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This essay purpose is to provide a braid between theory and practical examples in respect to the matter of how Human Resources department can engage generation Y within Delta Hotel by Marriott. Its structure is based on firstly clearly defining generation Y, identifying its key features, defining Human Resources Management and its role, and then secondly identifying how the two elements are interconnected by offering practical examples, to then, thirdly, concluding everything by emphasizing the main ideas expressed throughout the work. 
Generation Y might also be known under the term ‘millennials’ and research define it as being represented by the persons who were born between 1980s and 1990s (BBC News). Research and studies in the field outlined some common key features for generation Y: they are more likely to have liberal views, the majority of this generation graduated further education, many of them are opting for part-time jobs or self-employed, they are focused on building a carrier more than having a family, they have good skills in technology, and they are keen on expressing their thoughts and feelings (Rauch, 2019).
‘Human Resource Management’ refers to a collection of policies used to organise work in the employment relationship. It centres on the management of work and the management of people who undertake this work. Therefore, Human Resources Management is concerned with recruitment, selection, learning and development, reward, communication and employee involvement, teamwork, and performance management” (Beardwell, 2017, p.30). Human Resources department, in any type of business, must ensure that the business needs are met by selecting the right personnel, however this is challenging as the world is in a continuous change, employees seek different opportunities in a role depending on the generation the pertain to, they are also influenced by their socio-cultural background, they have different expectations depending on their studies, and they can be more flexible or not, depending again on their generation category (Torrington, 2017). Therefore, Houman Resources and different generation types are interconnected, meaning that the employment strategy for a prospect from generation Y will have to be different from the strategy for another generation, as they all seek different role features and have different career expectations. Furthermore, Houman Resources Management must be in a continuous development as the potential employee’s environment is an external factor that is in a continuous change, and that proves one more time that the two are interconnected, as stated already. Beardwell and Claydon (2010) state that “Human Resource Development encompasses activities and processes which are intended to have impact on organisational and individual learning. The term assumes that organisations can be constructively conceived of as learning entities, and that the learning processes of both organisations and individuals are capable of influence and direction through deliberate and planned interventions. Thus, Human Resource Development is constituted by planned interventions in organisational and individual processes” (Beardwell, Claydon, 2010, p.255). 
Human Resources department has to consider several aspects when establishing their strategy, not just the interest of the business, and these are: attraction of the prospects, recruitment of the right employees, onboarding the associates, development of the associates, retention of good employees, and lastly the separation of the employees within the company. Marriott is a brand that invests in its employees, names them associates, and they are transparent in respect to their policies and practices, their official website being eloquent. The motto is “Be…Begin. Belong. Become”, and it illustrates the fact that their employment strategy is to “begin” by selecting the right candidates, making them feel that they “belong” to the business by engaging them within the company, to then ensuring that the associates “become” one with the brand by respecting the hotel’s principles and values. Furthermore, the website illustrates some of the advantages a prospect would have it he or she was to start working for Marriott, and they convert with the elements that a prospect from generation Y is seeking: travel perks and benefits, recognition and rewards, and career growth opportunities (Careers Marriott official website, 2023).  
A very important strategy that Human Resource can appeal to and that is become more popular in the recent years is the so called “engaging”. Researchers have struggled across the past years to offer an accurate definition of work engagement, however there are several definitions agreed to illustrate best the term. As Leiter and baker (2010) state “Work engagement is a positive, fulfilling, affective-motivational state of work-related well-being that can be seen antipode of job burnout. Engaged employees have high levels of energy and are enthusiastically involved in their work. (Leiter and Baker, 2010, pp.1-2)”. According to Stair and Gilpin (2010) “The extent to which employees thrive at work, are committed to their employer, and are motivated to do their best for the benefit of themselves and their organisation (Stairs and Gilpin, 2010, p.158)”. Daniels (2010) states that “A combination of commitment to the organisation and its values and a willingness to help out colleagues  (organisational citizenship). It goes beyond job satisfaction and is not simply motivation. Engagement is something the employee has to offer; it can not be ‘required’ as part of the employment contract (Daniels, 2010)”. 
Engagement and retention go hand in hand as, in order to retain staff companies, offer them better opportunities as other employers, and that will automatically help the employees to be more engaged. According to Torrington there are five ways in which companies can improve engagement: pay, managing expectations, family-friendly HR practices, training and development, and improving the line of quality management. (Torrington, 2014, pp.163-168). Pay is controversial, some research shows that pay is a retention factor (Gerhart, 2009), and other that shows pay is not as important as other factors in retaining staff- a higher pay, although offered can still not retain employees from leaving if it is not accompanied by other job satisfaction elements (Bevan et al, 1997). Managing expectations is critical, research has showed that failing to meet expectation has the outcome of de-motivating the employees, and thus critically lowering the possibility to engage them. There is a relationship between employees and employers that goes beyond the legal terms and conditions established in the work contract, there are expectations and obligation that both sides have from each other (Conway and Briner, 2005). Another way to obtain a better engagement and staff retention is to consider different needs, by implementing family-friendly HR practices such as more paid maternity leave, the option for a career break, the right to return to work from maternity as part-time. In general, providing flexible working opportunities shows that the company respects work-family balance and thus enhances retention and engagement (Di Pietro, 2007). Training and development is another debatable subject whether it improves or not engagement and there are research that state both yes and no answer. Therefore, training offered by employees can contribute to commitment to the employer and thus engagement, however better trained staff can also leave for better jobs (Green et al, 2000). One of the most effective ways for staff retaining is to improve the quality of line management, as studies have showed many voluntary resignations find its reason in the dissatisfaction of the employee towards their supervisor. By ensuring that supervisors are properly trained to action an effective supervision companies can at the same time achieve a higher level of engagement, moreover, a better manager-staff relationship can attract a better engagement level (Peccei, 2013). 
The methods to ensure staff retention and thus engagement linked to it listed above are not the only ones, and companies together with the HR department can adopt new and innovative methods to help their employees engage. For example, Hotel Marriott organises each year the so called ‘associate appreciation week’, they organise special activities for their associates to show them appreciation, recognition and to thank them for all their hard work (Marriott jobs and careers, 2022). The activities can be offering a special meal from a different country each day, having lunch together will the HR manager, enjoying a barbeque, or even having a party (Chef With Passion, 2022, 4:04). 
Another method to improve engagement that Marriott hotel applies successfully is to monitor the employees work satisfaction percentage by surveying them around the word every year. This is beneficial for both businesses and employees, as the company can easily and sincerely find out if and where it can improve, and employees on the other side gain a feeling of being seen, heard, and important. Marriott is transparent in relate to their strategy to take good care of their associates and shares that there are three pillars on which they rely on. First one is to instil to the employees from the beginning that the Marriott’s core value is to take care of its associates. As J. Willard and Alice S. Marriott, the founders of Marriott declared in 1927 “if you take care of your employees, they will take care of customers” (Leppla, LinkedIn, 2016). Second pillar is represented by promoting an authentic leadership, Marriott empowers associates to interpret themselves what the employee value proposition means to them, the company supports the associates in their ideas to improve wellbeing. And the third pillar is to encourage all the associates to share on the online platform such as Facebook, Twitter, Instagram, how they live Marriott’s values. All these actions are under the umbrella of the campaign ‘Take Care Movement’ and its results are an increased productivity with 11%, 16% fewer guest’s problems, and a percentage of 28% lower turnover (Leppla, LinkedIn, 2016). Therefore, Marriott understood that the customer experience is not delivered by the company itself, but by the company’s employees, and by ensuring staff are engaged, the company is equally ensuring that the guests are satisfied as well (Gibbons, Forbes, 2020).
To conclude, different generations will be retained at a job in different ways as they have different expectations and different motivating factors. Generation Y prospects will be easier to retain if offered the chance to have their voice heard, career progression opportunities, a work-life balance, among others. It is Human Resources responsibility to manage the business needs and the employee’s expectations by finding ways to encourage employee’s engagement, and as soon as they do that, the benefits will be in three areas: firstly employees, secondly the business itself,  and thirdly, no others than the business’s customers. Also, the external factor of a continuous changing work environment forces HR department to be developing and evolving at all times, and new methods of engaging staff must arise to ensure that the ongoing modernisation is embraced. However, this challenge brings along benefits such as increased productivity, higher retention rate, and also higher guests satisfaction percentage, if the new methods are to be applied successfully as in Marriott’s given various examples. 
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