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Introduction
In today's cutthroat corporate environment, employee engagement is a key component of organisational success. It goes beyond regular job satisfaction to encompass a strong connection between employees and their organisations. This essay focuses on effective employee engagement strategies, focusing on Generation Y and Generation Z, two significant generational cohorts in the modern workforce. An important factor in raising employee engagement is human resources or HR. Understanding these generations' distinctive characteristics, such as the need for meaningful jobs, a preference for tech-driven communication, and a desire for personal advancement, is crucial in order to engage them. Customised engagement activities are possible at many points of the employee lifecycle, including as recruitment, onboarding, training, retention, and separation (Gladka et al. 2022). With the help of these strategies, employees become more committed and driven, which raises output and lowers attrition rates. Effective engagement strategies are illustrated using real-world hotel business scenarios, highlighting the benefits of these approaches. The Ritz London Hotel is used as a practical example in this essay to demonstrate excellent engagement tactics in the hotel business. The selected hotel represents best practices and demonstrates the value of these approaches in real-world circumstances. Furthermore, the essay presents an adaptable model of employee engagement for real-world implementation, stressing the importance of methodical measurement and evaluation. This essay concludes by providing a thorough analysis of employee engagement, highlighting the need to develop commitment throughout the employee lifecycle and concentrating on Generations Y and Z. Organizations that wish to prosper in the cutthroat commercial world of today must undertake such activities.
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The cornerstone of any organization's workforce management is human resources, and as organizational dynamics have changed in the modern period, HR's job has expanded significantly to include engaging employees from Generation Y and Z. This section examines the growing function of human resources in modern organizations, emphasizing its critical role in employee engagement while also discussing the problems and opportunities associated with engaging Generation Y and Z. Human resources has evolved from a largely administrative function to a strategic partner within enterprises. It is now deeply involved in developing company strategies and culture, rather than just handling personnel data and processing payments. A common HR framework presented is the Ulrich Model, which highlights HR's role in producing value for firms by becoming a strategic partner, administrative expert, employee champion and change agent (Cayrat and Boxall, 2023). Real-world examples, such as The Ritz London Hotel, demonstrate how HR, as a strategic partner, is critical in establishing an organization's culture, supporting employee growth, and assuring alignment with broader company objectives. It has evolved from its traditional duty of handling personnel data and processing payments to a driver of organizational success and innovation. HR plays a vital role in defining an organization's culture, promoting employee growth and ensuring alignment with broader business objectives in this capacity. It is more than just a service provider; it is a catalyst for organizational success and innovation. Employee involvement is critical for improving organizational performance and efficiency. HR, as the steward of employee experiences, is critical to facilitating engagement. Employee engagement is not a one-size-fits-all strategy; it necessitates adjusting tactics to satisfy the preferences of various generations, especially Generation Y or Millennials and Generation Z (Munir and Siddiqui, 2023). To build an engaging workplace, HR managers must grasp these generations' beliefs and expectations. According to Herzberg's Two-Factor Theory, HR can influence both hygiene factors are job components such as remuneration and working conditions and motivators are factors that drive pleasure and engagement such as recognition and growth chances (Ihensekien and Joel, 2023). HR's tasks include developing salary packages, career development programs and recognition systems that reflect Generation Y and Z's distinct desires. Human resource management faces both challenges and opportunities when it comes to engaging Generation Y and Z. Addressing their inclination for flexible work arrangements, their expectations for rapid career advancement and their demand for continual learning and development are all challenges (Burawat, 2023). HR must devise solutions to address these demands while adhering to the organization's broader goals. However, these generations bring with them new opportunities. Their technological prowess can be used to develop novel HR practices such as digital onboarding processes and mobile-friendly learning platforms. Their desire for meaningful employment is consistent with the current trend toward more socially responsible corporations. Finally, the role of human resources in engaging employees, particularly Generation Y and Z, has evolved from a purely administrative function to a strategic and value-creating partner. Understanding the distinct features and preferences of different generations allows HR to develop targeted engagement strategies to solve the difficulties and capitalize on the possibilities they bring, eventually leading to improved organizational performance and competitiveness.
Generation Y, also known as Millennials, is a substantial demographic generation born between 1980 and 1996, and its individual qualities have a considerable impact on their job expectations and desires (Dixit, 2023). These professionals have an intrinsic ability to harness technology efficiently, creating a synergy with HRM practices by implementing digital technologies to improve communication, collaboration, and task management in the workplace. Millennials choose companies that represent their values and offer opportunities for personal growth (Delgado et al., 2020). Furthermore, Millennials' desire for personal and professional development aligns with HRM's role in providing opportunities for skill enhancement, mentoring programs, and clear career progression pathways, as individuals seek to meet their psychological needs for competence and relatedness, as defined by the Self-Determination Theory (Botte et al. 2020). Their proclivity for collaboration and teamwork promotes HRM's emphasis on building a pleasant working environment, sticking to the theory's principles by cultivating an environment that meets Millennials' demand for autonomy and connectedness. Therefore, HR strategies should be in line with the preferences and demands of Millennials in order to effectively engage and retain them (Armstrong and Taylor, 2020). This entails incorporating digital technologies into work processes, enabling flexible work arrangements, establishing clear career routes, and developing a collaborative and communicative work atmosphere. Such initiatives can result in a more engaged and motivated Millennial workforce.
Employee engagement is a key undertaking that provides several benefits to organizations. To get a highly engaged workforce, a range of approaches and strategies must be used. Companies can apply a variety of techniques to effectively engage employees, such as building a healthy workplace culture that promotes open communication, collaboration and appreciation (Shrm.org, 2023). Another important part of involvement is providing opportunities for skill development and career growth. Furthermore, providing a good work-life balance and flexible working hours can improve employee well-being and motivation (Maharani et al. 2020). Employers can engage staff members by involving them in decision-making and asking for their opinions on important problems. The benefits of having a highly engaged staff are numerous. Increased productivity is one of the most significant advantages. Employees who are engaged are more than merely obedient; they are emotionally linked to their work and the goals of the firm. Improving employee engagement goes beyond simply increasing productivity. While it is true that firms with high levels of engagement report a 22% increase in productivity, according to a recent meta-analysis of 1.4 million employees conducted by the Gallup Organization, the benefits of enhancing engagement extend beyond productivity gains. (Hbr.org, 2023) This emotional investment leads to increased productivity, with engaged individuals frequently outperforming less-involved rivals by a large margin. Another significant advantage is that turnover is reduced. Organizations might incur significant costs as a result of high turnover rates, both in terms of recruitment costs and the loss of key institutional knowledge. Employees who are engaged tend to stay with their employers longer, resulting in lower turnover rates and significant cost savings. Several organizations in the United Kingdom are good examples of successful employee engagement. For example, The John Lewis Partnership, the UK's largest employee-owned business, boasts impressive figures, with total trading sales exceeding £12.3 billion and a workforce of 80,000 Partners (Johnlewispartnership.co.uk, 2023). This unique structure, complemented by profit-sharing systems, cultivates a profound sense of ownership and accountability among employees. Consequently, the organization consistently reports remarkably high levels of engagement. This commitment transcends the workplace and is reflected in outstanding external performance. John Lewis consistently outperforms competitors, excelling in customer satisfaction and profitability. Recently, the John Lewis Partnership secured the coveted top spot in the Employee Ownership Top 50 largest businesses list, reaffirming its exceptional dedication to and success in employee engagement (Johnlewispartnership.co.uk, 2023).
Similarly, Unilever UK, a major consumer goods corporation, is dedicated to sustainability and social responsibility, ideals that many of its employees share. Unilever has witnessed a huge increase in employee engagement in sustainability programs, which has benefited both its environmental efforts and financial success. In 2022, 82% of office employee survey respondents agreed Unilever cares about their well-being, with 84% of factory employee survey respondents confirming the same (Unilever.com, 2023). Finally, engaging people through diverse means and strategies is critical to corporate success. The benefits, which include higher productivity and lower turnover, are enormous. Companies such as Google and Zappos demonstrate how good employee engagement can result in not only a motivated and contented workforce but also improved business performance.
The employment lifetime for Generation Y is a multidimensional journey that is critical for effectively engaging and managing these tech-savvy employees. At the attraction stage, organizations must stress their dedication to purpose-driven work, flexibility and personal growth opportunities in their employer branding, reaching this audience through digital media (Cattermole, 2019). Streamlined digital application processes, clear communication of career growth opportunities and the promotion of a dynamic and inclusive work culture are critical during the recruitment phase. It is critical to emphasize diversity, technological innovation and mentorship possibilities. To help new employees adjust quickly, the onboarding process must be thorough, including individualized orientation, technological training and mentor introductions. Employee development programs must fit with these generations' ambitions, providing chances for ongoing learning and skill diversity. To create loyalty, retention methods should focus on rewarding accomplishments, giving clear career progression paths and fostering a culture of feedback and inclusivity. Finally, the Separation phase, when it comes to employee exits, professionalism and exit interviews can provide useful information for boosting retention and engagement tactics.
The hotel business in the United Kingdom demonstrates great employee engagement practices. The Ritz London, an iconic luxury hotel, is a prime example. They place a high priority on the well-being of their employees and regularly train their staff members. The Ritz also develops a sense of belonging among its employees through recognition and inclusion. Similarly, Premier Inn, a popular hotel operator, places a premium on employee development and offers programs like "The Premier Inn Academy" to help cultivate talent. Their dedication to diversity and inclusion is visible in a variety of programs aimed at maintaining an egalitarian workplace. Premier Inn has been named one of the UK’s top places to work by the Top Employers Institute (Premierinn.com, 2023). These examples highlight best practices in the hotel sector in the United Kingdom, highlighting the importance of staff development, appreciation and inclusion. Such tactics not only promote employee happiness but also contribute to better guest experiences, thus increasing these institutions' competitive advantage.
Gallup's Q12 model, which outlines 12 critical characteristics that drive employee engagement, is a well-known employee engagement model (Moletsane, 2022). Job expectations, recognition, possibilities for professional progress and the quality of workplace relationships are among these elements. Adapting and implementing this approach in the hotel business entails adapting it to hotel employees' individual needs and preferences. For example, recognizing exceptional guest service might be important and providing possibilities for cross-training or specialization in multiple hotel jobs can meet the desire for professional progress. Regular surveys, feedback methods and performance metrics like employee turnover rates and visitor satisfaction scores can be used to measure and assess engagement (Budrienė and Diskienė, 2020). Hotels may identify areas for development, make data-driven decisions and build a work climate that promotes a highly engaged and motivated workforce by consistently analyzing employee engagement using a model like Gallup's Q12. As a result, the hotel industry's service quality and client experiences may improve.
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In conclusion, this essay has emphasized the critical role of Human Resources in increasing employee engagement, particularly in the context of Generations Y and Z. It has investigated the changing role of human resources in modern enterprises, stressing its metamorphosis into a strategic partner in developing an engaged culture. The distinct features and preferences of Millennials and Generation Z have been identified, providing insights on how to modify HR strategies to match their expectations. Employee engagement has been emphasized through various techniques such as encouraging a healthy workplace culture, skill development and work-life balance. The advantages of a highly engaged workforce, such as improved productivity and lower turnover, have been emphasized. Real-world hotel examples, such as Hilton's Ritz London and Premier Inn, have shown how effective employee engagement efforts contribute to not only staff happiness but also improved client experiences and a competitive edge. The nurturing of commitment and involvement is critical for organizational success in this era of generational diversity in the workforce. Employee engagement is clearly not a passing fad, but rather a necessary component of long-term economic success.
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