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The essay here will examine the Human resource management and practices of engaging Generation Y (sometimes referred to as Millennials). Those workers are essential for retaining talent, increasing productivity, and fostering a healthy work environment. The essay it will also provide a discussion on how to engage and support Generation Y employees throughout their employment journey in the hotel sector. This is essential for delivering exceptional guest experiences and maintaining a competitive edge in the ever-evolving world of hospitality. This introduction sets the stage for exploring how to effectively manage the careers of Generation Y hotel employees throughout their employment lifecycle.
The purposeful and organized process of managing an organization's most important resource – Generation Y, effectively is known as human resource management. To make sure that human capital is in line with the goals and objectives of the organization, eventually promoting commercial success. According to Beardwell et al. (2017, p.5) “Human resource management refers to a collection of policies used to organise work in the employment relationship. It centres on the management of work. Therefore, HRM is concerned with recruitment, selection, learning and development, reward, communication, and employee involvement, teamwork and performance management.” Muhammed et al. (2018, p.433) states that members of Generation Y have witnessed developments including the development of the internet, economic liberalization, the rise of social media, the expansion of environmental consciousness, and the rise of terrorism. The majority of Generation Y employees were raised in a multicultural, technologically advanced atmosphere by parents who had strong socioeconomic backgrounds. First and foremost, employee engagement can be defined as the process of recruiting and keeping graduates. These human resource activities are a constant problem for hospitality and tourist companies worldwide, where labour turnover rates are frequently significant (Maxwell et al., 2010). 
Planning is a fundamental component of a more strategic approach, and it can identify four specific ways in which HR planning is crucial to strategy: capability shortages, capability surpluses, inadequate workforce utilisation, and talent pool development (Torrington, 2017). The hotel sector could incur huge costs because of hiring the incorrect person. “Harvard Business Review estimates that 80 percent of turnover is due to bad hiring decisions.” (Olsen, 2015). Making the appropriate employment choice is essential to starting and maintaining successful hotel operations. Concentrate on what the HR can provide candidates from Generation Y in order to draw top talent in hospitality. According to Staff (2022), the secret to a successful hiring process is to clearly define the duties of the position as well as the personality characteristics necessary for success and communication. When making better recruiting and selection decisions for Generation Y employees, the HR hotel manager should take the following factors into account: A thorough job description will assist in lowering the volume of resumes from unqualified candidates. In addition to functional skills, a candidate's skill set should also demonstrate their ability to collaborate effectively. Interviews let the HR manager to examine a candidate's qualifications in greater detail and determine whether they suit the hotel’s culture. Focusing on Generation Y Brown et al. states (2015, p. 131) that these members enjoy demanding occupations that create a sense of relevance and energy; yet they quickly lose the value of a job. With this in mind, employers might potentially have a beneficial impact on Generation Y employee turnover by providing them with employment that are meaningful, significant, and demanding. Overall, engaged Generation Y employees who are content with their jobs are more likely to be dedicated to the organization, which can lead to higher levels of job performance as well as lower turnover rates and intents in the workplace.
According to Haejung et al. (2009, p.548) employees who belong to Generation Y (those who were born between 1977 and 1994) have viewpoints that are very different from those of earlier generations. Gen Y workers bring a lot of advantageous talents and characteristics to the workplace. Collectively, this group possesses a variety of qualities that are significant to merchants, including a strict work ethic, respect for authority figures, and a desire for fulfilling employment that benefits others or themselves. Being proactive and inventive, working in teams, and sharing knowledge with others are actions that are crucial for enhancing organizational success (Srivastava et al. 2016). Product complexity, shorter life cycles, high client demands, and technology innovation are challenges faced by Gen Y personnel. There are certain characteristics that Generation Y have in common. Tech-savvy: Because Millennials were born and raised in the era of the internet and digital technology, they are quite adept at using digital gadgets, social media, and online resources (Indeed, 2023). Independent: Millennials are known for their quest for work-life balance and adaptable working conditions, and they frequently appreciate independence. Entrepreneurial: A large portion of Generation Y are open to side businesses, freelance work, and self-employment. They look for chances to be creative and innovative. Collaborative: This generation places a strong priority on cooperation and teamwork. Members of Generation Y frequently look for ways to collaborate in order to finish projects rather than working alone and concentrating on a particular set of activities. Purpose-Seekers: Millennials seek a feeling of meaning in their job and are more inclined to stick with employers who provide chances for both professional and personal development. Diverse and Accepting: In general, Generation Y is more accepting of diversity, including those of colour, gender, sexual orientation, and other categories (Na Shay, 2017). 
When employing Generation Y employees for open hotel roles, all of the below generation’s preferences must be taken into account from the HR Manager. Flexible Work Arrangements: Millennials prefer having options for remote work and flexible hours in their work schedules. Career Development: They favour working in environments that provide opportunity for professional development. Technology and digital tools: Members of Generation Y are accustomed to using technology and anticipate having access to tools and platforms that improve productivity. Millennials are more likely to interact with businesses that practice social responsibility and environmental responsibility. Feedback and Acknowledgement: They value regular feedback and acknowledgement of their contributions and accomplishments. 
The employee lifecycle (ELC), a tried-and-true model, is a great method to see the Generation Y employees and how they interact in hotel industry. Understanding the various demands and degrees of involvement of Gen Y employees at each stage of their careers is crucial, from being a potential employee to leaving their job and at every stop along the route. Keeping this in mind might help the HR manager to modify their procedures to meet the needs of various workforce groups (Pritchard, 2008). The six stages are Organisation strategy and Attraction, Recruitment, Performance, Development, Succession, and Transition. For a hotel to retain talent, provide outstanding guest experiences, and promote a healthy work environment, Generation Y employees must be engaged across the whole employment lifetime. Employee attraction in a hotel environment is the initial phase of the employee life cycle. Dhand (2018) states that this is why any hotel’s ability to expand depends on its ability to attract the right personnel through hotel's unique culture, values, and commitment to employee development during the recruitment process. Create interesting job descriptions that highlight the organization's mission, values, and growth possibilities because Millennials are attracted to these elements. The hotel business should provide information about a fantastic culture and attractive remuneration and improvement to succeed in the personnel attraction stage. Recruitment and onboarding: to draw in Millennials who are computer aware, use social media, internet platforms, and mobile-friendly application procedures. During onboarding, provide comprehensive training on the hotel's services, standards, and values. To assist newbies in adjusting to the workplace, assign mentors or peers. Performance: Implement recurring performance evaluations and one-on-one sessions to go through objectives, results, and opportunities for growth. Millennials, who frequently value reinforcement for their work, should receive frequent feedback and acknowledgment (Tivian, 2023). Development: offer new hires from Generation Y opportunities for continuing learning and growth to help them improve their abilities and advance in their professions. Encourage them to take part in online seminars, webinars, and courses about hotel culture because Millennials frequently favour flexible and digital learning (Frontline Recruitment, 2023). To demonstrate that their opinions are appreciated, encourage staff to offer comments on hotel operations and guest experiences. A crucial stage in the employee life cycle model is the stage of retention. Recognize their accomplishments by praising them in public, giving them prizes, or gamifying performance indicators. According to Burke (2023) positive corporate culture that aligns with their values and aspirations has a significant impact here. Engage Millennials in decision-making and problem-solving processes so they may influence the direction of the hotel culture in innovation and provide opportunities for employees to contribute new ideas and solutions that enhance the guest experience (Solnet et al., p. 56). In order to create a sense of community and belonging, promote social contacts and team-building exercises. By allowing for remote work, flexible scheduling, and fair hours, you can encourage work-life balance. Encourage them to look into making lateral shifts inside the company to get new experiences, training in guest service, including handling challenging situations and providing exceptional knowledge. Encourage breaks, physical activity, and mindfulness techniques while fostering a healthy work atmosphere. The performance and productivity of the organization are impacted by well-being (Kultalahti, 2011). In order to improve Generation Y's ability to cope in the future and their productivity in the workplace, it is critical to assess their well-being and expectations. Providing wellness programs and mental health support services to employees in order to assist them maintain their general well-being and reduce stress at the workplace is crucial part of the HR engagement with members of this generation. Employee separation is the employee lifecycle's sixth and last step. When an employee in leaving the hotel, it is crucial to be taken feedback and understand the reasons for leaving. When a team member leaves the hotel, it may have an impact on the remaining team members (CIPD, 2023). It is the HR professionals' responsibility to ensure that the departing employee does not cause a disruption for the entire business. Keep in touch with former Millennial workers via an alumni network since it may lead to new opportunities. Realizing the full potential of the workforce might require more holistic, cross-cutting solutions that are adapted to the hotel environment, as hotels’ increasing focus on culture and engagement shows (Mayers, et al. 2016). 
Establishing and maintaining a successful business depends on making the correct staffing decisions. Being an HR Manager in a large hotel I will strive to establish a motivated, engaged, and committed staff that helps to foster a successful hotel environment and great client satisfaction by taking into account their particular characteristics and preferences. I would construct a solid hotel company culture with purpose-driven employment, support on the work-life balance, offer flexibility, and opportunities for continued education because Millennials are highly educated, tech aware, and ethical. Mission, vision, and values statements are at the core of most corporate cultures and Hilton is no exception. The mission and values are based on the customer and employee satisfaction within the hotel culture. A Code of Conduct is used by Hilton to organize and direct all team members' actions and behaviours. Integrity is given first priority, with management and employees upholding the highest standards of morality and abiding by all corporate rules, laws, and policies. Leaders of Hilton's "For All" hospitality program serve team members at all levels with the same level of excellence as they treat guests. The program lists connections, goals, development, recognition, and trust as the five key behaviours of leaders. Hilton executives are supposed to foster a culture of trust where staff members feel heard and empowered to voice concerns (Lamo, 2019). 
Ultimately, the HR Hotel management must be aware of and responsive to these preferences in order to engage Generation Y employees throughout their employment lifecycles. Hotels can not only attract but also retain and motivate their Millennial workers by establishing a friendly, diverse, and forward-thinking work atmosphere, providing possibilities for growth, and putting a strong emphasis on employee well-being. As a result, the hotel has a committed team that is essential to providing excellent guest experiences and preserving the hotel's competitive advantage in the hospitality sector.
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