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Premier Inn Limited is the largest hotel brand in the United Kingdom, boasting over 72,000 guest rooms and 800 locations (Ghandour et al., 2015). It runs hotels in various settings, from downtown to the suburbs to airports, where it faces off against chains like Travelodge and Ibis. Wherever in the United Kingdom one may like to travel, one may find a welcoming stay at one of the country's more than 800 hotels. The Premier Inn culture is more unified than ever due to improvements in communication. The Whitbread Group has a high level of employee satisfaction, as seen by the 78% engagement score they received in their most recent annual engagement and enablement survey (Premier Inn, 2022). By focusing on the Premier Inn hotel, this essay discusses the HR department's strategies to engage the employees throughout the employee lifecycle. The purpose of this essay is to analyse the ways in which employees are engaged in Generation Y throughout the employee lifecycle. The role of human resources in engaging employees and the characteristics of Generation Y are explained first. Then, the employee lifecycle is discussed, and the examples of how the team could be engaged are discussed. 
Millennials, or members of Generation Y, are people who were born between 1981 and 1996. Depending on the source, the precise range of years may differ significantly. The authors of Generations (1991), William Strauss and Neil Howe, came up with the term because they believed it was appropriate for the first generation to reach adulthood in the new century (Bucuta, 2015). The millennial generation is the first to adopt digital technology completely for all facets of daily living. Social media is used for a variety of purposes, including dating (through apps like Tinder, Bumble, and Hinge), creating professional connections (through LinkedIn), shopping (through Amazon and other sites), and entertainment (Reisenwitz and Iyer, 2009). Sites like Facebook are used for staying in touch with friends. Since they came of age during the computer revolution, most millennials are experts with a wide range of digital resources. They are generally cited as the first "digital native" generation. Many Generation Y cohort members went on to get advanced degrees, and they all prioritise lifelong education and improvement (Eckleberry-Hunt and Tucciarone, 2011). Student loan debt and the difficulty of entering the labour market during economic downturns are two major financial obstacles that many Millennials must overcome. Because of this, their spending habits and value systems have shifted.
Human resources (HR) are crucial in fostering company loyalty among workers. Employee engagement is not just a buzzword; it is a fundamental factor in how successful a company is. Human resources departments link upper management and the workforce, and it is their job to foster an atmosphere where workers feel appreciated and committed to the company's goals (Salas‐Vallina et al., 2021). To get there, HR pros need to put in extra effort during the hiring process to find people who are a good cultural match in addition to having the skills necessary for the position. This method of hiring strategically increases the likelihood that new hires will buy into the company's mission and core values. 
After an employee has joined the company, HR will use a variety of methods to keep them involved (Tucker, 2017). Training and development of talent is a crucial component. Human resources should create and roll out training programs that encourage lifelong learning and assist workers to advance in their current positions. Human resources is also accountable for promoting a healthy work environment through the provision of services such as benefits, wellness programs and the promotion of an inclusive and diverse workplace culture (Sharma and Tewari, 2018). Human resources experts can also facilitate frequent performance reviews and feedback meetings where workers can air their grievances, get advice, and establish objectives for their own growth. In this approach, human resources act as a go-between for the company's leadership and its staff, helping to foster an environment where everyone feels valued and appreciated.
An effective technique for generating a motivating, satisfying, and productive workplace atmosphere is to implement an employee engagement model based on Maslow's Hierarchy of Needs. Physiological requirements are at the bottom of Maslow's hierarchy, while esteem and self-actualisation needs are at the top (Madan, 2017). These requirements can be modified in a business setting to increase employee participation.
Physiological needs, such as those for food, housing, and a secure workplace, are at the bottom of Maslow's Hierarchy. For an employee engagement model to be successful, several prerequisites must be satisfied. This entails not only paying employees fairly but also creating a secure and comfortable workplace and addressing any health issues that may arise (Stewart et al., 2018). These demands can be met, for instance, by providing employees with nutritious meals, pleasant work environments, and sufficient time off. After their basic requirements are addressed, workers look for stability in their careers and personal lives (safety needs). A company can motivate its employees by offering stable employment, transparent policies, and a positive work environment (Madan, 2017). Job security measures, health and wellness programmes, and addressing safety concerns are all examples of ways to meet this demand.
At the second level of Maslow's pyramid are demands for belonging and communicating with others (social needs). One way to get people invested in their work is to make them feel like they belong at the company. Employees can get to know their coworkers and superiors better through team-building exercises, social gatherings, and open lines of communication (Jerome, 2013). Esteem needs centre on feelings of worthiness and the desire to be acknowledged. Recognising and rewarding employees for their efforts is one potential component of a successful engagement plan. Regular feedback on performance, public recognition of accomplishments, and access to training and advancement opportunities are all ways to attain this goal. Self-actualisation is the highest level on Maslow's hierarchy since it requires the individual to focus on their own development and happiness (Jonas, 2016). Employees are more likely to feel invested in their jobs when they are given chances to learn new skills, make their own decisions, and do challenging, meaningful work. Employees can excel at this level if they are encouraged to use their employment to explore their personal interests and hobbies.
Using Maslow's Hierarchy as the basis for an engagement model necessitates a comprehensive strategy that considers all of the many requirements that may arise. For instance, routine surveys of workers might reveal whether or not their physiological and safety requirements are being met. They also have the potential to facilitate the development of interpersonal bonds among workers (Pulasinghage, 2010). Employees' demands for esteem can be met by programmes that acknowledge and reward them for their efforts, both individually and collectively. Last but not least, helping workers realise their full potential through career advancement opportunities, challenging assignments, and independence.
Premier Inn's Human Resources department, like that of any other company, faces the critical challenge of maintaining the interest of Generation Y workers throughout their employment. HR should use a number of techniques and activities across the employee lifecycle to engage Generation Y workers effectively:
HR can use tactics that speak to the aspirations and values of Generation Y during the attraction and recruitment phase. To attract this generation, create job descriptions that are interesting and emphasise work-life balance, possibilities for professional and personal growth, and a positive business culture (Rai, 2012). To attract a younger, tech-savvy clientele, social media networks and online recruitment tools are beneficial. Engaging Generation Y employees requires a thorough onboarding process. By offering clear instructions, mentorship programs, and online resources, HR can facilitate a seamless onboarding process (Schlichting, 2012). Because this generation is tech-savvy, a digital onboarding site that includes FAQs, training materials, and a peer-connection social network might be beneficial.
Premier Inn's human resources department can attract and keep members of Generation Y by facilitating ongoing training and education. It makes sense to meet their needs for professional growth by providing individualised training programs and access to online courses. Another way to keep employees engaged is to give them opportunities to grow professionally and to work on complex projects. Work-life balance, appreciation, and a meaningful mission are typically critical factors in the retention of Generation Y employees (Amankwa, 2020). Human resources may provide a more adaptable work environment, provide consistent feedback, and reward employees depending on their performance. Corporate social responsibility (CSR) programs that encourage employee participation might help satisfy workers' need to make a difference in the world.
When it comes to separation, for job changes or other reasons, HR might interview departing employees to learn more about the factors that influenced their choice. The organisation's engagement tactics may benefit from their input, and they may even be hired again in the future (Solnet et al., 2012). HR should consider providing flexible schedule alternatives to the Premier Inn staff in order to meet their needs for work-life balance. Establishing a policy that permits workers to modify their work schedules or work from home is advantageous. Furthermore, encouraging regular team-building activities and implementing employee of the month programmes to recognise outstanding work can boost the motivation and sense of community among Generation Y workers (Naim and Lenka, 2016). Hence, engaging Generation Y employees throughout their careers requires understanding their preferences and changing HR practices. Attracting, onboarding, developing, retaining, and even addressing separations should reflect this generation's values and expectations to create a more engaged and productive staff at Premier Inn or any organisation. 
For example, The Ritz-Carlton has built its reputation on its dedication to luxurious, personalised service. To increase employee motivation, they give them more autonomy to make decisions at the moment that will have a positive impact on the customer service they provide. Each worker is allowed to use their own money up to a specific limit to address a guest's problem without getting permission first (Huang, 2021). As a result, personnel are given the authority to ensure that guests are satisfied at all times. In addition, it helps employees feel more accountable and prouder of their work. The Four Seasons Hotels and Resorts places significant emphasis on the allocation of resources towards employee training and development. The organisation provides a diverse array of educational prospects, such as the Four Seasons University, an all-encompassing instructional initiative, as well as the opportunity to gain experience at several global establishments (Agustina and Logahan, 2020). The Four Seasons hotel chain effectively cultivates employee loyalty and commitment by offering ample growth and development prospects, which not only boost their abilities but also contribute to a strong sense of dedication among the staff. Both of these instances exemplify the ways in which hotels within the industry effectively involve their staff through the implementation of empowerment strategies and the provision of learning and development opportunities (Veleva, 2020). These tactics not only result in enhanced guest experiences but also contribute to increased employee satisfaction and retention.
To conclude, it has been examined that human resources play a crucial and diverse role in motivating and retaining an organisation's workforce. Human resources specialists operate as a link between upper management and the workforce, and their work begins with strategic hiring to promote cultural fit. Talent development, a supportive workplace, and consistent feedback all play a role in keeping employees invested in the company's success. Human resources plays a critical role in establishing a motivated and engaged workforce, which in turn contributes to increased productivity and overall organisational performance by creating a culture of engagement and investing in the well-being and progress of employees. A practical method of creating a workplace that not only stimulates but also fulfils the varying requirements of team members is to use Maslow's Hierarchy of requirements as a framework for an employee engagement model. Organisations can foster employee engagement and success on all fronts by attending to employees' various needs and designing engagement activities accordingly.
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