How to engage employees Generation Ys throughout the employee lifecycle?
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[bookmark: _Int_uJej2hao][bookmark: _Int_dQilP9E6]In the modern hospitality landscape, Human Resources (HR) have evolved significantly from its traditional functions, now crucial in curating and enhancing employee experiences. Recent studies and industry trends indicate that HR's focus has shifted from primarily administrative tasks to more strategic roles, including talent management, employee engagement, and organizational culture shaping (Boella, Goss-Turner, 2019). According to Deloitte's "Global Human Capital Trends" report (2023), nearly 80% of executives worldwide consider employee experience very important or important. But, only about 22% believe their companies have succeeded in building a differentiated employee experience.
The challenge is more significant for well-known establishments such as Travelodge, which has over five hundred hotels primarily in the UK. Engaged employees in the hospitality industry can boost sales by 20% and increase profits by 30%. This indicates that employee satisfaction and engagement have a direct impact on the overall guest experience. Engagement is essential, especially for Generation Y (or Millennials), who make up a huge portion of the workforce. This demographic brings new perspectives and digital skills, as well as unique values and aspirations. Addressing these effectively can improve organisational productivity (Arora & Dhole, 2019). 
This essay explores how Generation Y employees can be engaged completely throughout their journey at Travelodge, considering their unique attributes and needs. This study explores the motivations, aspirations, and touchpoints of individuals who interact with the organisation, starting from their initial contact as potential hires or recent recruits, progressing through their developmental stages, and ending with their potential exit or transition. In-depth knowledge is crucial for maintaining engagement, job satisfaction, reducing resignations, and improving guest experiences (Arora & Dhole, 2019).
Human Resources play a key role in shaping and maintaining an organization's culture. The role of Human Resources has undergone a transformation, shifting from primarily performing administrative duties to assuming a more strategic position within companies. McCartney, Murphy & Mccarthy (2021), state that HR departments play a crucial role in shaping a company’s strategy, anticipating future talent requirements, and impacting important business decisions.
The responsibility of establishing authentic connections lies significantly in the Human Resources department. According to the Osborne and Hammoud study (2017), prioritising employee appreciation and relationship-building are crucial in the contemporary business environment to maintain long-term productivity and motivation. HR departments are progressively utilising sophisticated solutions, such as employee engagement platforms and analytics-driven feedback systems, to effectively monitor and understand employee opinions, requirements, and goals. 
HR succeeds in talent development. Designing engagement strategies for specific demographics, such as Generation Y, requires a nuanced understanding and tact. The generation commonly known as 'Millennials' includes individuals born from the early 1980s to the mid-1990s. As individuals who came of age during the advent of the digital revolution, they emerged as pioneers in the era of technology integration. According to Pandita and Kumar (2022), 92% of Millennials possess smartphones, and most of them perceive the internet as having a greater number of benefits than drawbacks. Their natural technological inclination, coupled with their principles, sets them above other generations. They place a higher importance on achieving a balance between work and personal life, often more so than previous generations. Hongal and Kinange’s (2020) research indicates that Millennials highly value feedback. Specifically, 44% of Millennials are more likely to be engaged when their managers consistently offer constructive feedback. One area where HR excels is in the development of talent. According to the same study, companies with effective talent management practises had significantly lower resignation rates (41% less) and higher revenue per employee (2.2 times higher). This highlights the significant potential of effective talent development, which progressive HR teams in leading hotel chains are utilising.
In comparison to Generation Z, their immediate successors, there are subtle yet profound differences. Gen Z, born in the digital age, shows greater digital integration compared to Millennials. Their life perspectives, shaped by events such as the 2008 economic crisis, have imbued them with pragmatism. A study conducted by Sakdiyakorn, Golubovskaya, and Solnet (2021) found that Gen Z demonstrates a greater preference for job stability and security, which may be attributed to their observation of the difficulties faced by previous generations during economic downturns.
Understanding generational nuances is essential for HR departments, particularly in people-driven industries such as hospitality. Tailored engagement strategies are essential for organisational success as they improve employee satisfaction and enhance guest experiences.
Travelodge, a prominent player in the hospitality sector for over 30 years, is well-known for providing affordable yet high-quality lodging options. The company has locations in the UK and Europe, making it appealing to potential employees, particularly those from Generation Y (Wisuchat & Taecharungroj, 2022).
The philosophy of Gen Y is complexly twisted around a combination of purpose, technological advancement, and societal impact. According to a Deloitte Millennial Survey (2020), a surprising 76% of Gen Y are of the belief that businesses should be a force for positive societal impact. Travelodge, by highlighting its roles in contributing to local communities, supporting local businesses, or even involvement in environmental initiatives, can make a convincing case for Gen Y prospects. For instance, it can emphasize initiatives like sourcing local produce for its restaurants or its activities in reducing carbon footprints.
[bookmark: _Int_RB7CUVDB]The digital revolution has heightened Gen Y's expectations. According to a study by Aggarwal et al. (2022), 59% of Millennials consider advanced technology to be a key factor when choosing a job. Travelodge can attract tech-savvy individuals by utilising digital platforms for both branding and recruitment. Highlighting advancements in hotel technology, such as smart rooms and sustainable tech innovations, can be appealing. Additionally, Travelodge can emphasise its partnerships with charitable organisations, sustainable practises, and community-driven initiatives to align with the societal impact goals of Generation Y.
To ensure a successful recruitment phase, it is important to match the process with the digital preferences of Generation Y. In modern times, a simple job advertisement may not be sufficient. According to Tseng (2010), analyzing the discourse of job-application videos: performance and relevance.0000, job listings featuring videos experience a 34% increase in application rates. Consider the appeal of a Virtual Reality (VR) experience that enables prospective candidates to immerse themselves in a simulated 'day in the life' at Travelodge. Immersive experiences can enhance excitement and foster genuine curiosity.
After successfully converting potential candidates into employees, the onboarding process becomes a critical focus. An integrated onboarding process incorporating technology can significantly impact the perception of Generation Y job applicants. Using Augmented Reality (AR) for hotel tours can have a significant impact. New employees can utilise augmented reality (AR) instead of traditional walk-throughs to familiarise themselves with the property, acquire knowledge about its features, and comprehend operational complexities. Digital onboarding platforms go beyond paperwork by incorporating modules on the company's history, culture, and values.
Mentorship at Travelodge can be advantageous. In accordance with Naim and Lenka (2017), 40% of Millennials and Gen Z employees who had a mentor experienced promotions within a year. By pairing experienced workers with new employees as mentors, it not only bridges potential generational gaps but also ensures that the newcomers fully embrace Travelodge's spirit and culture.
By implementing these specific strategies, customised to the distinctive characteristics of Generation Y, Travelodge can undoubtedly establish itself as a preferred employer for this influential and dynamic generation.
For Generation Y, professional development is not a mere supplementary benefit; it is an expectation. This generation has grown up in a fast-evolving world, witnessing rapid technological advances and the constant need for adaptability. Consequently, they harbour a powerful desire for consistent growth and self-improvement. According to a Gallup study (2016), 87% of Millennials rated professional or career growth and development opportunities as crucial to their job.
At a hospitality giant like Travelodge, there is a wealth of potential to provide such avenues. A diversified role, encompassing various facets of hotel management, can be a tantalizing offer for this generation. From frontline guest relations to the intricacies of operations, revenue management to digital marketing, there is a plethora of areas where Gen Y employees can dip their toes. Moreover, a Goh & Okumus (2020) study stated that specialized certifications in areas like hotel revenue management, sustainability practices, or even customer experience design can not only augment an employee’s skills but also significantly contribute to the hotel’s operational excellence.
Cross-departmental projects are essential but often neglected. Job rotations not only reduce the monotony of routine tasks but also provide employees with a comprehensive understanding of the organisation. According to a study conducted by Al-Romeedy (2019), employees engaged in cross-functional roles or projects exhibited greater job satisfaction and were 1.5 times more inclined to remain employed by the organisation.
Moreover, the significance of mentorship should not be underestimated. Structured mentorship programmes significantly impact retention. In the hotel industry, pairing a newcomer with an experienced professional can enhance the learning process due to the value of hands-on experience. The mentor-mentee relationship can provide unique insights that traditional training may not consider. A well-developed association can result in a mutually beneficial growth pattern for individuals and Travelodge (Uen, Chang, McConville and Tsai, 2018). 
Retention is not solely about the retention of staff members, but also about cultivating a flourishing work environment. Using validated engagement models, such as Gallup's Q12, provides a structured approach. This model explores various dimensions, including role clarity, resource availability, personal development, and team dynamics. Regularly assessing these factors can function as an indicator of employee attitudes for Travelodge. By addressing areas of dissatisfaction and implementing feedback, Travelodge has the potential to significantly improve employee satisfaction (Rai and Ojha, 2018). 
Despite implementing best practises, resignations still occur. However, a separation does not necessarily need to be a negative event. An effective separation process can transform a leaving employee into a long-term advocate for the brand. Exit interviews can provide valuable feedback beyond simple formalities. Recognising employees' years of service, celebrating their achievements, and establishing alumni networks can foster a sense of belongingness. This can lead to employees maintaining positive sentiments towards Travelodge, potentially resulting in their return or referral of peers in the future (Liu-Lastres, Wen, and Huang, 2023).
By implementing tailored strategies for Generation Y's specific aspirations and needs, Travelodge can create a successful work environment and establish itself as a preferred employer in the highly competitive hospitality industry. Implementing strategies tailored to Generation Y's needs, Travelodge cultivates a tech-forward, impact-driven work environment, essential for this cohort's engagement and satisfaction. Conversely, Generation Z, despite their digital inclination, prioritizes job stability and clear career progression, suggesting that Travelodge's approach must be nuanced, balancing technological integration with consistent, secure professional pathways to appeal across generational lines.
Looking at an employee's journey through a generational lens can provide valuable insights. Consider Sophie, a millennial with a strong passion for environmental conservation. The user discovers a persuasive social media campaign promoting Travelodge's new sustainability initiative. The initiative seeks to reduce water consumption by 30% in all Travelodge properties within the next two years. She is further drawn by the company’s AI-driven recruitment portal which promises quick, transparent feedback.

Sophie's induction into the company is a blend of innovation and tradition. Through the utilisation of Augmented Reality (AR), she is immersed in a virtual tour of the hotel, allowing her to familiarise herself with its architectural design and historical background. However, it is the guidance of her experienced mentor, David, which brings her comfort. He assists her in overcoming initial obstacles and familiarises her with the intricacies of the company's culture.
Over time, Sophie consistently attends workshops and seminars as part of Travelodge's dedication to ongoing education. These sessions enhance her skills by covering diverse topics such as sustainable hospitality practises and digital guest engagement strategies. She anticipates her quarterly feedback sessions as they provide not only performance evaluations but also constructive dialogues that influence her career trajectory.
Sophie's departure from Travelodge years later, as she decides to pursue an overseas opportunity, is characterised by dignity and heartfelt emotions. She is recognised for her achievements and is embraced by the company's alumni network. Sophie frequently reflects on her time at Travelodge while starting her new venture. She shares her favourable experiences on professional platforms such as LinkedIn, effectively becoming an unofficial advocate for the brand. (Pandey and Khaskel, 2019).

[bookmark: _Int_SYYAWL28][bookmark: _Int_heXu5C6X]As we come to the end of this story, it is clear that tailoring experiences for Generation Y is about creating a mutually beneficial partnership where the staff member and the business both prosper. In essence, service is what drives the hotel industry. And as they say, internal organisational culture is reflected in service. For a company like Travelodge, staff happiness and engagement have a direct impact on the experiences they provide for visitors. It is impossible to overestimate the importance of interacting with Generation Y (Bolton et al., 2013). Establishments such as Travelodge may enhance their brand perception and improve employee satisfaction while also improving internal morale by carefully selecting tactics that align with their requirements, beliefs, and objectives. A successful outcome might result from skillfully engaging Gen Y, who is active and influential, in the complex dance of hospitality, where every step matters.
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