety of difficult and diverse tasks. Hilton Hotels may derive advantages by engaging Generation Z in collaborative groups dedicated to sustainability initiatives or digital transformation, owing to their tendency for innovation and technological proficiency. These opportunities gives individuals the chance to contribute their distinct viewpoints, allowing them to effectuate a concrete change within the institution (Camarinha-Matos et al., 2019). Thus, Hilton has the capacity to strengthen the psychological bond with Generation Z staff by guaranteeing that these developmental prospects are not merely transactional, but rather in accordance with their enduring professional ambitions and personal principles.
Organisations such as Hilton Hotels must prioritise sustaining initiatives for engagement that are specifically suited to the traits and tastes of Generation Z employees during the retention phase. Torringhton et al., (2020) draws attention to the significance of placing priority on wellbeing, achieving a balance between work and life, and facilitating professional advancement as key factors in the retention of this particular generation. As a component of its retention strategy, Hilton has the potential to incorporate adaptable work arrangements, such as working from home alternatives or flexible scheduling, which correspond with Generation Z's desire to achieving an ideal balance between work and personal life (AM et al., 2020). These efforts provide a positive impact on the employees' welfare, but also play a crucial role in cultivating a work atmosphere designed to encourage loyalty. Employee appreciation initiatives are a key part of staff retention. According to Pate and Scullion, (2016) these programmes have the ability to be customised precisely to cater to the inclination of Generation Z for prompt feedback and validation. This customization may manifest in the form of instant recognition or even incentive systems. Communication channels that prioritise transparency, such as open forums or regularly scheduled community meetings, have the potential to foster a culture characterised by inclusion and openness. This is corresponding to Generation Z's inclination for explicit direct communication, as well as their aspiration to stay informed about advancements within organisations (Anita and Begum, 2016). Therefore, the retention of Generation Z employees is heavily influenced by the presence of career growth possibilities. Hilton has the potential to create a culture that prioritises continual development and creative thinking via the establishment of transparent avenues for professional growth. This may entail the formulation of a comprehensive career development plan, incorporating initiatives such as leadership training programmes, rotating assignments, and educational sponsorships for courses that coincide with individuals' work responsibilities.
During the termination phase, Hilton Hotels should strive to effectively monitor the employee leave process, displaying the same level of refinement and meticulousness as observed in the previous stages of the employee lifecycle. According to Marchington and Wilkinson (2016), it is advisable to carry out detailed departure interviews in order to get insights into the underlying reasons that drive an employee's choice to go from an organisation. The primary objective of conducting these interviews is to get helpful details into any discrepancies in Hilton's engagement methods. Additionally, these interviews give a last chance to comprehend any missed opportunities or unmet parts of the psychological contract that exists between Hilton and its Generation Z employees. Additionally, considering the interconnectedness and relational orientation of the current age, it may be argued that alumni networks hold significant potential in fostering and sustaining favourable connections (Rousseau, Hansen and Tomprou, 2018). Social media platforms may serve as channels for the dissemination of professional possibilities, industry insights, and exclusive promotions, which means that the company should maintain a favourable brand image in the memories of past workers.
An effective strategy that Hilton Hotels may adopt for augmenting employee engagement, particularly among Generation Z, is the Gallup Q12 concept. The model is predicated around a set of 12 fundamental components that serve to assess and oversee employee engagement. The elements encompass an assortment of factors, spanning from fundamental necessities such as understanding job expectations, to more intricate dimensions such as being provided with possibilities for personal development and advancement (Mahajan and Sharma, 2015). The Gallup Q12 approach is recognised for its capacity to deconstruct staff engagement into measurable actions, as a result facilitating the identification of specific areas necessitating intervention by organisations. In the case of Hilton and Generation Z, this model indicates potential advantages as it covers elements like as ongoing education, prospects for advancement, and the need for acknowledgment which are vital characteristics that have significance for this specific group.
In conclusion, this paper investigated the complexities of employee engagement in the  context of Hilton Hotels and its workforce comprised of Generation Z individuals. With the increasing presence of the rising generation in the labour market, Hilton Hotels has the potential to boost its outreach tactics to better fit with the specific characteristics and interests of Generation Z. All through the many phases of the employee lifecycle, ranging from attraction to separation, organisations have the opportunity to adopt certain strategies that assist in the recruiting process but also contribute to the ongoing employment of young and talented individuals. The utilisation of the Gallup Q12 model enhances the organization's capacity for analytical rigour, facilitating the measurement, evaluation, and enhancement of engagement levels. The adoption of a diverse approach is vital for Hilton Hotels to maintain its competitive advantage in the dynamic hospitality business.
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