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Introduction 
Sustaining the development in the hospitality industry is significantly dependent on a stable workforce that would attend to tourists and guests (Goh & Okumus, 2020). It has been noted that the workforce in hospitality is gradually shrinking as older workers continue to gradually depart from work (Goh & Okumus, 2020). This leaves human resource with the task of acquiring talent from the young generation which comprise Generation Y and Z due to the global growth in hospitality and tourism that has been witnessed to outperform other sectors including manufacturing (Hughes, 2018). In this gradual decrease of older generation employees in the hospitality industry, the role of human resource in developing engagement and fostering motivation among Generation Y and Z ensues in which their roles in training and ensuring the performance of tasks is key (Huertas-Valdivia, et al., 2018). According to (Huertas-Valdivia, et al., 2018), the human resource department in hospitality is responsible for evaluating relationships within the industry to foster empowerment within the employees and encourage engagement. 
In this paper, an evaluation of the role of human resources in engaging employees of the younger generation, specifically Generation Y shall be done which will entail an exploration of the characteristics of such younger generations. This would provide context into how human resources would engage and motivate the participation of such generations throughout the employee lifecycle. Reference to examples within the United Kingdom context in the hospitality industry will be alluded to in demonstrating the claims that will be presented in the paper. A proposal for an employee engagement model will be presented alongside a proposition for its implementation. The selected hotel chain for this discussion will be Lympstone Manor Hotel. 
Role of Human Resource 
Within the hospitality industry, perceptions around hospitality as a career choice have been associated with low pay, hostile work environments, low status, a lack of career progression, and unsociable working hours (Gebbels, 2022) which task human resources with a critical role in deciphering ways that would enrol and maintain the employees and refute the perceptions surrounded on hospitality as a career choice. Advertently, (Gebbels, 2022) notes that a need for refuting such assumptions concerning hospitality is needed by designing effective strategies that would encourage interest and maintain the same in younger generations in the hospitality industry. The core role of Human Resources includes talent acquisition and management (Cismaru & Iunius, 2019) throughout the employee lifecycle. With the entry of Generation Y which consists of people born between 1980 and 2000, a consideration of the disruption that was experienced in human resources provided an avenue in the evaluation of the role that human resources would need to adjust to in acquiring and maintaining talent (Cismaru & Iunius, 2019). Such adjustments arose from the consideration of the ''generational theory'' whereby states that individuals born in the same period exhibit shared core values, behaviours, and expectations that have significantly impacted the employer-employee approaches in the work dynamic (Cismaru & Iunius, 2019). 
Consequently, Naim & Lenka (2018) identified that the constructs in Generation Y employees invoke human resources with the duties to provide mentoring, strategic leadership, and competency development within the hospitality industry. Mentoring is considered to be an integral component in advancing staff engagement in efficient ways especially because the millennial employees comprise a higher composition of workers (Ukeni & Reynolds, 2017). Mentoring entails the advancement of relationships that foster development and progression (Naim & Lenka, 2018). In the literature reviewed by Ukeni & Reynolds (2017), an integration of mentorship within organizations demonstrated a 75% utilization of mentorship and a 30% association with efficiency through its impacts on employee retention. Construing a mentoring program that advances knowledge transfer and focuses on self-development alongside reflection comprise significant insights that human resource can provide for hotel staff in hospitality. 
Moreover, with the increase of Generation Y within the hospitality workforce, Solnet & Hood (2008), have necessitated a need for human resources to engage in providing opportunities for creative competition and develop sustainable service organizations to cater to the engagement of Generation Y through the work cycle. According to (Solnet & Hood, 2008) steps in providing competitive advantage include the advancement of ‘service orientation’ in that, there is a strategic way in which the marketing in the hospitality industry is embodied demonstrating exemplary service in the customer experience. 
Fun and creative entertainment in the corporate environment is an aspect that is noted to be a need, especially within the Generation Y cohort (Gin Choi, et al., 2013). The aspect of fun is an additional component that would influence the attitudes of employees towards their work as it impacts their productivity and motivation. The human resource departments are responsible for ensuring motivation and engaging employees and their role in advancing fun events that the employees would engage in promotes their positivity towards enhancing the brand of hotels in the hospitality industry. The fun to which Gin Choi, et al. (2013) allude also broadens into the creation of an environment where employees in the hospitality industry would have efficient communication, group cohesion, and reduced stress, mainly because the hospitality industry encompasses the provision of services customers and it is highly dependant on the customers' satisfaction. 
Characteristics of Generation Y Employees
A generation is defined as a group that is within a common birth year bracket, and shares commonly in significant social and historical life events which accrue to its identification which is divided by 5 to 7 years within the first identification, core group, and last wave (Solnet & Hood, 2008). In exploring the characteristics of Generation Y employees, consideration of the psychological contract theory is alluded to combined with the Social exchange theory. The psychological contract theory formulates the expectations of Generation Y based on their attitudes, values, and preferences (Naim & Lenka, 2018). The Social Exchange theory demonstrates the social relationships developed among Generation Y in the workplace in how they relate and interact with each other. This is because it is believed that the approach which Generation Y have brought into the workforce has been unconventional, but has challenged the human resource departments to reevaluate the hospitality structure in the treatment of employees in the hospitality industry (Solnet & Hood, 2008). 
Studies relating to the perceptions and characteristics of Generation Y demonstrate their willingness to accept diversity, flexibility to social issues and their interest in adjusting to the use of digital media (Leask, et al., 2013). Advertently, a concern for their future is a recurring aspect in literature which is noted by Maxwell, et al. (2010) and Leask, et al. (2013) due to their desire to advance in their careers and make meaningful impacts. They are identified with a need to meet their personal goals and also enjoy working. They value aspects of fair treatment to all employees and honour equal opportunities which is something that is noted by Leask, et al. (2013) and Maxwell, et al. (2010). They are keen on the employer input factors in which they value the concern and interest of employers in the discharge of their duties and they would also reciprocate the same in their input factors. Some components that they are keen on include personal career development and personal values and on the part of the employer, they value the management approach and culture (Maxwell, et al., 2010). 
The noted characterization of Generation Y in the hospitality industry has been identified to include their desire to pursue advancements in their career which is associated with their self-centred qualities and their standards in the demands they enforce upon themselves (Maxwell, et al., 2010). There is an expectation of significant support from the managers in the hotel industry and they take work personally as though it coincides with their lives (Maxwell, et al., 2010). While this component concerning the workforce of Generation Y demonstrated their desire to further their careers, in a study done to evaluate the work attitudes among UK Generation Y workforce and students, it was noted that the consensus cared more about their lifestyle than they did about work, which was linked to the aspect of the low frequency of tipping that is witnessed in the UK that discourage them from further advancing their careers in hospitality (Josiam, et al., 2008). These concerns arise from the thinking and attitudes of Gen Y about the quality of their lives in terms of their ability to move out of the house and the savings patterns they would be able to attain (Solnet & Hood, 2008). 
Comparison of Findings to Marriot Hotels 
Lympstone Manor Hotel is an established hotel in the UK and employs individuals from diverse communities (Lympstone Manor, 2023). The team at Lympstone Manor led by Michael prides itself in providing leadership and support to the employees and considers this aspect an integral factor in promoting the success of a business (Lympstone Manor, 2023). Consequently, Chang, et al. (2020), coincide with the aspect of leadership in demonstrating that authentic leadership is a crucial indicator of career satisfaction because it impacts learning and vitality. In the way that Lympstone Manor Hotel provides authentic leadership, and caters to the need of Generation Y in their focus on career advancement in workplaces within the hotel industry. Moreover, the component which Generation Y demonstrate in their involvement in career advancement expounded by (Kong, et al., 2015) directly impacts their attitudes toward job satisfaction. This means that Generation Y are likely to be more satisfied with their work and delivery of the same when they have opportunities for career advancement. In a job advertisement for the hotel hiring a receptionist who interacts directly with the guests, the hotel offers staff an employee referral scheme, birthday vouchers, benefits and discounts in addition to a competitive pay package (Jobs Smart Recruiter, 2023). This aspect of authentic leadership and security in career development influences the recruitment and retention of employees within the hospitality industry. 
Literature in the research also demonstrated that Generation Y valued diversity and inclusivity, which is reflected in the team of Lympstone Manor, where their team is composed of a diverse team and dedicated to serving their guests (Lympstone Manor, 2023). According to the LinkedIn profile of the hotel, tasks including training and providing supervision over operations among the hotel staff are included in the description of the hotel alongside their desire to develop a passionate team that learns and grows within (Linked In, 2023). This shows their adherence to offering training, mentoring, and support to their employees that encourages engagement among themselves and enhances the attraction, recruitment, development, and retention of their employees. In advancing strategic competition, the element of service orientation is advanced by Solnet & Hood (2008), which is demonstrated in Lympstone's core values as the best way to advance great customer experience and nurture growth among their hotel staff. 
Employee Engagement Model: IES Model 
The IES Model of engagement is a tool that prioritizes employees and makes them feel valued and involved (Rajagopal & Abraham, 2007). Identification of stagnant career progression opportunities in hospitality (Goebbels, et al., 2020) makes it suitable for the integration of the IES model as valuing employees is also depicted in how organizations can advance their development. Therefore, including career progression aspects among Generation Y employees would significantly impact their engagement.  Within the UK hospitality industry, a focus on retaining employees has been identified as a keen aspect to enhance productivity (Jerez Jerez, et al., 2023). In literature, Jerez Jerez, et al. (2023), referred to work engagement relating to being significantly emotionally charged which can be attained through appreciation and value directed to employees. This aspect coincides with the desires of Generation Y in the workplace, in the way that they place fulfilment as a core component in the discharge of their work due to their traits of passionate and intellectually intrigued group (Wong, et al., 2017). The IES model would be appropriate in Lympstone as it already provides training and authentic leadership, an approach to providing appreciation and value to their employees. Other than tips and standard salary compensation, including events that involve interaction and fun among employees as mentioned by Gin Choi, et al. (2013) where awards and bonuses for exemplary work that have developed into the construct of psychological capital enhance work engagement (Tsaur, et al., 2019). 
Conclusion
Employee engagement is a significant component in advancing development in hospitality. The human resource aspect in hospitality provides an avenue for fostering employee engagement to enhance productivity and facilitate the delivery of customer service. Engagement of Generation Z ought to be centred according to their traits such as their self-development and career advancement prospects in which case, hotels could integrate career development in training, authentic leadership, and career advancement opportunities and demonstrate appreciation through awards and bonuses that make employees feel appreciated, therefore, improving their productivity and engagement in work. 
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