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To engage potential Generation Y employees also known as millennials, is to understand their, needs, wants and desires. This role falls on the human resource department of a hotel and will use the employee life cycle to determine if there is talent recognised and manage employee numbers. With new technological advancement that impacts all economic sectors, brings a change in all sectors on how work is done and is often referred to as the fourth industrial revolution (Rotatori, Lee and Sleeva, 2020).
This essay will exam the evolution of the generation Y employees lifecycle and how they interact with the changing hotel industry. To understand the findings, Marriot Hotel is selected for this research and an analysis in how the company maintained its standards, as well as its employees. Marriot Hotel has maintained its relevance in the hospitality industry since it first opened its doors to lodging in 1957 (Marriot International, n.d.).
 “Human Resource Management is defined as a strategic and coherent approach to the management of an organisation’s most valued assets –the people working there who individually and collectively contribute to the achievement of its objectives.” (Armstrong and Taylor, 2020, p.763).
Human resource management is primarily a collection of policies that is put in place to manage work and the people employed to do the job. Although Human resource management covers a wide variety of roles such as, recruitment, selection, training, performance management amongst others, this makes it universally hard to agree on a singular generic definition of human resource manage (Beardwell and Thompson, 2017). One of the methods human resource management uses at the recruitment stage is employee life cycle which gives the recruiter a guide to follow during the process (Verlinden, 2021). By following the guide, it allows the recruiter to spot potential talent that is missed, fill internal vacancies, resolve job satisfaction, and retain existing employees.
The image below will show the process and stages that human resource management follow to achieve the desired outcome and anticipate any variables during recruitment.
[image: Full Cycle Recruiting in 6 Steps](Verlinden, 2021)

6 Stages of work cycle recruitment:
1.preparing: -This the stage where job and role is analysed and any preferred skills or qualifications for role is outlined. Then a job description is prepared with any task requirements that is needed ready to be put out on company website or third-party recruitment agencies is used like Indeed, Totaljobs ect. 
2.Sourcing: - At this stage is when recruiters actively search for potential candidates through third party agencies like Indeed, Totaljobs and invited to apply for role. Existing employees are looked at in detail to see if they are the right candidates and fit for role.
3.Screening: - This is when recruiters analyse applicants for role through their CV’s that they have submitted. While also screening CVs for desired skills or qualifications, they also use phone interviews to give realistic job expectations.
4.Selecting: - This is the final CV screening where emphasis is on desired skills or qualifications that is needed and desired characteristics. As applicants received their first interview during screening process, this enabled recruiter to pick up desired characteristics that is needed. All applicants that have been selected will be sent their interview schedules and what is to expect at this stage.
5.Hiring: - At this stage when references that has been provided are checked, paperwork filled and checked like applicants’ identification paperwork satisfies company requirements etc. If background check has been done if needed, work history satisfactory and finally passing all information on to manager to double check.
6.Onboarding: -This is the final stage where new employees are familiarised with company, understand their roles and what their responsibilities are. Any training that is needed booked or completed and that new employees have someone familiar to contact if needing any assistance or information.

Employee life cycle as shown below works in the same way as the 6-cycle recruiting but has 5 added stages implemented to benefit the company and employees. This method helps monitor the progress of each employee in the company with the aim of providing a positive experience while working there and after they decide to leave the company (Verlinden, 2020). By following this method, it will give the company a better understanding of their employees for example if they need extra support, further training, promotion etc. In return this gives the company the answers as to what motivators their employees respond positively as this will boost productivity and performance.
[image: Employee Life Cycle with Seven Stages](Verlinden, 2020)
The added stages of employee life cycle will be explained below and what each step entails.
1.Attraction: - This is what entices potential employees and what attracts them to the company in the first place. This could be that it is a big company offers more benefits than others like sick pay, ideal working hours, free meals, free parking space, work culture etc. Also, how the brand and company communicates to its targeted audience, marketing strategy that is used, this could be through social media. Examples could be Facebook, Instagram, company websites as this will determine the type of people applying for the job vacancies. After covid 19, performance, number-based attitudes will not go well with employees as they look for a sense of belonging more than anything they have a new look on life (De Smet et al., 2021).
2.Retention: - This is how companies try and retain employees who wish or have expressed their desire to leave the company. This gives the company a stage to rectify any issues employee may have. Examples could be work life balance so employee may need to reduce their hours or amend them, missed talent, and may need promotion if company can financially be able to oblige, work cultures that need improving (Koziol and Mikos, 2019). This is the stage where employers try and give them something or reason to stay.
3.Development: - This is where career development is encouraged, and training is provided for different roles and skills acquired as a result, employees do not feel stagnant. This can be highlighted through company surveys conducted internally completed by all employees, or through appraisals. Career opportunities encouraged through meetings etc. By investing in their work force careers and skills may highlight the evolution of talent (Crane and Hartwell, 2019).
4.Offboarding: - At this stage when employees hand in their resignation and work their notice period .This also gives employer to ask why they are leaving ,work culture , team and management relationships .This will give company something to work with to make sure future employees do not have the same experience .At the same time it will give the company  on areas that have improved or is most liked by employees.
5.Happy leaver: - This is the final stage for a leaving employee as at this stage the aim is to make sure employee has a positive memory and experience both leaving and during their work. As this may not be the last time the company may see them, they might return to work. Later, in life (Schiemann, 2019) Ensure all refences needed contact is given, goodbye email and a way to stay in touch for the future. This is essential as the employee will spread positive image to their friends and family so word of mouth will give company resource opportunity.
Human resource management is a strategic organisation with the sole aim to achieve its goals, which branch out in many department (Boon, Hartog and Lepak, 2019). The department covers compensation if any accidents should occur through the relevant channels. Redundancy is also handled through the department as they help put all relevant paper work in place for tax reasons .Another area is wellbeing engagement which has become high in demand by employees and has pushed employers to unknown territories due to the impact  covid 19 has had on human health (Carnevale and Hatak, 2020).Pandemic has had a devastating impact on hospitality as all establishments were forced to close, loss of jobs , income and when they where allowed to open major staff shortage as staff did not return ,effected business negatively .With many employees struggling with long covid  the hospitality industry which already struggled to retain staff now have another problem ,attracting potential employees .Do to lack of support , wellbeing wise ,financially and not valued by company many employees did not return and decided to work in different sectors .This type of job migration would not happen if something was in place in organisations so that they would have been better equipped .Employees have reacted different to their jobs as the pandemic has brought about not only physical ailments but psychological and social changes that have changed their views on everything (Mihalache and Mihalache, 2021).

Generation Y born between 1990-2000s is a large group of individuals with different age ranges but have common characteristics and travel behaviours. This generation although in different stages of their lives, careers share common values and behaviours due to their shared past as they are born just as technology picked up. The two life changing events that all Generation Y share is the birth of internet and smartphones (Ketter, 2020). Due to this shared experience that shaped their values and behaviours, this generation appreciate experience over possessions, tech natives, well connected, have a major social media presence and an attitude that is live in the present moment (Ketter, 2020).Although generation y have adapted well to technological development and they are also environmentally conscious as and aware of today’s easy accessibility , convince life negatively impact the environment (Činjarević, Kožo and Berberović, 2019).Generation y value work life balance as they grew up  watching their parents (baby boomers )work long and stressful jobs often with no career progress which has shaped their views on working life (Gaidhani, Arora and Sharma, 2023).This generation make a dedicated work force who are not motivated by money but value working for a company that cares about society (Frye et al., 2019).They like to be up to date with all information , world news, company information let it be the one they work for or buying from (Littera Scripta , 2019). Also, this generation will leave a company easier than the other generations as they Value transparency and autonomy in work environment as they grew up during globalization (Jung, Jung and Yoon, 2021). It is essential that companies understand their work force as their past shapes and values their life today, they are not easily swayed and if recognised will be loyal employees. Each generation were born at a time of change, economically, politically etc, thus if not looked at individually and treated the same will see high employee turnover (Luger, Hofer and Floh, 2021).
The future of human resource management is uncertain with new technology emerging such as Artificial intelligence, digital convenience, social trends that may influence how human resource management is conducted and may cause grey arears ethically. However Human resource management evolution through changing times is evident that it will still be needed in the future (Vrontis et al., 2021).
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