The University of Wales Trinity Saint David
Title: How to engage employees (Generation Ys or Generation Zs) throughout the employee lifecycle?



Name: Shahd Omer
Student ID: 2130010
BMIH5005 Personnel Resourcing and Development LEVEL 5 
Module Lead: Helen Lee BA (Hons)
 Word Count: 2200



















In today's dynamic and competitive business landscape, it is important to engage employees, especially Generations Y and Z, throughout their lifecycle in major hotels.
Human resources play a central role in shaping the work experiences and job satisfaction of these generations.
This essay will explore strategies and approaches that HR professionals can use to effectively engage employees, from attraction and recruitment to onboarding, development, promotion, productivity, retention, separation, and even strategic alignment.
To prepare, start by understanding the role HR plays in employee engagement, consider the unique characteristics of Millennials and Gen Z, and outline the benefits of a Highly cohesive group.

The Role of Human Resources in Employee Engagement:
The human resources department plays an important role in promoting employee engagement. Their responsibilities include attracting talent, creating a positive work environment, facilitating career development, and managing employee relations. Engaged HR professionals can make a significant impact on employee engagement levels by implementing a variety of strategies tailored to the needs and preferences of Generation Y and Z employees (Towers, 2021).

Characteristics of Generation Y and Generation Z:
Understanding the unique characteristics of Millennials and Generation Z is key to developing appropriate engagement strategies for these generations:

Generation Y (Millennials):
- Technology Specialist:
Millennials grew up in the digital age and are proficient in using technology.
HR can take advantage of this by providing digital training and communication tools.
- Desired purpose:
They seek meaning in their work, often valuing corporate social responsibility and sustainable practices. Their participation involves aligning the hotel's values ​​with their purposes (Towers, 2021).


- Work-life balance:
Millennials value work-life balance, which makes flexible work arrangements and remote work options attractive.
- Continuous feedback:
They appreciate regular feedback and professional development opportunities (Towers, 2021).

Generation Z:
- Digital natives:
Generation Z individuals are true digital natives, having grown up with smartphones and social media. HR should consider digital communication channels and mobile-friendly training materials.
Marriott International recognises the importance of attracting Generation Z employees to its workforce, they promote technology-savvy Generation Z employees technology by providing them with digital tools and platforms to improve their work experience (Marriott, 2023).

- Diversity and Inclusion:
They prioritise diversity and inclusion, creating a diverse and inclusive work environment essential for engagement. Hilton is another example as Hilton's commitment to diversity and inclusion resonates with Gen Z's values. They appreciate an inclusive workplace where their unique perspectives are welcomed.

- Instant gratification:
Generation Z values ​​immediate feedback and recognition. HR can use real-time recognition platforms to address this priority. For example, Marriott fosters a culture of continuous feedback, which Gen Z employees appreciate. Regular performance reviews, mentoring programmes, and peer recognition opportunities will address their desire for continuous improvement (Marriott, 2023).





- The business inspiration:
Many Gen Z employees have an entrepreneurial mindset and value opportunities to take on responsibility and make an impact early in their careers (Towers, 2021).

How to participate and benefits:
Hiring a team that includes Millennials and Gen Z individuals means catering to their preferences. For example, offering flexible working arrangements, mentoring programmes, and regular feedback sessions can promote engagement.
The benefits of a cohesive team include increased productivity, higher job satisfaction, lower turnover, and a positive impact on a hotel's reputation (Paglis, Green, and Bauer, 2006).

Let's now move on to the different stages of the employee lifecycle:
Progress and performance:
During the development and operations phase, the HR department must focus on personal and professional development. Marriott International is a case in point.
They create personalised development plans, conduct regular performance reviews, and provide continuing education opportunities.
This ensures that employees, especially those in Generations Y and Z, remain motivated and engaged in their roles (Marriott, 2023).

Rewards, recognition, and benefits:
Effectively engaging Millennial or Gen Z employees involves a strategic approach to rewards, recognition, and benefits.
These generations have their own expectations when it comes to feeling valued and motivated at work (Harter, Schmidt, and Hayes, 2023).








1. Recognition Programmes:
Recognition is the foundation for the engagement of young generations. It's not just about the annual awards, it's about continuous, real-time feedback. For example, Marriott International has a multifaceted recognition programme (Marriott, 2023).
In addition to formal recognition during performance reviews, they also encourage peer recognition through digital platforms (Albrecht, et al, 2020). This instant recognition corresponds to the preference for immediate feedback that generations Y and Z often exhibit. This boosts morale, improves teamwork, and keeps employees motivated.

2. Competitive Benefits Packages:
Providing comprehensive benefits is essential to ensuring the well-being of Generation Y and Z employees. These packages go beyond traditional healthcare and retirement plans:

- Health and beauty care activities:
In response to growing health concerns, some hotels have implemented wellness programmes. These include gym memberships, mental health support, stress management workshops, and flexible hours to promote work-life balance (Racolţa-Paina, and Irini, 2021).

- Educational support:
Providing educational support programmes that meet the desire for lifelong learning and career advancement. This may include financial support for continuing education or professional certification, demonstrating the hotel's commitment to employee development (Nankervis, et al, 2022).

- Incentives for employees:
Special discounts on stays at hotels, restaurants, or other amenities may be especially attractive to hospitality workers. This not only improves their overall job satisfaction but also encourages them to become brand ambassadors.



- Community engagement initiatives:
Generations Y and Z often seek opportunities to contribute to their communities. Hotels can attract them by organising volunteer activities or supporting local charity initiatives (Racolţa-Paina, and Irini, 2021).

- Flexible welfare regime:
Some hotels offer flexible benefits plans, allowing employees to customise benefits based on their individual needs. This flexibility resonates with younger generations who value personalisation (Wang, et al, 2020).

3. Financial Incentives:
In addition to benefits, financial incentives can play an important role in engagement.
Performance-based bonuses, profit sharing, and recognition in the form of monetary rewards can motivate Generation Y and Z employees (Ahmad, Maochun, and Rehman, 2019). For example, Hilton Hotels has introduced a profit-sharing programme to distribute a percentage of profits to employees based on their contributions (Jami Pour, Talari, and Bahadori, 2020).
This not only motivates employees to do their best but also fosters a sense of ownership in the company's success (Ahmad, Maochun, and Rehman, 2019).

4. Employee wellness initiatives:
Understanding that wellness is not just physical but also mental and emotional, hotels are increasingly investing in employee assistance programmes, counselling services, and stress management resources.
These initiatives recognise the challenges these generations face, including the pressures of the digital age, and provide them with the tools to address them effectively.
In short, developing effective rewards, recognition, and benefits strategy is key to engaging Generation Y and Z employees throughout their lifecycles in the hospitality industry (Adisa, Ogbonnaya, and Adekoya, 2023).
These strategies must align with the preferences of these generations, providing immediate recognition, comprehensive health support, flexible benefits, and financial incentives (Carnevale, and Hatak, 2020).
When implemented effectively, such programmes not only promote engagement but also help reduce turnover and create a positive organisational culture, ultimately benefiting both employees and the company (Zameer, et al, 2018).

Effective rewards, recognition, and benefits programmes play a vital role in retaining and engaging talent throughout their tenure (Wang, et al, 2020).
Marriott's recognition programme, which includes both formal and informal methods, has gone a long way in making employees feel valued and appreciated (Marriott, 2023).

Recruitment:
Recruiting serves as the gateway to effectively engage Millennial or Gen Z employees in the hospitality industry.
As these generations bring their own preferences and expectations to the workforce, it is important to adopt progressive and inclusive recruitment practices that work for them (Nankervis, et al, 2022).

1. Modernise the recruitment process:
Modernising the recruitment process is imperative when targeting Generation Y and Z candidates:

- Take advantage of technology:
Apply technology-enabled recruitment methods. Consider implementing chatbots or AI-based tools to provide immediate answers to candidate questions, in line with the tech-savvy of these generations (Loon, Otaye-Ebede, and Stewart, 2019).

- Mobile optimisation:
Make sure your careers website and application process are optimised for mobile devices. A significant portion of millennial and millennial job seekers use mobile devices to search for jobs. A seamless mobile experience improves reach and engagement (Schwartz, et al, 2019).



- Interview video:
Integrate video interviews into the hiring process. This not only addresses these generations' preference for digital communication but also provides insight into their comfort with technology (Theurer, et al, 2018).

- Virtual reality (VR) and augmented reality (AR):
For positions that require specific skills or on-site familiarity, consider using VR or AR simulations as part of the application process (Nandan, et al, 2018).

2. Employee-centred approach:
To attract young talent effectively, hotels must adopt an employee-centric approach:

- Employee testimonials:
Feature employee testimonials and success stories on your career website and social media platforms (Loon, Otaye-Ebede, and Stewart, 2019).
Generation Y and Z candidates seek validation and value from current employees.

-Corporate culture:
Highlight your hotel's unique culture and values. Create engaging content, such as videos or blog posts, that highlight your commitment to sustainability, diversity, and community engagement (Jami Pour, Talari, and Bahadori, 2020).

3. Inclusivity and Diversity:
Inclusivity is a core value of Millennials and Generation Z. To effectively attract them, adopt inclusive hiring practices:

- Diversity statement:
Clearly communicate the hotel's commitment to diversity and inclusion in all recruitment materials. This shows that your organisation values ​​diversity and welcomes candidates from diverse backgrounds (Boxall, and Macky, 2018).




- General language:
Write job descriptions and recruitment materials in inclusive, gender-neutral language.
Eliminate any biases or stereotypes and focus on qualifications and skills (Sun, and Bunchapattanasakda, 2019).

- Blind recruitment:
Implement blind hiring practices, such as removing names, gender, or other potentially misleading information from resumes during the initial screening process.
This minimises unconscious bias in candidate selection (Noe, et al, 2020).
Recruiting is not a limited process, it extends throughout the employee lifecycle, as organisations continually seek to attract and retain top talent (Markoulli, et al, 2017).

Strategy:
A strategic approach to talent management is essential across the employee lifecycle.
HR must align workforce strategy with the organisation's broader business strategy. Developing a strategic workforce plan will ensure the right talent is available to achieve the organisation's long-term goals. For example, Marriott International aligns its workforce strategy with expansion plans, ensuring it has the talent needed for growth (Jami, Talari, and Bahadori, 2020).

Critical Analysis:
Engaging Generation Y and Z employees throughout their lifecycles is essential, but it also poses challenges that require critical analysis.
One of the main challenges is the rapid development of technology and its impact on career preferences. While these generations are tech-savvy, they could lose interest if the technology offered in the workplace is outdated or they feel overwhelmed by constant connectivity (Racolţa-Paina, and Irini, 2021).
HR must strike a balance between leveraging technology for engagement and ensuring it doesn't lead to burnout (Wang, et al, 2020).
Another important aspect is the need for flexible work arrangements.
Generations Y and Z value work-life balance and seek remote work opportunities.
However, this poses challenges in terms of tracking performance and maintaining a consistent work culture (Antony, 2018).
To strike the right balance, HR professionals must implement clear guidelines and leverage performance management tools that enable remote work while ensuring accountability (Burnett, and Lisk, 2021).

Practical Application and Deployment:
To effectively apply and deploy strategies to attract Generation Y and Z employees, human resources departments in large hotels must consider the following:

Applying technology:
- Invest in modern, user-friendly technology that facilitates communication and training (Albrecht, et al, 2020).

Flexible working arrangement:
- Develop clear policies and guidelines for remote work.
- Implement performance measurement tools that focus on results rather than hours worked (Burnett, and Lisk, 2021).

Personalised development plan:
- Develop personal development plans for each employee.
- Provide access to online courses and mentoring programmes tailored to generational interests (Boxall, and Winterton, 2018).

5. Strategic workforce planning:

- Adjust talent attraction strategy to suit the company's long-term goals.
- Continuously evaluate and adjust workforce plans to align with industry trends and challenges (Bhatnagar, 2007).






Now Let's take a case study from Hilton Hotels, another industry leader, to illustrate a real-world application. Hilton recognises that Generation Y and Z employees are looking for a better work-life balance. In response, they implemented a flexible work policy that allows employees to choose between traditional work hours or remote work options (Hilton, 2023).
The result is increased job satisfaction, reduced turnover, and improved engagement scores (Anjum, Rahman, and Rahaman, 2022).




















Conclusion:
In a dynamic and rapidly evolving industry like hospitality, the success of hotels depends largely on their ability to attract and retain talent, especially among the young and millennial workforce. 
In short, employee engagement is not a static concept but an ongoing journey that requires constant adaptation and innovation.
The hospitality industry, known for its people-centric nature, must embrace these growth drivers to attract, engage, and retain the talent that will determine its future success (Deloitte, 2023).

Going forward, the industry must remain flexible and continually seek to meet the changing needs of the workforce. Then embracing technology, supporting inclusivity, maintaining a culture of recognition and development, and aligning HR strategies with business goals will be essential (Carnevale, and Hatak, 2020).

Therefore, both Marriott and Hilton recognise the importance of aligning their employee engagement strategies with the characteristics of Generation Z.
They leverage technology, deliver personalised experiences, emphasise sustainability and diversity, and foster a culture of feedback and continuous growth to effectively attract and retain Gen Z talent in the competitive hotel industry.
In doing so, they position themselves as attractive employers to the next generation of hospitality professionals.
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