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Introduction

In this essay, we will try to explore the crucial concept of employee engagement with a
specific focus on engaging Generation Y and Generation Z employees throughout the
employee lifecycle in the context of a giant hotel. Employee engagement means a wide
array of strategies and practices designed to cultivate a motivated, committed, and high-

performing workforce.

We will begin by characterizing key terms relevant to our exploration to run this discussion
effectively. The employee lifecycle which consists of stages like attraction, recruitment,
onboarding, development, retention and separation that will serve as our framework.
Additionally, we will bore into the distinctive features of Generation Y and Generation Z
by shedding light on their workplace preferences and expectations (Marchington et al.,
2000).

Throughout the entire essay, practical-world industry examples will be used to portray
how organizations effectively involve their employees by offering valuable insights into

creating a harmonious and productive work environment (Marchington et al., 2000).

Discussion about the role of human resources in engaging employees

The role of Human Resources (HR) in connecting employees, especially in the context of
Generation Y and Generation Z, is bottle neck in ensuring a productive and motivated
workforce. Human Resources works as the bridge between employees and the
organization by facilitating the following key aspects of engagement:

1. Recruitment and Onboarding
HR serves a significant role in attracting and hiring talent that aligns with the
organization's culture and values. Effective onboarding programs taken by HR make sure
that new employees feel welcomed and integrated into the workplace from day one (Bach,
2009).

2. Training and Development



HR designs and implements training and development programs which nourish the
learning preferences of younger generations. Continuous skill enlargement opportunities

keep employees involve and invested in their careers within the company (Bach, 2009).

3. Communication and Feedback
HR nourishes open channels of communication by encouraging regular feedback and
dialogue between employees and management. This approach helps in acknowledging
concerns by recognizing achievements and aligning individual goals with organizational

objectives.

4. Benefits and Well-being
HR designs benefit packages which cater to the unique, demand needs and aspirations
of Gen Y and Gen Z, for example flexible work arrangements, wellness programs and

opportunities for work-life balance.

5. Career Progression
HR plays a significant role in characterizing career paths and giving growth opportunities.
Career development plans, mentorship programs, and clear advancement paths inspire

younger employees to remain committed to their jobs (Ahammad, 2017).

Exploring the characteristics of your selected Generation

Generation Z which is born between the mid-1990s and early 2010s that portrays distinct

characteristics that shape their expectations and preferences in the workplace:

6. Digital Natives: Gen Z has grown up in a digital world by making them highly tech-
savvy. They wish seamless integration of technology in their work environment and
often like digital communication tools (Ahammad, 2017).

7. Entrepreneurial Spirit: Many Gen Z individuals are entrepreneurial by valuing
autonomy and opportunities to show their creativity. They are often drawn to roles
which allow them to take new initiative (Preece and Harrison,1988).

8. Diversity and Inclusion: Gen Z values diversity and inclusivity. They search for
workplaces which promote equality, respect different perspectives, and celebrate

individuality.



9. Continuous Learning: This generation has a strong aspiration for continuous
learning and development. They appreciate organizations offering training,
upskilling, and growth opportunities.

10.Work-Life Balance: Maintaining a healthy work-life balance is significantly
important for Gen Z. They always provide value flexible work arrangements and

prioritize personal well-being.

Suggestion on the ways of engaging and advantages of engaging a team.

Engaging a team in terms of one comprising Generation Y or Generation Z employees
can yield significant advantages for an organization. Here are some ways to involve a

team and the associated benefits:
Method to involve a Team:

e Effective Communication: Nourish transparent and frank communication within
the team. Regular meetings, feedback sessions and updates ensure everyone is
well informed and feels valued.

e Empowerment: Inspire team members to take ownership of their tasks and
decisions. Empowered employees are much more inspired and invested in their
work (Pilbeam and Corbridge, 2006).

e Recognition and Appreciation: Acknowledge and celebrate team's achievement
of members. Public recognition or rewards can enhance morale and motivation.

e Skill Development: Give opportunities for skill development and growth matter.
Offering training and mentorship which can help team members to improve their
abilities and progress in their careers (Pilbeam and Corbridge, 2006).

e Collaboration: Promote and share collaboration among team members.
Encouraging teamwork and cross-functional projects can also boost up creativity

and problem-solving (Kyzym et al., 2019).

Advantages of Engaging a Team:



Here are some examples of engaging a team.

e Increased Productivity
Engaged teams are more likely to be more productive and accomplish their goals. They

are inspired well to work towards shared objectives.

e Higher Retention Rates
Engaged team members aim to stay with the organization for longer period. This help to

reduce turnover costs and ensures continuity.

e Enhanced Innovation
Teams, felt engaged, are more likely to brainstorm and implement innovative ideas which

lead to a competitive edge (Kyzyl et al., 2019).

e Better Customer Service
Engaged teams are more likely to give excellent customer service which lead to higher

customer satisfaction and loyalty

e Positive Work Culture
Team involvement contributes to a positive work culture, where employees remain happy,

motivated, and supportive of each other.

The employee lifecycle:

The employee lifecycle means various stages, each part is so critical for managing and

engaging employees effectively:

Attraction: Attracting potential employees starts with drafting a compelling employer
brand. Highlighting company culture, values, and opportunities gives edges to draw the
attention of suitable candidates. Effective job postings and recruitment marketing

strategies serve a pivotal role in this stage (Cheetham, 2022).

Recruitment: Recruitment includes the process of identifying, evaluating, and selecting

candidates for defined roles. HR team and hiring manager collaborate to run interviews,



assess qualifications for the job and make hiring decisions. A streamlined recruitment

process makes sure a seamless transition to the next stage (Ginetta, et al., 2021).

Onboarding: Onboarding is particularly important for connecting new employees into the
organization. It tries to include orientation by introducing company policies and facilitating
a smooth transition into their roles. Effective onboarding makes sure that employees feel

welcome, well informed and prepared to contribute (Ginete, et al., 2021).

Development: Employee development provides prioritize on nurturing skills and fostering
growth throughout an individual's career within the organization. This stage tries to include
ongoing training, mentoring and career progression opportunities. It wishes to expand

employee capabilities and job satisfaction (Harris, 2005).

Retention: Employee retention is all about keeping valuable talent within the
organization. It involves creating a positive and meaningful work environment by offering
competitive compensation and benefits, recognizing, and rewarding achievements and

addressing concerns to halt turnover.

Separation: The separation stage encompasses the end of the employee's tenure with
the organization. It may happen because of resignation, retirement, or termination. A well-
managed separation process makes sure a respectful and legally compliant exit by

including handling final pay, benefits, and knowledge transfer (Harris, 2005).

Examples of how | could engage my team
Here are the examples of how | could engage my team,

e Regular Feedback and Recognition: Share constructive feedback and
recognition during weekly or monthly meetings to identify achievements and
discuss areas for improvement.

e Goal Alignment: | would make sure that team members understand how their
work contributes to organizational goals by fostering a sense of purpose
(R6nnqvist et al., 2015).



e Professional Development: | would provide training, workshops and mentorship
opportunities for skill development and career growth (Rénnqvist et al., 2015).

e Flexible Work Arrangements: | would Consider flexible work hours or rural work
options for betterment of work-life balance.

e Team-building Activities: Organize outings to extend collaboration and
communication among al team members.

e Clear Communication: | would maintain transparent communication channels,
encouraging input, ideas and feedback.

e Inclusive Decision-Making: | would consider team members in decision-making
processes by empowering them and valuing their input (Rénngvist et al., 2015).

e Wellness Programs: | would focus on Implementing physical and mental health
initiatives like gym memberships, stress management workshops or mental health
support.

e Regular Check-Ins: | would run one-on-one meetings to discuss career goals,
challenges as well as development plans.

e Celebrating Milestones: | would recognize both team and individual

achievements, whether big or small, through celebrations.

Employee engagement model and how it could be implemented

Implementing an employee engagement model is undeniably important for fostering a

motivated and committed team. Here it goes,

Employee Engagement Model
1. Assess: Start by running a comprehensive assessment of the current engagement
levels within a team by utilizing surveys, focus groups, and one-on-one interviews to

gather feedback and identify areas for improvement (Goetz and Patz, 2017).

2. Analyze: Analyze the collected data to pinpoint key involved drivers and areas which

require attention. Look for patterns and common themes in the feedback.



3. Communicate: Communicate the involvement strategy clearly to my team. Focus on
portraying the goals, actions, and expected outcomes. Inspire questions and feedback to

nourish transparency.

4. Implement: keep the engagement plan into action. This may involve rolling out plans,
for example, regular feedback sessions, skill development programs, or wellness
initiatives (Goetz and Patz, 2017).

5. Monitor: Continuously monitor the progress of your involvement initiatives. Collect
feedback regularly to measure their effectiveness. Adjust the strategy as needed based

on ongoing evaluation (Raiden et al., 2003).

6. Recognize: Pitching a system for recognizing and rewarding team members'
contributions and achievements. Make sure the recognition aligns with your engagement

strategy.

7. Evaluate: | would make sure a periodical evaluation of the overall engagement levels
within my team by using the same assessment methods employed in step one. Then |
would go for comparing results to measure improvements and identify any lingering

issues (Foodee et al., 2019).

8. Adjust: | would then adjust my engagement strategy as necessary, based on evaluation

results.

9. Sustain: Employee involvement is an ongoing process. Sustain a culture of involvement
by integrating it into my team's daily operations and maintaining open communication

channels.
The steps | would follow to make sure objective.

Examples from the industry

Here are some examples from various industries which showcase effective employee

engagement practices:

1. Salesforce's Ohana Culture: Salesforce, which is a leading CRM software company, is
known for its "Ohana" culture. They focus employee well-being through different methods

like wellness programs, volunteer opportunities and a keen sense of community. This



initiative has led to high employee satisfaction and a strong company culture (Anderson
and Shackleton, 1986).

2. Google's 20% Time: Google allows its available employees to spend 20% of their
workweek on projects which are chosen by themselves. This nourishes innovation and
autonomy by keeping employees engaged and driving numerous product innovations

which includes Gmail and Google Maps (Armstrong, 2006).

3. Zappos' Ho acracy: The online retailer Zappos pitched a unique organizational
structure which is known as Ho acracy, where it gives employees more autonomy and a
say in decision-making. This strategy empowers employees and enhances their sense of

ownership in the company's success (Raiden et al., 2009).

4. Southwest Airlines’ Employee-Centric Approach: Southwest Airlines focuses on its
employees' well-being and gives them opportunities for career growth. This initiative has
resulted in exceptional customer service and strong company loyalty among employees
(Carter et al., 2002).

5. Starbucks' College Achievement Plan: Starbucks shares its employees the opportunity

to accomplish a college degree online through Arizona State University.

This program supports both employees' personal development and enhances their loyalty

to the company (Garrow and Hirsh, 2008).



These examples portray how industry leaders have successfully implemented employee
engagement strategies which result in higher job satisfaction, increased productivity, and

positive organizational cultures (Cunningham and Rowley, 2007).

Conclusion

In conclusion, effective employee involvement is gigantic in today's workforce. Especially
when considering the unique characteristics of Generation Y and Generation Z. By a
proper understanding of their preferences and utilizing strategies which promote open
communication, continuous learning, and a supportive work culture. Organizations can
unlock higher productivity, lower turnover, and a more vibrant workplace. Pitching a
structured engagement model will allow for a systematic approach and real-world industry
examples completely portray the practical benefits of these efforts. In this dynamic
landscape, fostering engagement is not just a choice but a necessity for organizations

aiming to thrive.
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