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The human resources department has a complex role in a business, managing the relationship between the organisation and its employees in a productive and professional way (Torrington, 2020, p.5). Across different industries and organizations, the role of the human resources department may vary. To be able to solve different ethical and legal issues that may appear in business the human resource department requires different strategies and tactics, but the most important role of human resources is collaboration with employees from all levels of the business (Hughes, 2018, p.8). In a large hotel, human resources are the base of a healthy business because human resources management is responsible for creating a growing advantage for the company and for integrating their employees with the policies and culture of the business. The HR is responsible for training programs, safety of the employees, communication across all levels of the business, employee relations, recognition, and reward programs (Rutherford, 2006, p. 450). Engaging employees is crucial for the success of any organisation, and this becomes even more important when it comes to Generation Y, also known as Millennials. With their unique characteristic and expectations, it is essential to understand how to engage them effectively throughout the employee lifecycle. This essay will explore various strategies and examples to engage Generation Y employees from attraction to separation (Bach, 2013, p. 14).
One of the biggest hotel chains with the most powerful portfolio in the hospitality industry is Marriott International. This brand leader has 31 different brands with more than 8 500 properties spread across 138 countries all over the world. In May 1927 Marriott International was opened for the first time as a A&W Root Beer franchise in Washington. It was a family business owned by J. Willard and his wife Alice Sheets Marriott and from there the business continued to grow over the years to become in present one of the strongest companies in the hospitality industry in the world (Marriott International, 2023).  A few of the strategies of Marriott International's human resources are human-centered values, transparency, grace, and empathy, which helped the company operate through very challenging times (Shumway, 2021). Over the years the workforce has changed, and businesses started to be challenged by the diversity of the employees and their differences in religion, gender, race, disability, and sexual orientation. In competitive economy human resources need to provide the business with new ideas, experiences, and skills, minimizing tension that exists resulting from generational differences, also human resources must ensure the business has the right employees committed to the business, objectives, and well-motivated to maximise their performance. The workforce today can be divided into four distinct groups with different values, ideas, attitudes, and expectations at work. The first group is the Baby Boom born between 1946 and 1964 followed by the second group Generation X born between 1964 and 1979, the third generation Generation Y with people born between 1980 and 1999 and the fourth generation is Generation Z known as Gen Z with people born between 1999 and 2010 (Crampton, 2009, p. 1).
Generation Y is also known as Millennials. This generation`s employees have grown up in a digital era, where technology and connectivity are integral parts of their lives. They value work-life balance, personal development, and meaningful work. To engage them effectively, businesses need to adapt their approaches and create an environment that is suitable for their aspirations. Generation Y has also been known as the “Trophy Generation” because, from a young age, everything they did, they`ve been taught that is enough only to be present to be a winner (Haniff, 2016, p. 88).
Generation Z was born in an era of high-tech communication and social media, and technology is part of their lives. They are more interested in environmental issues, and have a higher sense of responsibility compared with Generation Y.  At work they want to be acknowledged, to have their personal freedom and they prefer transparency. Human resources must know that Generation Z doesn`t like to be overlooked as this might lead to less productivity and a lack of employee engagement (Gaidhani, 2019, p. 2807).
The employee lifecycle is a concept that refers to the different stages an employee goes through during their time at the organisation. It encloses everything from attraction and recruitment to development and separation. Each stage of the employee lifecycle has a very important role in the employee`s experience and overall success within the company. Understanding and effectively managing Generation Y employees' lifecycle is crucial for businesses to ensure the success and satisfaction of their people.

Attraction is the first stage in the employee lifecycle and is a decisive aspect of human resource management that requires careful attention and investment. This involves creating a strong employer name and promoting the organization as an attractive and positive place to work. By presenting the organisation`s values, culture and opportunities to grow candidates from Generation Y are more likely to be attracted by the company. Companies should never oversell their culture and values as the employees eventually will see the truth about the organisations and they will either continue unhappily or will leave. In their job adverts, to strengthen the employer’s proposition, Marriott International highlights not only the job requirements but also career opportunities and their employee reward program (Nissanka, 2013, p. 38).
The recruitment stage is the first step in the employee lifecycle. It involves attracting and selecting the right candidates for the company. During the recruitment process, human resources at Marriott International focus on showing their company culture, values, and opportunities for growth. They also set the objectives and the expectations of the new employee from the Company. Generation Y employees are attracted to companies that offer a positive work environment and opportunities for personal and professional development and Marriott International is one of those places because their human resources are taking each employee as an individual person and they are offering their employees the opportunity to grow in the business (Smither, 2003, p. 21). For example, companies like Google and Facebook have successfully engaged Generation Y employees by emphasizing their innovative and inclusive cultures during the recruitment process. Google uses a unique way of managing people by inventing many ideas and using many benefits to minimize bureaucracy and time-consuming behaviors (Zulfan, 2020, p. 25).
Once hired, the onboarding stage begins. It is crucial to provide a comprehensive onboarding process that helps Generation Y employees understand their roles, responsibilities, and expectations. This process also includes mentorship programs and opportunities for networking, by providing a structured onboarding process, Marriott International can ensure that the new employees feel supported and connected from the beginning. Showing a personal interest in each employee makes them feel valued and they will deliver better results in their work same as telling the new people why the company is the best place to work (Smither, 2003, p. 21). For instance, companies like Zappos have implemented a buddy system, where the new employees are paired with experienced colleagues who help them navigate through the organization and its culture. Zappos is an American company selling shoes and is owned by Amazon. Their culture is very appealing to Generation Y as the company supports their employee non-stop to achieve their professional and personal targets, creates positive and honest work teams, and develop family spirit (Lepeley et al. 2021, p. 29).
The development stage focuses on nurturing and enhancing employees` skills. Generation Y employees value continuous learning and growth. Organisations should invest in training and development programs that align with their employees` career aspirations. This can include providing access to online courses, workshops, and mentoring opportunities. The longer the training and development phase is the better as the retention phase will be longer. By investing in their employees` development Marriott, can foster a sense of loyalty and engagement (Smither, 2003, p. 21). For example, Marriott International has implemented a “learning culture” where employees are encouraged to pursue their interests and develop new skills (Perkins-Chavis, 2018, p.235).
Another important stage of the employee lifecycle is retention as this stage refers to the strategies and practices implemented by hotel and their human resources to ensure the long-term engagement and satisfaction of their employees. Recognizing and rewarding employees for their achievements and contributions is essential for their job satisfaction and retention. Marriott International has established a culture of appreciation and provides regular feedback to its employees. This is done through performance evaluations, employee recognition programs, and monetary incentives. By providing a positive work environment and celebrating employee accomplishments Marriott International managed to attract employees from Generation Y (Workhuman, 2023).
The separation stage refers to the end of the employee`s tenure with the business. It can occur due to retirement, resignation, or termination. While separation may seem like a negative aspect of the employee lifecycle, it is essential to handle it professionally. Marriott International conducts exit interviews and provides support during the transition, and this helped the business to gain valuable feedback and maintain positive relationships with former employees. A positive separation experience can enhance the organization`s reputation and attract more candidates in the future (Indeed Career Guide, 2022).
Generation Y employees prioritise work-life balance and flexibility and they are very connected with their friends and family. One employee engagement model that millennials are looking for when choosing a job is family-friendliness. For millennials family, friends, and lifestyle are more important than their jobs and companies should offer flexible work contracts, such as work-from-home options or flexible hours, to accommodate their employees` needs. This generation does not mind job-hopping so if the company doesn`t accommodate their needs and they feel underappreciated, Generation Y will easily change jobs. Flexible hours can help reduce stress, increase productivity, and help keep the employee satisfied with the job. Hotels can implement policies that allow employees to choose their shifts based on their family commitments. For example, parents should be allowed to choose morning or evening shifts to accommodate school drop-offs or pick-ups. This flexibility enables employees to fulfill their family responsibilities without compromising their careers (Smith, 2010, p. 439). For instance, companies like Netflix have implemented unlimited vacation policies, allowing employees to take time off when needed without strict limitations (McCord, 2014, p.6). Extended parental leave is another way for hotels to demonstrate their commitment to supporting employees during significant life events. This not only helps employee bond with their newborns but also reduces stress and enhances their overall job satisfaction. To further enhance the family-friendliness model, hotels can provide additional benefits such as on-site childcare facilities and access to family-friendly recreational activities. By offering those facilities, hotels can create an environment where employees feel valued and supported, leading to higher job satisfaction and lower turnover rates. A very good example of family friendliness across its properties is Marriot International. The company offers flexible working hours, allowing employees to choose shifts that align with their family needs. Additionally, Marriott offers discounted rates for employees at their hotels worldwide, enabling them to enjoy quality time with their families during holidays. This approach has resulted in Marriott International being recognized as one of the best companies for working parents (Amire, 2022).
Human resources play a crucial role in the success of any organisation, and this is particularly true in the hospitality industry. By investing in effective human resource practices, hotels can attract and retain top employees, enhance quality service, and achieve their organisational goals. As Millennials enter the workforce, human resources are trying to attract them with different strategies. Generation Y, with their technological proficiency, emphasis on work-life balance, and commitment to social causes, has had a significant impact on society and the workplace. Engaging Generation Y employees throughout the employee lifecycle requires organisations to adapt their strategies and create an environment that aligns with their values and expectations. By focusing on recruitment, onboarding, training, development, and work-life balance, businesses can create a positive and engaging workplace for Generation Y employees. Companies that understand and embrace the characteristics of Generation Y can enhance their skills and this can lead to creating a positive and dynamic work environment (Parmelee, 2023).
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