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Introduction 
The hospitality industry has undergone a transformation over the past years (Huertas-Valdivia et al., 2018). More so, human resources have transformed due to globalization. Large hotels such as the Hilton hotels in the UK are now dealing with changing demands, varying skills, a heterogeneous workforce of diverse demographics and backgrounds, and high expectations. This has led to the emergence of various trends in human resource management and employment relations. The hotels have the need to adapt to the new labor trends by designing ways to build capabilities, motivate, and engage employees. According to Zainol et al. (2015), employee engagement is the positive attitude possessed by employees or their involvement and commitment levels towards the company and its value. Research has shown that engaged employees tend to remain with their current company (Zainol et al., 2015). Furthermore, a high level of employee engagement allows large hotel employers to attract new labor talent from the labor market. The essay will discuss the role played by human resources in engaging employees, particularly Generation Y; we will explore the characteristics of Generation Y and also provide recommendations on ways to engage employees and the advantages of engaging employees. Ultimately, the essay will explore the employee lifecycle while providing examples of how to engage the team. Lastly, we will employ an employee engagement model and how to execute it by providing examples from the industry.
Basically, the success of a hotel depends on the effective employee performance that is achieved through effective human resource management practice of employee engagement (Khdour, 2021). The core goal of human resource managers is to ensure the hotel is successfully represented to its consumers for successful results. Managers ensure they employ appropriate strategies for achieving full benefits regarding a successful brand reputation through employee engagement. According to Dhevabanchachai and Muangasame (2013), generation Y employees are more likely to leave work due to job dissatisfaction; therefore, the main role of human resource managers is to ensure employees are motivated to increase job satisfaction. Human resource managers ensure employees are motivated through rewards in terms of financial rewards or non-financial rewards like voucher schemes. Rewards have a great influence on employee commitment and engagement; besides motivation, they make employees interested, excited, and ready to recognize positively with hotel objectives and goals. Hotel managers ensure employees are involved through effective communication by sharing information to create trust and a sense of belonging among employees. It is essential for human resource management and employees to create a culture of transparency; hence, it can engage employees in hotel priorities. Ultimately, leadership behavior is a source of employee satisfaction and motivation. Managers exercise various leadership styles like transformational leadership to create a healthy working environment to enhance and support employee work engagement. Studies show there is a positive relationship between employee engagement and leadership behavior (Zainol et al., 2015).
 Studies show that Generation Y was born between 1976 and 1991 (Cairncross and Buultjens, 2009). It is also known that Generation Y is the most technically literate generation of all. According to Cairncross and Buultjens (2009), generation Y has many employees working in the hospitality industry. Being the most technically literate generation, generation Y enters the workforce with wide, diverse technologies and information. They tend to have technological capabilities ahead of workplace information technology. Therefore, to engage them, it is necessary for human resource management to keep updating their websites and ensure they are attractive and user-friendly to Generation Y. Teamwork is a norm for Generation Y, which tailors a sense of comradeship that enhances the exchange of ideas, leading to increased productivity; to keep employees engaged, large hotels should encourage teamwork in the workplace this will promote Generation Y's positive attitudes to ensure they are happy and productive. Hotels should also engage these employees in social clubs for volunteering activities as well as introduce gym membership to keep Generation Y entertained in order to keep them (Cairncross and Buultjens, 2009). According to Dhevabanchachai and Muangasame (2013), generation Y does not like starting their career from the bottom; instead, they like immediate challenges, respect, and recognition. They like to work in companies that have career-path planning and clear work for them to have an objective to work towards. They prefer to work for a company with a brand identity and positive reputation. Additionally, Gen Y wants to be successful, have an intellectual challenge, and want to make a difference. 
Some of the ways to engage Gen Y employees are through opportunities for personal development, recognition, encouraging teamwork, embracing technology, and career development. Providing employees with opportunities for outreach activities and charity events improves their professional skills by working in various communities. For instance, Hilton Hotels in the UK engages its employees in outreach activities and showcases its commitment to social and environmental causes. In addition to that, employee engagement through community outreach activities creates a socially responsible environment inside and outside the organization. Also, giving value to the employees' contribution is considered another way to engage employees. Ultimately, Hilton Hotels engages employees through recognition by recognizing talent and providing rewards to deserving employees; the company never leaves the talented and skilled workforce unnoticed (Hilton, 2020). Gen Y appreciates recognition; therefore, this strategy keeps employees encouraged and motivated to stay engaged in various activities that can lead to the growth of the hotel and enable it to remain competitive in the UK market. The hotel also strives to create a collaborative environment for their employees; Gen Y tends to be collaborative, creating a culture of teamwork that encourages sharing of ideas and where contributions are recognized can promote engagement. Developing cross-functional teams for employees can also align with their preferences for working in a collaborative culture. Gen Y appreciates and prefers the use of technology for work; hotels should consider employing digital and modern tools for project management and communication to promote teamwork and the overall engagement of employees. Studies show that Gen Y has high career expectations and values career development; therefore, hotels should engage them by supporting their career progression and creating personal development plans (Liyanage and Gamage, 2017).
Engaging Gen Y employees can impose various advantages on the organization; in the hotel setting, it can lead to a reduction of stress for employees at a particular rate. Employees with high pressure and stress often cannot work to their full potential to meet the expected outcomes of the organization. For instance, Gen Y employees can be committed to the organization since the hotel supports their needs, such as personal development through employee engagement (Marchington et al., 2016). Through retention, employees have been prevented from quitting the organization, which has led to increased profit and productivity since employees are happy with the organization's services and are motivated (de Moura, 2021). Additionally, engaging employees leads to increased job satisfaction, which means the needs of employees are fulfilled by the hotel. Satisfied employees build a good reputation and brand for the hotel, therefore increasing the competitive edge of the organization (Khdour, 2021).
Hotels use various stages of the employee lifecycle to engage employees and to transform the workforce into high-performance and motivated, as detailed below.
Attraction is the first stage of the lifecycle, where interested candidates check the ratings and reviews on websites such as LinkedIn to find the reputation and the brand of a hotel. Large hotels should create and promote values that can create an efficient organizational culture for talented and skilled candidates to be attracted to the hotel's job advertisements (Tulpule and Pandya, 2020). In addition to that, engagement can be conducted by showcasing what the organization is providing for the candidates in terms of working environment, salary, career advancements, and training and development. 
Recruitment is the second stage, which involves the organization creating values and attraction in the recruitment activities in order to engage potential candidates to join the company. Engagement can be done by developing appropriate job descriptions and competencies to showcase what every role involves, as well as how performance can be assessed effectively. The organizations should ensure the interview process in the recruitment stage has guidelines for questions based on behavior to understand the behavior and mindset of the interested candidates (Verlinden, 2023).
Onboarding is the third stage after recruitment; this involves putting together an induction plan that is tailored to new employees' needs for engaging them with the business. The orientation training is accompanied by an induction plan whereby the hotel managers introduce employees to various departments (Verlinden, 2023). To engage employees more in the induction period, hotel managers must meet with newcomers frequently to evaluate how they are settling. Engagement can also be done through the socialization of employees within the organization.
Career development is the fourth stage; in an organization, employees are anticipated to have various needs along with career development, which needs to be fulfilled (Whysall et al. 2019). An organization must review the skillsets and performance of employees in order for effective measurements to be considered for career development. Employees must be provided with various training programs to develop their skills that will encourage and motivate them to get engaged with training activities to grow their professional skills.
Retention is the fifth stage that involves retaining talented and skilled employees for short and long-term objectives by the organization's human resource managers (Singh, 2019). Recognition and rewards according to performance are drivers for keeping employees engaged with the operations of the organization. The performance levels and satisfaction can be increased through rewards that help to retain talents. Additionally, encouraging feedback and a strong relationship with employees can ensure effective retention measurements.
Separation is the last stage where employees might retire or resign from the organization. The human resource management has a responsibility to find and understand reasons for resignation to come up with a positive solution. Engagement can be done at this stage by asking for honest feedback from employees.
Based on some reviews about Hilton Hotels in the UK, employees are not fully satisfied with their jobs because the hotel is more focused on profit-maximizing strategies, hence reducing employee engagement and retention (Glassdoor, Inc., 2023). To keep employees connected, Hilton should allow them various input for both long and short-term goals. This will increase employees' confidence in the better performance of the brand. Also, providing rewards is an example of how the hotel can adapt to engage employees and increase their satisfaction. Rewards will increase the performance levels of employees, hence increased productivity. Another example is for Hilton Hotels to provide learning and training facilities to employees to improve skill sets and personal development, as a result leading to organizational growth. The hotel managers should provide support to employees when faced with challenges to make them feel like organizational assets; they can also be provided with mentorship programs. Providing a better working environment with a positive culture can also engage employees and make them motivated (Tenney, 2023).
The essay will use the Zinger model of employee engagement. Zinger's model focuses on employee involvement, engagement, and dedication to gain expected outcomes (Albrech, 2011). In the model, there is an acronym CARE that represents (Connect, Authentic, Recognition, and Engage). The model provides twelve drives to promote employee engagement levels; the bottom part drives such as personal and professional development, leverage energies, and well-being, shows that if the hotel can offer essential benefits to its employees, especially gen Y, provide them with facilities for their well-being, and then help them engage in hotel and community outreach activities in order to generate anticipated results. The middle part of the model explains workplace relationships; the managers should be connected with subordinates and effectively communicate with them, listen to their concerns, and provide suggestions. Fostering recognition and rewards can keep employees motivated to be engaged in organizational activities (Hussainy, 2020). Lastly, at the top, the model discusses ways of boosting employee performance so that they can feel motivated and encouraged to put effort into better outcomes. Also, offering employees enough resources can promote better engagement and results.  
In the hospitality industry, different hotels are offering support for employee engagement. Hilton Hotels provides support to employees in professional development and financial health. In addition to that, the group embraces a survey to all employees to input various ideas to feel motivated and satisfied. In the hospitality sector, the rate of turnover is increasing due to replacement and change of employees, which increases expertise costs (Kim et al.,2020). Ultimately, on the other hand, Hilton Hotels decided to address workplace issues and provide leave benefits in order for the brand to reduce employee turnover. Additionally, incentivizing employees depending on their performance can improve their confidence for better performance and ensure professional and organizational growth. The hotel setting comprises employees from diverse backgrounds with various talents and skills; therefore, providing them with appropriate work activities can engage employees and help them produce expected outcomes (Liu et al.,2022). A hotel with better employee engagement will see better performance and productivity. 
Based on the study above, we can say that engaging Gen Y employees through career development, recognition, promoting teamwork, embracing technology, and personal development in the organization can bring better performance and lead to growth. In the hospitality industry, human resource management must provide appropriate resources to help employees develop enough confidence to handle various activities. Additionally, hotels that are not satisfying employees' needs and well-being should come up with appropriate strategies to offer recognition and rewards alongside other basic facilities to maintain employee motivation to engage in various activities.
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