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Effective employee engagement is crucial for organisations especially major hotels in the constantly changing hospitality business (Casey and Sieber, 2016). When considering the distinct traits and expectations of Generation Y and Generation Z employees this becomes even more crucial (Klein, 2020). Throughout their careers, these generations of workers are attracted to, recruited, onboarded, developed, retained and if necessary divided by human resources. The purpose of this study is to investigate the several facets of employee engagement in the context of a sizable hotel environment (Sahni, 2019). This essay will examine the functions of human resources the distinctive traits of Generations Y and Z methods for attracting and keeping these workers and the advantages of having a highly engaged workforce (Goessling, 2017). In this essay, we'll also go through how different phases of the employee lifecycle may be effectively managed to raise engagement using real-world examples and employee engagement models.
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Human Resources Role in Engaging Employees
Any organisation's human resources (HR) department is its foundation when it comes to managing and boosting employee engagement (Carter et al, 2018, p.5). HR departments of big hotels have a varied role in ensuring that workers, particularly members of Generation Y and Generation Z, remain engaged over the course of their careers.
Strategic Workforce Planning: It is the responsibility of HR specialists to comprehend the hotel's present and future workforce requirements (Bartlett, Johnson and Schneider, 2016).They must prepare for industry and company needs that might have a direct influence on employee engagement. Employers that are a good fit for the company may be attracted and recruited with the aid of effective planning.
Recruitment and Onboarding: Human resources departments are in charge of giving prospective workers a favourable first impression of the hotel (Burke, 2018, p.50).They must make sure that the hiring and onboarding procedures are easy and friendly in order to create a favourable working environment right away.
Training and Development: HR is essential in determining training requirements, creating development plans, and supplying growth opportunities (Karim, Choudhuryand Latif, 2019). This part of HR is very important since employees in Generation Y and Generation Z frequently want to advance their careers and learn new things.
HR is involved in performance management through establishing performance standards, carrying out performance evaluations, and giving feedback. Employee motivation and engagement may be dramatically impacted by effective performance management (Tweedie et al, 2019).
Retention and Termination: HR must put initiatives in place to keep people, such as competitive pay, and benefits, and fostering a good work environment (Pandita and Ray, 2018). Furthermore, when a separation is required, HR should handle it in a way that protects the company's brand and fosters goodwill among leaving workers.



Generation Y and Generation Z characteristics
Understanding the distinctive traits and interests of Generation Y (sometimes referred to as Millennials) and Generation Z is essential to engaging them successfully.
Generation Y
Millennials are tech-savvy since they were raised in the digital age and are very skilled users of social media and digital technologies. They anticipate that businesses will provide employees with cutting-edge, effective technology (Gaidhani, Arora and Sharma, 2019).
Work-Life Balance: For Millennials, finding a work-life balance is of utmost importance. They appreciate time off to pursue personal hobbies and desire flexibility in their work schedules (Sánchez-Hernández et al, 2019, p.1).
Socially Aware: A large portion of Millennials are socially aware and look for employers who share their principles. They like the chance to take part in corporate social responsibility programmes(Formánková et al, 2019, p.1).
Millennials have a strong desire for both personal and professional growth. If they believe their present workplace does not provide them room for advancement, they are probably going to move employment.
Generation Z
Gen Z is the first generation to have grown up wholly in the digital era. They have high expectations for seamless technology integration at work and are even more computer-aware than Millennials (Schwieger and Ladwig, 2018).
Diversity & Inclusion: Gen Z is renowned for placing a high value on these concepts. They look for workplaces that welcome a variety of viewpoints and are inclusive (Graham, 2018).
Entrepreneurial Spirit: Many members of Generation Z are open to side jobs or freelance employment and have an entrepreneurial attitude. They cherish having freedom in their jobs (Manolova, 2020).
Short Attention Span: Gen Z workers frequently have short attention spans, therefore it's critical to offer engaging and interactive learning opportunities.



Engaging Generation Y and Z
Employers must develop methods that are specifically suited to Generation Y and Generation Z employees' traits and interests. Here are some strategies for appealing to these generations:
Accept technology: Both Generations Y and Z are well-versed in technology. Their productivity is increased by giving them access to the most recent technological tools and platforms, which also demonstrates that the organisation understands their demands (
Flexible Work Arrangements: These generations appreciate autonomy and a work-life balance, therefore providing flexible work arrangements like remote work alternatives and flexible hours may be quite appealing to them (Dixon, 2022, p.11).
Establish a culture that values lifelong learning and growth. Offering online courses, mentorship programmes, and chances for skill development is in accordance with both generations' drive for personal development.
Regular acknowledgement: It's important to give and receive acknowledgement frequently. Employees in the Millennial and Gen Z generations value constructive criticism and thanks for their work (McGaha, 2018).
Promoting a diverse and inclusive workplace is important. Promote diversity of thought and foster an atmosphere where workers from varied backgrounds are valued and respected.
Promote corporate social responsibility by including employees in its programmes. Both generations value the chance to use their careers to further the common good and are socially concerned.

The Employee Life Cycle
Each of the important periods in the employment lifecycle offers chances to involve Generation Y and Generation Z workers. Let's delve deeper into each of these phases:
Recruitment and Attraction
Making an appealing employer brand is the first step in luring in Generation Y and Generation Z workers. Large hotels must demonstrate their adherence to corporate culture, principles, and cutting-edge technology. These generations are well aware of an organization's ideals, and they want their place of employment to reflect those values. The organisation may be more appealing to them by emphasising the hotel's dedication to social responsibility, sustainability, and community participation. Additionally, these technologically adept applicants may be drawn to jobs that clearly demonstrate a commitment to using technology in daily tasks.

Onboarding:
Setting the tone for the employee's relationship with the company begins with the onboarding process. It should be technology-driven, interactive, and inclusive for Generation Y and Z. These generations have grown up in a digital age and anticipate that technology will play a significant role in their working lives. It is essential to offer thorough training materials and tools that can be accessible online. This enables students to study at their own speed and go through topics again as necessary. It may also be quite helpful to assign mentors or pals to new hires to aid in their integration into the workplace culture. This not only makes the onboarding process run more smoothly but also encourages a feeling of community and camaraderie.
Development:
Engaging Generation Y and Generation Z personnel requires developing a framework for continual learning and growth. These generations are hungry to advance personally and professionally, and they are more inclined to stick with companies that support their progress. They are in line with their aim for continual learning by providing online seminars, courses, and mentorship programmes. Additionally, empowering staff members to take charge of personal development goals increases their feeling of accountability for their professional development. Collaboration across generations and across functional lines is another important component of development. It gives them the chance to pick up knowledge from coworkers with various experiences and backgrounds, increasing their skill sets and encouraging innovation inside the organisation.
Retention:
The development of a supportive workplace culture that aligns with Generation Y and Generation Z ideals is necessary to retain personnel from these generations. These generations frequently give diversity, inclusion, and work-life balance a high priority. The key to maintaining their motivation and engagement is to constantly recognise and recognise exceptional achievement. Recognition and gratitude help people feel more motivated and satisfied at work. Additionally, it is essential to offer chances for leadership and internal career advancement. These generations look for jobs that give constant opportunities for growth and promotion, and they are more inclined to stick with an organisation when they can see a clear route to their professional success.

Separation:
If separation is unavoidably inevitable, it should be handled with the highest professionalism and care. Keeping good connections with leaving workers and preserving the organization's reputation requires treating them with respect. Exit interviews are a useful technique for determining the causes of departure and potential improvement areas. The knowledge gathered from these interviews may be extremely helpful in making future modifications, enabling the company to develop over time and improve working conditions for both present and future employees.

Implementing Employee Engagement Models 
In addition to the tactics, organisations may gain by putting into practice tried-and-true employee engagement models. A common example of one of these models is the Engagement Pyramid which divides employee involvement into three categories: Satisfaction, Commitment and Advocacy (Kavya and Padmavathy, 2017).
At this fundamental level employees are satisfied with their work, but they might not have an emotional connection to the company. Work-life balance, competitive pay and a nice work environment are all ways to satisfy Generation Y and Generation Z.
Employees who are dedicated to the organisation's objectives and values make up the next layer. To engage Generation Y and Generation Z at this level, it's important to provide them with chances for personal development, acknowledge their accomplishments, and promote a feeling of community.
Advocates for the organisation are personnel at the highest level. They aggressively spread the word about the company since they not only like what they do. By coordinating their beliefs with the objective of the company and enticing them to take part in CSR programmes, these employees may be more effectively engaged.

Examples from the Industry
Large hotels are part of the hospitality sector, which has realised how crucial it is to retain Generation Y and Generation Z workers. Here are some examples from several industries that demonstrate good employee engagement strategies:
Marriott International: Marriott created the "TakeCare" programme, which emphasises the well-being of employees. Numerous advantages are provided by this programme, such as flexible work arrangements, health initiatives, and chances for professional advancement.
Hilton: Hilton has established the "THRIVE" programme, which places a strong emphasis on its workers' professional development. It offers a variety of options for study and growth, including access to a robust online learning environment (Lamo, 2019).
Accor Hotels: AccorHotels places a high priority on diversity and inclusion. The company runs a programme named "RiiSE" to advance gender diversity inside the company. This fits nicely with both Generation Y and Generation Z's aspirations for inclusive workplaces.
Hyatt: Hyatt has a platform called "Purpose and Impact" that encourages staff members to participate in CSR projects. This gives these generations a sense of purpose at work and speaks to their social conscience.
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Conclusion
Engaging Generation Y and Generation Z workers throughout their professional journeys is a strategic priority in the competitive and constantly changing hospitality business. In order to efficiently attract, recruit, onboard, develop, retain and if required, separate personnel, human resources departments play a key role in managing the employee lifecycle. Customising interaction techniques requires an understanding of the distinctive traits and interests of different generations. This entails using technology, enabling flexible work schedules, creating chances for lifelong learning and encouraging diversity and inclusion.
Organisations may evaluate and improve employee engagement at various levels by implementing employee engagement models such as the Engagement Pyramid. Leading hotel chains have effectively engaged their Generation Y and Generation Z employees by adapting their programmes to reflect their tastes and beliefs as shown by examples from the industry.
In the end, major hotels gain much from an engaged staff, particularly among Generation Y and Generation Z. It boosts output, encourages innovation, lowers turnover and raises customer happiness. Hotels may position themselves for long-term success in the fast-paced and cutthroat business of hospitality by investing in these generations' participation.
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