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Large hotel chains such as The Venetian can no longer succeed in today's competitive hospitality business without actively engaging their staff (Ahammad, 2017). This essay explores the nuances of involving workers during their whole stay at The Venetian, with a focus on Generation Y (or Millennials) and Generation Z. Within the bounds of this investigation, it will dissect the crucial role of the human resources department in the engagement process, the distinctive traits and preferences that distinguish these generations, strategies for optimising engagement, and the many benefits that result from this engagement.

The employee lifecycle, a crucial concept in every worker's experience, will also be discussed in depth, as its stages of attraction, recruiting, onboarding, development, retention, and separation. This path requires tailored strategies that maximise participation by considering each generation's unique characteristics and priorities.

The essay will also highlight the usefulness of these ideas by discussing the incorporation of an employee engagement model and providing examples from the hospitality sector. The employment lifespan will be detailed, and the need to adjust hotel industry practices to reflect the traits and preferences of Generation Y and Generation Z will be made clear as the narrative framework of this essay weaves together its many parts.

The human resources department is crucial to the success of contemporary The Venetian since its business model is predicated on offering memorable visitor experiences. Human resources experts are responsible for learning about, developing, and maximising the workforce talent that drives businesses forward. Their responsibilities span a wide range, from sourcing and hiring new employees to ensuring they get adequate orientation and ongoing training (Wright, 2014).

Human resources of The Venetian is tasked with developing and implementing methods to increase employee participation. They represent workers' interests and are intermediaries between management and staff. Human resources experts play a crucial part in the success of big hotel chains since the quality of the visitor experience is directly tied to the level of service the staff provides (Bach, 2009).

To successfully engage personnel from Generation Y (Millennials) and Generation Z in the Venetian, it is crucial to recognise their unique qualities and preferences. These two generations have certain things in common but are also quite different from one another (Tansley et al, 2011).

The members of Generation Y are the first to come of age in the digital age. They are mobile-friendly, at ease with technology, and dedicated to work-life balance (Cheetham, 2022). They choose to work for companies that allow them to pursue personal interests and provide professional development. Because of how well they work together, they are likely to value a cooperative workplace.

However, the post-millennial generation known as Generation Z is distinguished by their digital natives. They have a natural aptitude for business since they have grown up with computers and the internet. They put a greater emphasis on personal development than members of Generation Y did, and they prefer to work alone (Stephens, 2001).

Employee engagement is not a static activity that occurs once and is done for the rest of the employee's career. There are numerous pivotal stages in this lifecycle. The first step is attraction and recruiting, a critical stage in creating a staff that shares Venetian values and goals (Gibb, 2015). To maximise involvement from the start, HR has to take a sophisticated strategy that speaks to the values of millennials and Generation Z.

Generation Y, commonly called "digital natives," have grown up with technology as an everyday aspect of life. There should be no doubt about the hotel's dedication to state-of-the-art amenities. Modern reservation systems, online customer support, and useful apps are all examples of this (Savon, 2018). The millennial generation also highly values working conditions that allow employees more freedom to integrate their personal and professional lives. They are attracted to Venetian because of its culture of work-life balance, which shows that it cares about its employees' health and happiness and cherishes their free time.

However, Generation Z, known for its entrepreneurial spirit and emphasis on personal development, calls for a new strategy. The Venetian should highlight the hotel's many paths to advancement if they want to attract millennials (Marchington et al, 2000). They need to be able to understand how they can advance in their careers, with clear milestones, regular feedback, and opportunities to hone their abilities. Generation Z is interested in working in an innovative workplace that recognises the importance of technology in today's society (Ginete et al, 2021). They want to be part of a community where their unique blend of technical knowledge and creative thinking will be valued. In addition, the opportunity for new businesses should not be disregarded. Hotels may advertise themselves as venues where Generation Z workers can try out new ideas and perhaps see them through to fruition. 

The hardest part is keeping candidates interested once they have joined the team. Here is where you can take advantage of millennials' (those born between 1980 and 1996) penchant for teamwork atthe Venetian to build an engaging atmosphere. Human resources may create an orientation that emphasises working together to achieve common objectives. Generation Y workers may benefit greatly from mentorship programmes as they adjust to their new workplace (Preece and Harrison, 2018). It helps with integration and boosts engagement if you pair them with more seasoned workers who can give direction and share their experiences. Technology-rich training programmes are also crucial. Training employees via digital channels appeals to the millennial generation's tech-savvy mentality and guarantees that workers have access to cutting-edge resources and information.

A significant emphasis on individualised learning is crucial for Generation Z, who have an intuitive familiarity with technology and an entrepreneurial drive. Human resources of The Venetian have the ability to personalise training programmes to meet the needs of each worker. For millennials and Generation Z, mentoring may develop into career coaching, in which they are given individualised advice on advancing in their chosen field within the hotel (Ginete et al, 2021). A great way to motivate members of Generation Z is to provide them room to develop professionally, maybe via internal entrepreneurial initiatives. Proactive and willing to share their new ideas, this generation can be kept enthusiastic and engaged if given the chance.

These methods of onboarding and training are the backbone of an engaged workplace, helping workers feel like they have a real impact on the company (Pilbeam and Corbridge, 2016).

Retention is crucial tothe Venetian because it culminates engagement throughout the employee lifecycle. Retaining both Generation Y and Generation Z employees requires a concerted effort by HR to create a workplace where they thrive and envision a long-term future (Harris, 2015).

For Generation Y, fostering a culture of recognition and reward is imperative. This generation places a premium on being recognised for their efforts. They place a high value on opportunities to strike a work-life balance. Human resources may help promote work-life balance by implementing flexible scheduling, telecommuting, and health and wellness initiatives(Marchington et al, 2000). Acknowledging the importance of professional growth and personal satisfaction is essential. Key components of keeping Generation Y talent might include clear routes for growth within the business, mentoring programmes, and opportunities to pursue personal hobbies while at work (Gibb, 2015).

An unambiguous and well-mapped professional path is crucial for today's Generation Z. Human resources should make available an open progression plan with attainable goals and training and advancement possibilities (Goetz et al, 2022). Employees of The Venetian are more likely to stay with a company if they feel appreciated for the work they've done there. In keeping with their entrepreneurial spirit, providing them with ongoing mentorship and opportunities to work on innovative projects can be a magnet to keep them around.

The success of The Venetian depends on a dedicated and loyal staff, which is only possible if they emphasise retaining employees from the millennial and Generation Z.The Venetian would be wise to keep the peace with leaving staff even after their employment has ended. Alumni of the organisation may act as great brand ambassadors, sharing their good experiences and recommending the hotel to new workers and consumers. Moreover, they may consider returning to the hotel or collaborating. Conducting departure interviews is not just a form of closure but a source of valuable insights (Marchington and Wilkinson, 2022). The information gleaned from these discussions may be used to enhance the company's working conditions. This information is crucial for making the hotel a better workplace for future workers, adapting to the needs of millennials and Gen Z, and maintaining a cycle of progress and change.

Implementing an employee engagement model in The Venetian is a systematic way to evaluate and improve worker engagement levels (Preece and Harrison, 2018). The Gallup Q12 is one such model; it highlights important engagement factors, including defined goals, room for advancement, and public acknowledgement. Millennial and Gen Z workers benefit greatly from participating in a hotel chain's recognition programme highlighting employees' accomplishments (Kabasheva et al, 2017).

To highlight Generation Y and Generation Z workers' successful involvement in The Venetian, we may take ideas from industry leaders. For instance, Marriott International has introduced the "TakeCare" initiative, which promotes employee well-being. This program includes exercise facilities, healthy food alternatives, and efforts encouraging work-life balance, all of which connect with the aspirations of both generations(Marchington and Wilkinson, 2022).

Hilton, another renowned hotel brand, has developed the "Thrive@Hilton" initiative. This effort focuses on professional development and advancement possibilities, harmonising with the objectives of Generation Z. These actual cases demonstrate how hotel chains are modifying their human resources practices to meet the demands of a multigenerational workforce.

Therefore, it is clear that a thorough familiarity with the traits and preferences of both Generation Y and Generation Z is essential for successful staff engagement within a big hotel chain. A highly engaged and dedicated staff results from well-crafted engagement strategies executed at every stage of the employee lifecycle, from recruitment to exit. Combining the Gallup Q12 model of employee engagement with examples from successful companies highlights the need to adjust HR policies to accommodate the unique requirements of these generations. Hotels that invest in their people see higher staff retention rates, more satisfied guests, and a boost to their financial line (Kyzym et al, 2019).

Attraction and recruiting are the first steps in the process. Human resources have to take a sophisticated approach here. Attracting members of Generation Y to your hotel may be as simple as advertising your establishment's dedication to cutting-edge technology, accommodating work schedules, and promoting a work-life balance atmosphere. More successful strategies for attracting members of Generation Z include emphasising the benefits of a digital-first workplace and the possibilities for self-employment(Kyzym et al, 2019).

Effective staff engagement is a choice and a strategic need for big hotel chains in the current hospitality sector, where client pleasure and service quality rule supreme. This article has focused on the distinctive traits, tastes, and expectations of two generations, Generation Y and Generation Z, and has studied the nuanced facets of engaging workers throughout their journey inside a hotel.

Human resources play a crucial position in an organisation at every stage of the employee life cycle, beginning with recruitment and ending with termination. As the primary designers of engagement methods, human resources experts play a pivotal role in shaping businesses that accommodate the needs and goals of workers of all ages. Recognising and adapting these variations in the workplace is crucial to fostering a dedicated and happy team.

The employee lifecycle is a tapestry of engagement opportunities, from attraction and recruitment, where technology, flexibility, and opportunities for personal and professional growth hold sway, to onboarding and development, where collaboration and individualised learning find their respective homes. Human resources (HR) plays a crucial role in retaining employees by building an environment with clear career paths and a worker appreciation and support culture. Even after guests have checked out, the hotel may still benefit from their beneficial interactions and the feedback they provide via exit interviews.
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