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How to Engage Employees (Generation Zs) Throughout the Employee Lifecycle?

In the ever-changing hospitality sector, engaging workers is critical for long-term success. Human resources (HR) are critical in structuring the employee lifecycle, ensuring that workers are not only recruited to the organization but are also efficiently onboarded, developed, and retained (Memon et al., 2020). Engaging the employees, especially the tech-savvy, is critical for guaranteeing long-term success inside major hotels in the continually altering environment of the hospitality business (Meijerink, Bos-Nehles, and de Leede, 2020). Hotels can establish a workplace culture that develops talent, improves job happiness, and ultimately leads to organizational development and success by recognizing the distinct requirements of different generations and applying tailored HR practices (Budrienė and Diskienė, 2020). Employee engagement refers to an employee's emotional commitment to the organization and its aims (Memon et al., 2020). Generation Z are individuals born between 1997 and 2012 and are the first to have grown up in the digital age, valuing individualism, social conscience, and a diversified work environment (Oluwatayo and Adetoro, 2020). Further, the employee lifecycle includes all phases of an individual's journey inside an organization, from recruiting and onboarding through development, retention, and final separation (Silitonga et al., 2020). To this end, the aim of this essay is to examine successful ways for engaging Generation Z workers throughout the employment lifecycle in the hotel industry.
In the hotel industry, the HR department is critical to engaging employees of all generations, including Generation Z, by understanding their unique needs, motivations, and aspirations (Thomas, 2022). HR can implement strategies that foster a positive work environment, improve job satisfaction, and increase overall employee engagement by understanding the unique needs, motivations, and aspirations of these generations. Human resource specialists are in charge of recruiting individuals that not only have the requisite abilities but also fit with the organization's culture and values (Silitonga et al., 2020). HR lays the groundwork for engaging workers from the start of their journey by clearly conveying the organization's goals and values throughout the recruiting process. 
Effective onboarding is crucial for new workers, particularly Generation Z, who desire smooth integration and meaningful relationships. HR may create thorough onboarding programs that deliver important information, convey organizational culture, and encourage relationships with coworkers, making newcomers feel welcomed and appreciated, as noted by Thomas (2022). Further, HR plays an important role in organizing training programs and opportunities for continual development. HR ensures that workers stay engaged and motivated by investing in their professional development. HR may embrace creative learning techniques like online courses, webinars, and interactive workshops for tech-savvy Generation Z (Silitonga et al., 2020). HR professionals create performance management systems that give frequent feedback while also recognizing and rewarding workers for their accomplishments. Recognition programs, rewards, and incentives recognize exceptional achievement, sustaining a healthy work culture and motivating individuals to succeed (Memon et al., 2020; Sánchez-Hernández et al., 2019).

Generation Z, born between 1997 and 2012, are the first real digital natives (Schroth, 2019). Growing up in a technologically advanced environment, they have specific features that set them apart from earlier generations. Understanding these characteristics is critical for developing successful workplace engagement strategies. They have grown up with cellphones, social networking, and rapid access to information (Vițelar, 2019). They are excellent at navigating the online terrain since they are extremely skilled in the use of digital tools and platforms. Generation Z embraces uniqueness and individual expression. They are pragmatic and practical, having grown up seeing economic and societal hardships (Schroth, 2019). Generation Z is socially and environmentally sensitive. They are deeply committed to social concerns, sustainability, and making a good difference in the world. They are resourceful, inventive, and open to new chances (Gabrielova and Buchko, 2021). Many of them want to start their own businesses or side hustles because they value independence and self-reliance (Thomas, 2022). 
To engage Generation Z, HR can use a range of strategies. First, they must use technology. Generation Z is a digital native (Dolot, 2018). To enhance seamless communication and cooperation, use digital communication tools, collaborative platforms, and project management software. Secondly, HR should provide learning opportunities. This entails making online courses, webinars, and seminars available (Thomas, 2022). Generation Z favors organizations that invest in their skills and expertise and encourage ongoing learning. HR should also get involved in social and environmental causes. Generation Z is socially aware and values working for firms that make a meaningful contribution to society. Hence, HR can organize volunteer activities or fundraisers for charitable causes (Thomas, 2022). Flexible work schedules and remote work choices might as well help engage Gen Z. Generation Z prioritizes work-life balance and the ability to manage their professional and personal lives efficiently. HR should create a collaborative atmosphere where ideas may be openly exchanged (Guillet, 2020). Generation Z supports cooperation and organizations that encourage collaboration and creativity.
Engaging a team is critical to the success of any firm in the hotel industry, as it fosters a healthy work atmosphere and drives productivity (Liu et al., 2022). One of the primary benefits of an engaged Gen Z team is increased creativity and innovation. When members of a team feel respected and encouraged, they are more willing to share ideas and cooperate, resulting in the development of novel solutions and methods. High levels of productivity are also shown by engaged teams (Jyoti, 2022). As noted by Jayathilake et al. (2021), employees that are motivated and fulfilled in their jobs are more focused, efficient, and ready to go above and beyond to meet corporate objectives. This enhanced productivity leads to better results, more efficiency, and, eventually, higher profitability for the organization. According to Ampofo and Karatepe (2022), employees are more willing to cooperate, exchange expertise, and assist one another in such an atmosphere, building a healthy ecosystem in which everyone may prosper. According to McKee-Ryan (2021), employees are more likely to remain loyal to a business when they feel engaged and valued, which reduces turnover rates (Jyoti, 2022). This, in turn, saves the organization money on the expenses of recruiting, training, and onboarding new staff.
The employee lifecycle, which includes attraction, recruiting, onboarding, development, retention, and separation, is critical in developing a motivated, talented, and devoted team of Generation Z (Daruka and Pádár, 2019). Managing each step well promotes seamless integration, continued development, and employee satisfaction, resulting in increased productivity, lower turnover, and a favorable corporate culture, all of which contribute to long-term success (Gladka et al., 2022).

In the attraction stage, HR should establish a strong online presence through social media platforms and the corporate website (Gladka et al., 2022). Because Generation Z often develops their first impressions online, displaying a dynamic, inclusive, and socially responsible workplace is critical. Further, they should emphasize the organization's ideals, social efforts, and possibilities for advancement. Companies that share their ethical and environmental values are appealing to Generation Z (Daruka and Pádár, 2019). For example, through social media channels, Marriott regularly communicates with prospective workers. Instagram is used to highlight their diverse staff, environmental efforts, and employee experiences (Ladkin and Buhalis, 2016). This strategy appeals to the ideals and environmental concerns of Generation Z.
During the recruitment phase, there is a need to use digital platforms and mobile-friendly application procedures, according to Maloni, Hiatt, and Campbell (2019). For employment applications and evaluations, Generation Z favors smooth, user-friendly interfaces. During the recruiting process, HR should be open and honest about job positions, expectations, and business culture. Authenticity speaks to Generation Z's demand for open communication. Hyatt Hotels Corporation conducts recruiting using internet media (Malik, Thevisuthan, and De Sliva, 2022). For Generation Z candidates, Hyatt Hotels streamlines the application procedure. Candidates may apply using smartphones via the company's mobile-friendly application procedure, which aligns with Generation Z's emphasis on mobile devices.

 

In the onboarding phase, HR should provide personalized onboarding experiences based on individual talents and interests (Gladka et al., 2022). For engaging and immersive orientations, use technology such as interactive applications and virtual reality. Further, they need to identify and assign mentors, or "buddies," inside the organization. Having a point of contact for queries and support over the first few weeks is important for Generation Z workers. To make the onboarding process easier for new team members, Hilton has incorporated digital onboarding solutions (Chillakuri, 2020). New workers may submit paperwork, view training films, and learn about Hilton's culture and principles via its online platforms.
Furthermore, under development, HR should provide possibilities for online courses, webinars, and micro-learning (Chillakuri, 2020). Generation Z embraces lifelong learning and seeks opportunities for self-improvement. Rather than conventional educational pathways, emphasize skill development. They must provide essential skills training, such as digital marketing, data analysis, and communication, to match their tech-savvy character. AccorHotels invests in digital learning tools to provide its staff with ongoing training and development (Li et al., 2020). They provide online courses and modules to help people improve their skills and knowledge in numerous sectors of the hospitality business.
In the retention stage, HR should provide frequent feedback and acknowledgement for accomplishments (Li et al., 2020). Create a culture of gratitude and camaraderie by implementing peer-to-peer recognition programs. Additionally, there is a need to provide flexible scheduling and remote work possibilities. Generation Z supports work-life balance and enjoys workplace flexibility. Marriott uses digital learning management systems (LMS) to provide staff access to online training modules, webinars, and certification programs (Goh and Okumus, 2020). This not only improves workers' abilities but also shows the company's commitment to their professional development.

 

Lastly, during the separation phase, HR should consider conducting in-depth exit interviews to determine the causes behind separations and use this input to make essential workplace adjustments and improvements (Zhang et al., 2022). Most importantly, they should establish alumni networks to remain in touch with past workers. Generation Z values networks and connections, and preserving these connections might be advantageous for future collaborations or rehiring prospects. When leaving, Marriott International workers are interviewed and asked specific questions about their experience. They utilize this input to enhance the organization (Kim and Jang, 2022). Marriott International exhibits its commitment to continuing development and learning by appreciating the perspectives of leaving workers.
To better engage Generation Z, there are a range of employee engagement models that can be applied, such as Gallup's Q12 Employee Engagement Survey (Biriowu and Ofurum, 2020). Gallup's Q12 Employee Engagement Survey is a well-known tool for measuring certain aspects of employee engagement that are linked to performance outcomes (Zhang et al., 2022). It is made up of 12 essential questions that are meant to examine different elements of the employment environment. Implementing this model may greatly improve employee engagement across the job lifetime, even for Generation Z workers (Delina, 2020). Below is how it may be included in various stages:
Under attraction, during the interview process, HR will administer a shortened version of the Q12 survey. This not only assesses the candidate's expectations but also indicates the organization's dedication to employee engagement. Next, during the recruiting process, communicate the organization's commitment to employee involvement. Explain how input is respected and used to develop continuously (Kim and Jang, 2022). Further, HR will use survey data to personalize the onboarding process. Address any particular issues or preferences indicated in the survey, ensuring that the onboarding process meets the expectations of workers.

 

Under development, HR can base training programs on survey results (Oktanofa, Arliawan, and Gustomo, 2022). They should concentrate on areas where workers believe they need further assistance and provide focused learning experiences to help them improve their skills. On retention, HR creates recognition programs based on the survey results. They also implement programs that are relevant to the features that workers appreciate the most, ensuring that recognition efforts are meaningful to them (Meijerink, Bos-Nehles, and de Leede, 2020). Additionally, HR can use the Q12 questions to conduct regular pulse surveys. They should analyze the findings to track the evolution of employee engagement over time. Finally, under separation, the HR will ask Q12 questions at departure interviews and analyze the replies to spot patterns and possible areas for improvement, according to Delina (2020). HR may use the knowledge gathered to improve the experience of current workers, thereby lowering turnover rates.
To conclude, engaging workers, especially Generation Z, across the different phases of the employment lifecycle is critical to the hotel industry's success. Hotels may build a working atmosphere that supports productivity, creativity, and long-term commitment by customizing policies to the distinct features of different generations. Hotels may improve work satisfaction, staff morale, and overall productivity by implementing initiatives such as tailored onboarding experiences, continual learning opportunities, and open communication channels. Furthermore, the deployment of well-known employee engagement models, such as Gallup's Q12 survey, offers a formal framework for firms to evaluate, analyze, and systematically enhance employee engagement. Employee engagement has several advantages in the hotel sector, including lower attrition rates, greater client experiences, higher service quality, and a favorable influence on the bottom line. Hotels can establish a dynamic work culture that not only attracts and maintains top talent but also assures long-term development and success in the competitive hospitality industry by investing in employee engagement and well-being.

 

References
Ampofo, E.T. and Karatepe, O.M., (2022). The effects of on-the-job embeddedness and its sub-dimensions on small-sized hotel employees’ organizational commitment, work engagement and turnover intentions. International Journal of Contemporary Hospitality Management, 34(2), pp.509-533.

Biriowu, C.S. and Ofurum, U.A., (2020). Employee engagement and organizational survival. World Journal of Innovative Research, 9(5), pp.79-92.

Budrienė, D. and Diskienė, D., (2020). Employee engagement: Types, levels and relationship with practice of HRM. Malaysian e commerce journal, 4(2), pp.42-47.

Chillakuri, B., (2020). Understanding Generation Z expectations for effective onboarding. Journal of Organizational Change Management, 33(7), pp.1277-1296.

Daruka, E. and Pádár, K., (2019). Talent management of academics: A systematic literature review and implications for further research in Hungary. Deturope, 11(3), pp.110-137.

Delina, G., (2020). A study on the interrelationships between employee engagement, employee engagement initiatives and job satisfaction. International Journal of Business Excellence, 20(2), pp.242-268.

Dolot, A., (2018). The characteristics of Generation Z. E-mentor, 74(2), pp.44-50.

Gabrielova, K. and Buchko, A.A., (2021). Here comes Generation Z: Millennials as managers. Business Horizons, 64(4), pp.489-499.

Gladka, O., Fedorova, V. and Dohadailo, Y., (2022). Development of conceptual bases of the employee life cycle within an organization. Business: Theory and Practice, 23(1), pp.39-52.

Goh, E. and Okumus, F., (2020). Avoiding the hospitality workforce bubble: Strategies to attract and retain generation Z talent in the hospitality workforce. Tourism Management Perspectives, 33, p.100603.

Guillet, B.D., (2020). Online upselling: Moving beyond offline upselling in the hotel industry. International Journal of Hospitality Management, 84, p.102322.

Jayathilake, H.D., Daud, D., Eaw, H.C. and Annuar, N., (2021). Employee development and retention of Generation-Z employees in the post-COVID-19 workplace: a conceptual framework. Benchmarking: An International Journal, 28(7), pp.2343-2364.

Jyoti, J., (2022). Fun at workplace and intention to leave: role of work engagement and group cohesion. International Journal of Contemporary Hospitality Management, 34(2), pp.782-807.

Kim, M. and Jang, J., (2022). The effect of physical environment of the employee break room on psychological well-being through work engagement in the hospitality industry. Journal of Human Resources in Hospitality & Tourism, 21(2), pp.175-196.

Ladkin, A. and Buhalis, D., (2016). Online and social media recruitment: Hospitality employer and prospective employee considerations. International journal of contemporary hospitality management, 28(2), pp.327-345.

Li, X., Mai, Z., Yang, L. and Zhang, J., (2020). Human resource management practices, emotional exhaustion, and organizational commitment–with the example of the hotel industry. Journal of China Tourism Research, 16(3), pp.472-486.

Liu, X., Yu, J., Guo, Q. and Li, J., (2022). Employee engagement, its antecedents and effects on business performance in hospitality industry: a multilevel analysis. International Journal of Contemporary Hospitality Management, 34(12), pp.4631-4652.

Malik, A., Thevisuthan, P. and De Sliva, T., (2022). Artificial Intelligence, Employee Engagement, Experience, and HRM. In Strategic human resource management and employment relations: An international perspective. Cham: Springer International Publishing, pp. 171-184.

Maloni, M., Hiatt, M.S. and Campbell, S., (2019). Understanding the work values of Gen Z business students. The International Journal of Management Education, 17(3), p.100320.

McKee-Ryan, F.M., (2021). Coming of age in a global pandemic: HRM perspectives on generation Z’s workforce entry. In Research in personnel and human resources management. Emerald Publishing Limited, Vol. 39, pp. 99-128.
Meijerink, J., Bos-Nehles, A. and de Leede, J., (2020). How employees’ pro-activity translates high-commitment HRM systems into work engagement: The mediating role of job crafting. The International Journal of Human Resource Management, 31(22), pp.2893-2918.

Memon, M.A., Salleh, R., Mirza, M.Z., Cheah, J.H., Ting, H., Ahmad, M.S. and Tariq, A., (2020). Satisfaction matters: the relationships between HRM practices, work engagement and turnover intention. International Journal of Manpower, 42(1), pp.21-50.

Oktanofa, A.K., Arliawan, F.A. and Gustomo, A., (2022). Measuring and Improving Employee Engagement (A Study in PT. Svara Inovasi Indonesia). IPTEK Journal of Proceedings Series, (1), pp.425-431.

Oluwatayo, A.A. and Adetoro, O., (2020). Influence of employee attributes, work context and human resource management practices on employee job engagement. Global Journal of Flexible Systems Management, 21, pp.295-308.

Sánchez-Hernández, M.I., González-López, Ó.R., Buenadicha-Mateos, M. and Tato-Jiménez, J.L., (2019). Work-life balance in great companies and pending issues for engaging new generations at work. International journal of environmental research and public health, 16(24), p.5122.

Schroth, H., (2019). Are you ready for Gen Z in the workplace?. California Management Review, 61(3), pp.5-18.

Silitonga, K.A.A., Ahmad, F., Simanjuntak, C.W. and Atrizka, D., (2020). Exploring the nexus between the HR practices and work engagement: The mediating role of Job Demand. Systematic Reviews in Pharmacy, 11(7).

Thomas, G., (2022). Corporate Social Responsibility as a Sustainable Business Practice: A Study among Generation Z Customers of Indian Luxury Hotels. Sustainability, 14(24), p.16813.

Vițelar, A., (2019). Like me: Generation Z and the use of social media for personal branding. Management Dynamics in the Knowledge Economy, 7(2), pp.257-268.

Zhang, T.C., Ronzoni, G., Medeiros, M. and Bufquin, D., (2022). A qualitative assessment of hotel employee engagement in anti-human-trafficking initiatives. International Journal of Hospitality Management, 102, p.103148.

