


The hotel industry is one of the busiest industries worldwide. Employing and retaining the right number and skills of employees is currently a key factor in maintaining effective employees and satisfaction in the workplace. But how can the hotel's human resource team ensure all this? What conditions must be ensured for the employee to leave the paid office. When we think that you have to get a job permit on the carrier route, what are the conditions that obligate you to your workplace in the long term. How can we keep our employees in the hotel with their age and motivation. What are their strengths and how do they develop under the organization. Talent management has become very important in terms of its impact on employee recruitment, retention, and engagement, as well as critical factors for effective implementation. This study aims to examine why talent management is important nowadays in terms of employee commitment and how and why their support and appreciation is important. Among the new tasks of HR management is the exploration of these reasons and the adaptation to the new trends appearing on the market, as well as the combination of the traditional value-based approach.

The workplace carrier begins with the selection of the employees, the worker settles into his position and the working days begin. The problem may start with how long you can maintain your commitment. This is one of the biggest challenges that hotels have to face at the moment. Finding and getting to know the benefits of employment is a huge opportunity to obtain long-term commitment and mandatory efforts from the entire team. Employees' performance, development and growth depend on how their companies support them. From onboarding, through ensuring their basic needs, personal needs, teamwork and growth through their careers, companies must have a strategy such as role management, competencies, goal tracking and alignment, and employee engagement tools. Most of them require flexibility and continuous monitoring in view of changing circumstances. (Hughes & Rog, 2008)

Employee and employment communication is the key point because the sharing of information, ideas and feelings between employees and company leaders can improve trust and make them feel like valued members of the organization. Leaders must support two-way communication. Employees do not feel that they are truly valued if they are not given a chance to have a say in matters affecting their work and life, such as the choice of working hours. Enrolment must begin with an honest and transparent formulation of your expectations and tasks, and you must prepare for the goals that can be reached in the future. You need to know where you can get to and what rewards you can get. Motivation must be ensured. Managers need to tell employees about strategies that work and those that don't. (Mazzei,Butera & Quaratino, 2019).

The importance of social media in organizations is reshaping the internal communication strategy. In addition to all this, it is important to consider human values and emotions, in our opinion, employees will stay longer with a company where they are taken into account as a person and not just as an employer. (Ewing, Men & O’Neil, 2019).

Managers who build close relationships with employees are more likely to understand how to keep employees motivated within the organization. Employees who do not see value in their efforts may feel taken for granted and may not work to achieve them. Managers who build loyalty and trust with their teams can potentially benefit from a group of high performers. The goal is to build loyalty and a long-term working relationship.
An engaged employee in the hospitality industry can increase productivity, increase profits, and improve business results. A disengaged employee can reduce the quality of service; therefore, they result in customer dissatisfaction.

Different generation’s view workplace engagement, work commitment, work-life balance differently, as different generations base their views on these concepts on the economic, political, and social experiences and their special needs that occurred in their years.
Millennial employees are the main workers of hotels, so their well-being has a huge impact on the hotel industry, which can improve the hospitality. Conflicts between work stress and personal life, employee burnout and high turnover are huge challenge in HR management in the hospitality industry. HR management, as a link between the hotel and employees, has responsibility through the management of employees' workplace well-being.
People have been striving for prosperity since time immemorial, with the development of positive psychology, employee well-being becomes a central topic of hospitality HR research. According to related research, millennial people share a similar social and historical view, they are more ambitious and concerned about career path, they feel the importance of empowerment at work, emphasize quality of life, value work-life balance overall well-being.
Millennials are becoming the main participants in the hospitality. (He, Morrison and Zhang, 2019)

Generation Y is the first generation to grow up with digital communication. Gen Y tend to prefer positions that have a light work and well-balanced life. They prefer jobs that allow them to spend quality time with their loved ones and in the same time achieve personal goals. Also, they prefer more flexible working hours to a job that offers a higher salary. They want to feel important, valued, and involved in work that is both interesting and meaningful as they get bored quickly. They are also motivated if they feel appreciated. (Solnet & Hood, 2008).

In contrast, employee disengagement occurs when employees withdraw and do not work to improve the organization. In this case, employees spend time thinking about solving problems outside of work and spend more time disconnected from the organization. Managers who understand the motivation of employees can engage them and help employers to grow, the best way to this is to make analysation how employee engagement affects the organization.
The relationship between well-being of employees and the workplace is a job satisfaction at the workplace and performance at the workplace. (Bryson, Forth & Stokes, 2017)
Hotels should continue to train their employees and offer develop programs that help them find employment. Employees gain a better understanding of the generations they work with when organizations implement programs aimed at creating better collaboration between different generations within workplace. A better understanding of the differences in the workforce allows the management of the organization to modify management styles to improve the success of the business, quality of productivity and employee morale. (Steven, 2021)

Every part of the human resource should not be dealt with in an appropriate way, so that the employees cannot be fully involved in their work, so that it does not lead to improper management.
Committed employees are attached to their organization and participate with great enthusiasm in their work for the success of the hotel and want to go beyond the employment contract agreement. Employers have realized that by focusing on employee engagement, they can create a more efficient and productive workforce.
Companies invest in employee engagement because employee engagement contributes maximalise to hotel performance. Studies have found a connection between employee engagement and business success and profit results. Clearly, increased employee engagement is positively related to customer satisfaction.
Employees who are not engaged can feel their efforts are being wasted on their work, and they reduce their performance indicators, such as customer satisfaction. In this case, the employees more likely looking for another job opportunities.
Most organizations have a clear talent management strategy. However, they lack employee retention strategies. Effective recruitment and orientation programs are the most important. The new employees should be given a general view related to the company's mission, values, policies, and visions, as well as job-specific orientation, also job duties and tasks, achievable goals, and priorities. It is the employee's responsibility to develop realistic job-related expectations and reduce work related conflicts.
 After the hiring decision is made by the managers, the manager must ensure job fit when placing the employee in a certain position and make all necessary efforts to retain the talent in the organization. Make sure employees have everything such as tools what they may need to do their jobs. Managers expect employees to have all the resources, such as physical or material, financial and information resources, to do their jobs effectively.
Give useful training to the employees, will help the workers to update their knowledge and skills with proper training and it give benefit for them and the company. According to the result of the researches, succesful companies do reduces the turnover of high-performing employees and, as a result, leads to the best business performance. (Markos & Sridevi, 2010)
Healthy workplace practices and organizational improvements are essential. Five general categories of healthy workplace practices were identified as work-life balance, employee growth and development, health and safety, recognition, and employee involvement. Research suggests there is a link between these practices and employee organizational outcomes on the effectiveness of communication within the organization and the alignment of workplace practices with the organization. (Grawitch, Gottschalk, & Munz, 2006).
Herzberg's two-factor theory is one of the most popular concepts in the field of human resource management. This theory has two main factors that can motivate employees: job satisfaction and job dissatisfaction. Although these are opposites of opposites, they go hand in hand. They appear in all cases. (Alshmemri, Shahwan-Akl, & Maude, 2017).
The most positive factors influencing satisfaction were recognition and the work itself. Interestingly, the results significantly negatively affected job satisfaction. Four factors that had a significant negative impact on job dissatisfaction should be mentioned: technical supervision, personal life, status and job security. Job satisfaction resulted in fewer employees leaving the workplace, while job dissatisfaction had a positive effect on this variable, which supported Herzberg's theory. (Ann & Blum, 2020)
Studies have also examined the impact of recreational activities among entry-level employees in the hospitality industry. The results showed that fun activities are generally related to engagement at the same level, as workers are more willing to pass the time in a pleasant working environment. Team building trainings, for example, are great solutions for this, and employers are more attentive to recruitment, but these do not in any way hold employees back from turnover, nor are they workplace remedies. (Becker and Tews, 2016).

There is a lot of evidence showing that HR actions are seriously related to employee commitment, productivity, growth, innovation, and company-level performance. Its most important points include training and development. The selection of personnel, general training and continuous performance evaluations are of course important.
Employees can make use of their skills during work, thereby supporting their work in the hotel. Moreover, by using their skills, they can improve not only their job satisfaction, but also their own satisfaction and success (Bakker and Leiter, 2017).
It is the interest of the huma resource team to increase the performance of both the individual and the company. Because the way to utilize the external labor market and invest in human resource development is to have as many employees with knowledge as possible work with the company. (Sato, Kobayashi and Shirasaka, 2020).

Maslow's hierarchy of needs is a system of needs that motivate working people. The most basic needs of the working individual are physiological at the bottom of the system. Along with these needs, people's further rights arise. The next step is safety and then social welfare. They strive for self-esteem and self-realization. If we want to use Maslow's hierarchy of needs, then we have to show how we support employees in achieving their goals, so that their company-level goals and assets are fulfilled, in addition benefit will be market and business stability for the company. In connection with these, it is important to mention the safety of the workplace, environment, and cleanliness as foundations. (Huitt, 2007)

Maslow published his theory of how people satisfy various personal needs in relation to their work.
According to the researches dealing with motivation, it is often a problem for employees to articulate exactly what they want from a workplace. For a long time, employers did not ask what individuals wanted, instead it was common practice for employers to tell employees that I will select them based on what they want and what they want.
After Maslow's publication, the point of view also changed. From an employment point of view, they also started to approach the workers' income and the security of their needs.
These decisions were often based on Maslow's hierarchy of needs. The unique point is that as an employee progresses through the carrier track, his employer provides him with rest and the opportunity to satisfy higher needs through Maslow's pyramid.
Although Herzberg's theory of hygiene and motivation factors and Maslow's hierarchy of needs are still widely applicable in the business world, they all have at least one common measure which is the salary.  (Gawel, 1996).

In summary, companies must approach employee management from a very complex point of view. By making sure that all assumptions are guaranteed to their ass, the money, time and energy invested in them can be returned to the entrepreneur's ass many times over. What is the same in the long run, it brings with it personal and corporate development, success orientation and growing skills, customer satisfaction and market position stability. These benefits are the basis of a well-organized and well-thought-out employee and business strategy today, which diversify workplaces and help to bring benefits to certain companies.
What is certain is that satisfied employees diligently support their own hotel, ensuring quality service and work done in a stable environment in exchange for bread and sugar of appreciation for years. In summary, companies must approach employee management from a very complex point of view. By making sure that all assumptions are guaranteed to their ass, the money, time and energy invested in them can be returned to the entrepreneur's ass many times over. What is the same in the long run, it brings with it personal and corporate development, success orientation and growing skills, customer satisfaction and market position stability. These benefits are the basis of a well-organized and well-thought-out employee and business strategy today, which diversify workplaces and help to bring benefits to certain companies.
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