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Engaging Generation Z Employees thought-out the Employee Lifecycle in the Hospitality Industry


Introduction:
The success of any organization, particularly in the service-oriented hospitality industry, relies heavily on its employees. Engaging the newest generation in the workforce, Generation Z, is a priority for Human Resources (HR) departments. This essay explores how HR departments in large hotels can effectively engage Generation Z employee throughout their lifecycle, considering the various stages: attraction, recruitment, onboarding, development, retention, and separation.

Role of Human Resources in Engaging Employees:
HR plays a central role in creating a work environment that fosters engagement among employees. This includes understanding and responding to the unique characteristics and preferences of Generation Z. HR must take the lead in developing strategies for employees’ engagement.
HR is the forefront of employee engagement, from the initial recruitment process to ongoing development, feedback, and conflict resolution. Their multifaceted responsibilities encompass various aspects of employee well-being, job satisfaction, and overall engagement. Engaged employees contribute to a positive workplace culture, increased productivity, and the long-term success of the organization. 

Characteristics of Generation Z:
Generation Z is the first generation to have grown up entirely in the digital age, which significantly influences their communication style, preferences, and expectation.
Some key characteristics of Generation Z include: 
1. Tech-savvy: Having been born into a world of smartphones and internet at their fingertips, Generation Z is inherently comfortable with technology. They use is to connect, communicate, and access information. 
2. Socially conscious: This generation is highly aware of global issues, such as climate change, social justice and diversity. They are more likely to seek employers who offer flexible scheduling and remote work options.
3. Desire for personal development: Continuous personal and professional development is important to Generation Z. They seek opportunities for learning and growth in their workplace. 
4. Tech infrastructure: Providing robust IT infrastructure, fast Wi-Fi. And up-to-date devices for employees is crucial. Generation Z expects these tools to be readily available to support their work.
5. Remote Work: Given their familiarity with digit tools, Generation Z is comfortable with remote work. HR should establish clear remote work policies and provide the necessary technology to support remote employees.
6. Collaborative tools: Implementing collaborative tools such as video conferencing, project management platforms, and instant messaging apps can facilitate communication and productivity, particularly for Generation Z.
7. Training and skill development: Investing in digital training programs can empower Generation Z employees to stay up to date with technological advancements and enhance their skills.


Ways of Engaging and Advantages:
Engaging Generation z employees involves a combination of strategies, including clear communication, offering opportunities for skill development, creating a supportive work culture, and recognizing their values and interests. Engaged employees are more productive, loyal, and provide better service, which ultimately benefits the hotel’s reputation and profitability.
 Engagement Strategies:
1. Clear communication: Effective communication is crucial. Generation Z prefers clear and transparent communication channels. HR can establish open lines of communication, utilizing platforms lie Slack, Microsoft Teams, or other messaging apps.
2. Skill Development: Offering opportunities for skill development is essential. Providing access to online courses, workshops, and mentorship programs can help employees grow in their roles.
3. Supporting Work Culture: Cresting a supportive and inclusive work culture is key. HR can facilitate diversity and inclusion training, encourage employee resource groups, and ensure that all employees feel valued.
4. Recognize Values and Interests: Understanding the values and the interests of Generation Z is paramount. HR can incorporate sustainability initiatives, volunteer opportunities, and other socially responsible activities into the workplace.

Advantages of Engagement: 

· Productivity: Engaged employees are more likely to be productive, leading to higher work quality and increased output.
· Loyalty: Employees who feel engaged are more likely to stay with the organization for the long term, reducing turnover rates.
· Service Quality: Engaged employees are known to provide better service to customers, enhancing the overall guest experience and the hotel’s reputation.





The Employee Lifecycle:
Engaging Generation Z employees effectively means addressing their unique needs and preferences at various stages of their employment. The employee lifecycle in the hospitality industry consists of several key stages, each of which presents its own set of challenges and opportunities for engagement:

1. Attraction: HR must establish an attractive employer brand, highlighting the hotel’s values, opportunities for growth, and its alignment with Generation Z’s values.
2.   Recruitment: The recruitment process should be seamless and digitally accessible. HR should leverage social media platforms and online tools to search and engage potential candidates.
3. Onboarding: Effective onboarding involves structured training, mentorship programs, and opportunities for new hires to adapt to the workplace culture
4. Development: Continuous learning and development opportunities are crucial for Generation Z. HR should provide resources for skill enhancement and career growth.
5.  Retention: Employee engagement initiatives such as flexible work arrangements, feedback mechanism, and recognition programs can enhance retention. 
6. Separation: When employees decide to leave, HR should conduct exit interviews to gather insights and improve organization.  

Examples of Engagements: 

For attraction recruitment, a hotel could use social media campaigns and virtual reality tours to showcase its work culture. Onboarding might involve online training modules. For development, personalized coaching and access to e-learning resources can be very beneficial. Retention can be improved through recognition schemes and flexible scheduling.

The Significance of Employee Engagement:
Employee engagement is a critical factor in the success of any organization, but it holds particular importance in the service-oriented hospitality industry. Engaged employees are emotionally committed to their work, leading to increase job satisfaction and a strong sense of ownership in the organization. They are also more likely to go above and beyond to provide excellent service to guests.
Moreover, the impact of engaged employees on the bottom line of a hotel or restaurant is significant. Engaged employees are more productive, leading to cost savings and higher revenue generation. 
A study by Gallup found that highly engaged teams experience 21% higher profitability, and companies with engaged employees outperform those without by up to 202%. 

Incorporating an Employee Engagement Model:

One effective model is The Gallup Q12model, which includes questions like ‘’Do you have the materials and equipment to do your work right?’’ and ‘’At work, do your opinions seems to count?’’ 

Implementing this model helps identify areas where engagement can be enhanced.

Engaging a team effectively is essential for maintaining high morale, productivity, and overall team performance. Here are some examples how you can engage your team:
· Set clear goals and expectations
· Regular communication 
· Recognition and appreciation 
· Provide opportunities for growth 
· Empowerment 
· Flexibility 
· Regular feedback 
· Team building activities
· Wellness programs 
· Inclusivity 
· Provide resources and tools
· Encourage innovation 
· Mentorship and coaching 
· Career path planning 
· Celebrate milestones 
· Feedback on decisions-making 
· Flexible work arrangements 
Encourage continuing education 

Industry Examples:
Leading players in the hospitality industry, such as Marriott and Hilton, have already recognized the importance of engaging Generation Z employees and have implemented innovative strategies to do so: 
· Marriott: Marriott offers personalized training and development programs tailored to individual employee need and career aspirations. They understand that Generation Z values personal growth and work to provide resources for ongoing development.
Hilton: Hilton focuses on creating and inclusive and supportive work environment. The actively promote diversity and inclusion and have introduced initiatives like employees’ resource groups to foster a sense of belonging and community among their employees.

Conclusion:
Effective engaging Generation Z employees throughout the employee lifecycle in the hospitality industry required a deep understanding of their characteristics and the integration of various engagement strategies. HR departments play a pivotal role in achieving this, ultimately leading to a more productive and committed workforce, and a competitive edge in the industry.
By considering the unique characteristics of Generation Z, tailoring recruitment and onboarding process, offering opportunities for development, and implementing effective engagement models, large hotels can create an environment where Generation Z employees thrive and contribute to the organization’s success. This multifaceted approach not only benefits the employees themselves but also positively impacts the hotel’s reputation, service quality, and overall profitability.
As the hospitality industry continues to evolve, adapting to the preferences and needs of the emerging workforce is essential for staying competitive and successful. With Generation Z playing and increasingly significant role in the work force, HR departments must remain at the forefront of engagement strategies, ensuring that they meet the expectations of this generation and create a work environment where both employees and the organization can flourish.
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