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1. [bookmark: _Toc148195253][bookmark: _Hlk148474940]INTRODUCTION
[bookmark: _Hlk148474996]Employee resourcing is considered as the act of obtaining and then retaining workforce with the appropriate abilities, values, competencies as well as attitude. Human resource are the people that are required to check the employee training requirements as they are in control of the designing as well as development of the training programs. The key role of HR is to make sure that all the employees have suitable abilities along with knowledge in order to perform their jobs systematically (Astakhov, Voloshchenko and Litvinova, 2022). The engagement of the generation Y employees is highly significant as according to different studies, they are the ones who are more engaged at the workplace than generation Z  the gen Z are more pro to use mobile learning at the workspace while the Gen Y are least pro to utilise mobile learning at the workstation.
Thus, it is essential for managers to support their generation Y employees and ear their complete level of engagement. In order to highlight the aspects in detail, the Hilton will be chosen which is a British Multinational hospitality company headquartered in UK (Jiang and Shen, 2023). This essay will illustrate the ways through which generation Y employees are able to engage into the employee lifestyle for which the human resource management department is accountable to order to make their employees highly skilled to fulfil the requirement of the company. 

1. [bookmark: _Toc148195254]ESSAY
[bookmark: _Hlk148475217]Engaged employees are those who feel that they are doing the appropriate thing at their job role by utilising the appropriate abilities working efficiently with their managers as well as colleagues in order to ultimately drive their career advanced goals in further manner. Employee engagement is considered as a complex concept that highlights all the aspects of the human resource (Alagarsamy, Mehrolia and Aranha, 2023). On the other side, most of the establishments still face confusion as well as even conflicts when it comes to define the person who is accountable for their employee engagement initiatives. Employee engagement is the kind of essential element that add values into the establishment (Wilson and et.al., 2022). It not only creates difference among employee but over the whole establishment. There are varied benefits of employee engagement as one is able to aware and it is considered as one of the concerning issue related to the recruitment of professionals. The first and foremost role that has been played by the HR helps to enhance the employee engagement helps to motivate and appreciate their employees (Bailey, 2022). Although this is the kind of procedure which is not direct but through the managers. Human resource are the ones who are highly able to create bridge among the company goals as well as individual contribution through which the recruitments are generally accountable to cater all kinds of individuals’ appraisals and appreciations. Into any ideal condition, the human resource management are accountable to provide clear overview of the annual target, single contribution as well as the team’s target in order to achieve them systematically (Beacom, Ziakas and Trendafilova, 2023).  The most simpler way is to align with suitable policies that portray employees value along with role into the organisational growth. This also helps to maintain the company culture is also considered as one of the role fulfilled by the HR as it also helps to increase the engagement level among workforce. Due to this, all the large establishments are having distinct level of organisational culture. 
[bookmark: _Hlk148475308][bookmark: _Hlk148475410]In order to highlight the characteristics of the generation Y, it has been examined that they are extremely money driven people along with highly ambitious in nature. They are the ones who highly value the mental health along with the peace of mind (Bashir, Wright and Hassan, 2022). They also avoid stressful situations and desire in order to work into the company that offer health related benefits to their employees. They are the one who value the authenticity but do not like exaggeration because the authenticity and transparency are critical to them specifically at the workplace. The generation Y have the capability to demand greater level of personalisation into which they start to move towards their career journey (Hoecherl, 2022). For companies to attract as well as retain the best and brightest of the generation that will require different level of mind-set. In order to attract the Gen Y people, employers must able to ready to adopt the speed of evolution that matches the external environment. This happens with the inclusion of robust training as well as leadership programs with the tangible as well as real focus over the diversity.  
In order to engage the workforce of the company, the companies are having different ideas that helps them to enhance the employee engagement such as the company must need to keep their employees connected with the company as when the management fails to share the critical information about the firm, wither intentionally or unintentionally, the employees will come to their own conclusions (Haralayya, 2022). At each time and whenever it is possible, the company must provide updates over the company financial conditions as well as performances by making the team into the loop so that they can also able to feel connected with each other (Gavrilova and et.al., 2022). At the time when employees are unable to understand the expectation of the establishment, it becomes difficult for them to get excited about it. Hence, at the time of providing the assignments to the employees, the management are greatly advised to share actual expectations and share their larger and long term goals. The management must require to treat their employees as an individual and tailor the approach as per their requirements. For example, the Hilton company is having high level of engagement of employees at each and every stage of the company as they offer them this facility by adopting multiple channels to get them involved into all significant decisions related to the company (Jarvis, 2022). The company must send out team surveys that enables the firm to collect the employee feedback that can go a long way in order to keep the employees extremely happy. With the inclusion of online survey, the company can ask anything to their employees and the employees are also free to answer the questions in loyal manner by being anonymous (Thanh and Quang, 2022). It is basically an on boarding procedure that are highly suitable for the remote working team members. For instance, the Four seasons is the company that belief that innovation and batter organisational results that are driven by most of all by employee engagement along with workplace inclusion. 
With the involvement of regular feedback system, the management must ensure that their employees voices have been heard appropriately and necessary actions has been taken (Susanto and Sawitri, 2022). Moreover, the encouragement for the lines of communication also enable the company to generate employee engagement within the firm as through encouraging employees to communicate with the administration, the firm is highly able to create engaged environment (Auschra and Sydow, 2023). Moreover, by provide them with the work that can be enjoyed by everyone also helps to create better level of understanding within the teams and try to assign work based who allows them to enjoy certain duties. For example, with the involvement of the multinational technology, the Hyatt has been able to engage employees all across the departments, time zones as well as the borders. 
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The employee lifecycle is the kind of model that is being utilised in order to identify and express varied as well as most significant stages that an employee goes through as they are able to engage with their company.  
ATTRACTION
The first stage highlights the attraction stage at which the relationship with the employees starts the very second moment when they are initially exposed to the employer brand (Nambuya, 2022). Due to this, the great HR leaders understand that instilling the appropriate corporate culture is crucial in nature. This happens when the potential applicant is exposed to their employer brand. For example, if the company utilises cultural web model, it becomes possible to see the company structures, rules, stories and systems along with symbols that influences the ways through which employees interact with each other. 
RECRUITMENT
The next stage of the employee life cycle is recruitment as it is significant whether the company do this into old fashioned way or utilise tools in order to assist to manage the whole recruitment procedure (Fulmore and et.al., 2023).
ONBOARDING
 The third stage is related to on-boarding according to which it becomes natural to be excited while starting a new job as there must be a sense of optimism and potential due to which it is considered as an ideal time to make people feel safe as well as welcomed. Getting this stage right assist new recruits to feel like they have the potential min order to make their mark over the company (Henry, 2022). This is about helping new employees to blend with the corporate culture and become a part of the team. 
DEVELOPMENT
The fourth stage is considered as the career development as into this stage, the employees are settled and happy as they understand the ways through which the strategic professional development enable them to get their best out of their employees. The career development within the employee life cycle enable them to offer a buddy system as well as encourage people at all stages in order to learn more things systematically (Piri, 2022).
RETENTION
The fifth stage is related to the retention as it is considered as the key stage of the overall employee life cycle it is because once employees have been with the company, there is a risk that they might started to take them for granted. 
Due to this reason, it becomes significant to address all the issues with rewards and recognition whenever possible. 
SEPARATION
The sixth and the last stage is related to the separation stage within which employees decide to move on as at this stage of the employee life cycle, there are varied factors that plays a major role such as the employees might move or loom for better career opportunities that they are unable to receive into the current company. 
Having a great on-boarding procedure enables the firm to understand the room for improvements into ones’ employee experiences. With the utilisation of this model, the company is able to identify and express different and most significant stages that an employee goes through in order to engage into their companies (Boccoli, Gastaldi and Corso, 2023). In order to make the employees engaged into the Hilton hotel, the manager must implement the strategies related to the things through which they are able to get to know them systematically, provide them with suitable tools and techniques for their success, let them understand how the company is doing, allows them to grow well, provide high level of support as well as authority granted to them, recognised the team along with their hard work, encourage teamwork among the employees of the Hilton, identify employees that care about the consumer, listen to and act over employee feedback along with creating a workplace or environment free from any kind of fear, by motivate, inspire and coach their employees along with encourage their personal development while working into the company makes them highly able to engage with the team members. 
In order to sustain the employee engagement within the Hilton company, the management must incorporate Maslow’s model that is famous to fulfil the hierarchy of needs that highlights the safety, physical, social, self-actualization and self-esteem needs. From these elements this has been analysed that the more these needs to be fulfilled, the more motivated an employee will become (Mulang, 2022). As per this theory, without satisfying these requirements, the employees are not able to completely engaged and happy to fulfil their role as on the basic level, the job security is the major aspect along with living wage and the employees required to feel free and safe while working into the company.                    

1. [bookmark: _Toc148195255]CONCLUSION
From the above essay, this has been concluded that employee engagement plays a major role into each and every company’s life for which the company requires to make suitable and appropriate strategies that helps to create better work culture, enhance productivity, reduce staff turnover, build better work relationships along with create consumer relations that also provide high level of impacts over the whole productivity of the company. This can be introduced within the company through utilising different means that also has been discussed within the above essay in context of Hilton as well as there are different examples also have been acknowledged in order to highlight their employee engagement strategies as well.  
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