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Introduction
Employee engagement has risen to the top of the corporate agenda in today's fast-paced, cutthroat business environment. When it comes to keeping workers interested in their jobs, Human Resources (HR) plays a vital role (Armstrong and Taylor, 2023). In this essay, it will examine the employee's lifecycle from recruitment to retirement from the perspective of a human resources professional working in a big hotel with members of Generations Y and Z. It will look at the differences between the generations, provide suggestions on how to keep employees interested, and explain why that's important. It will also look at how HR may play a significant role at each step of the employee lifecycle (i.e., during attraction, recruiting, onboarding, growth, retention, and separation). Finally, the essay will use a model of employee engagement and use cases from the hotel business to present a full picture.
Discuss about Human Resource Management
Engaging workers at every point in their career path is a major responsibility of human resources departments. In a major hotel, where the happiness of guests and the excellence of service are of the utmost importance, human resources have several tasks to do (Argyris et al., 2015). In addition to its traditional functions of recruiting and firing, HR now serves as the guardian of the workplace experience, making sure that workers are not only content with their jobs but also engaged in their work.
In addition to ensuring a safe as well as compliant workplace, HR is responsible for developing and executing strategies to recruit, retain, and develop employees (Beardwell and Claydon, 2017). Employee engagement is crucial to these goals because it increases the likelihood that workers will provide remarkable service to customers, maintain their dedication to the company, and act as enthusiastic advocates for the brand.


Characteristics of Generation Y and Z
The characteristics of Generation Y (Millennials) along with Generation Z have a huge influence on how HR interacts with them, thus it's important to learn about them before developing employee engagement initiatives. There are several similarities between the people of Generation Y (born between 1981 and 1996) and those of Generation Z (born after 1997). Both generations value work-life balance and are comfortable with technology and quick access to information. However, they do not have the same tastes, beliefs, or expectations.
Different strategies are required to effectively engage and empower members of Generation Y (also known as Millennials) and Generation Z (born after 1995). Since they were infants during the internet's early days, millennials are quite comfortable with technology. The best way to keep them interested in their profession is to provide them access to state-of-the-art equipment and software. Furthermore, people look for jobs that reflect their own beliefs and satisfy a need for meaningful employment. In light of this realisation, businesses may strive towards creating more meaningful work by tying employee tasks directly to the organisation's core beliefs and goals (Nel et al., 2017). Generation Y places a high value on work-life balance, so offering them more adaptable work hours is a powerful way to keep them interested in their jobs (Torrington, Hall and Taylor, 2017). 
On the other hand, members of Generation Z can really say they were born and raised in a digital environment (Wayne, 2020). They spend all of their time on their phones, apps, and websites. Organisations may better engage employees by facilitating communication, collaboration, and education via the use of technological tools. They place a premium on inclusion and diversity, therefore businesses need to create settings that respect individuality and encourage ethical behaviour (Taskiran and Pinarbași, 2020). Many members of Generation Z have an entrepreneurial mindset and a strong need to express themselves. An effective way to get employees more invested is to give them room for creativity and responsibility. 
Ways of Engaging and Advantages of Engaging a Team
Keeping the staff of a major hotel from the generations Y and Z interested requires a sophisticated strategy that takes into account their unique characteristics. These measures improve morale all around, which in turn boosts productivity and the quality of service provided to customers.
Providing a facility for professional growth is a crucial tactic. Each generation understands the need of never stopping to study. Training programmes, mentoring efforts, and improvement opportunities are especially helpful in keeping Generation Y and Gen Z interested since they provide the promise of enhancing one's talents (Beardwell and Thompson, 2017). HR can win over more employees and increase retention by supporting their professional development via training and other means. Providing alternative work schedules is also crucial. These generations are distinguished by a strong desire for a balanced professional and personal life. 
Engagement is crucially influenced by feedback and acknowledgement. Feedback and recognition of accomplishments should be given often to millennials and members of Generation Z. Organisations may offer continuous assessment by applying innovation for real-time feedback methods, keeping workers apprised of their standing at all times (Ivancevich and Konopaske, 2019). Employees' morale and productivity both benefit from consistent affirmation of their value to the company. Inclusion and diversity promotion are also crucial tactics to use. 
Employee Life Cycle
One of the greatest long-lasting benefits of employee engagement is a more favourable work environment. It's a powerful tool for recruiting and retaining great talent since it makes people want to work there. The hotel's long-term viability and competitiveness would benefit from a culture that encourages teamwork and new ideas.
Human resources may make use of company branding to entice qualified candidates at the attraction phase of the hiring process. Advertisements and promotional materials for hotels may be more convincing if they emphasise the establishment's dedication to staff growth, diversity, and advancement. Telling the tales of workers who have risen through the ranks might serve as convincing recommendations.
Human resources have to check that the prospective employees are a good match for the hotel, but also ensure the hotel is an appropriate match for them (Torrington, Hall and Taylor, 2017). It is crucial for long-term engagement that new workers share the same values and goals as the company. This harmony increases the likelihood that new employees will be invested in and dedicated to their positions.
Employee engagement greatly depends on how well new hires are onboarded. There has never been a better time to make a good first impression and lay the groundwork for a prosperous and lasting working relationship (Taskiran and Pinarbași, 2020). New recruits may benefit from HR's education of the hotel's ethos and standards. To make sure they get off to a good start and feel accepted and encouraged, it's helpful to assign mentors to assist them through the early phases.
During this time period, chances for ongoing education are created, which plays a crucial role in maintaining interest and participation. Human resources may provide instruction in both hard and soft skills. When workers' professional growth plans are tailored to meet their specific needs, they are more likely to have a sense of ownership in their work and be driven to advance within the company.
Constant work should be put into retention. The importance of consistent communication, acknowledgement, and promotion chances cannot be overstated (Wayne, 2020). Human resources may foster a growth mindset by encouraging feedback channels, celebrating successes, and outlining defined pathways to promotion. Instead, then happening occasionally, this interaction should be built into the framework of regular operations.
Human resources might continue to be involved with former employees beyond the departure interview even after a separation has taken place. Exit interviews may provide light on the causes of turnover. This kind of input may help businesses strengthen their workplaces and hold on to top people in the future. Human resources may keep in touch with former workers and may even rehire them if their situations improve. Leaving on good terms and maintaining open lines of contact might facilitate future cooperation.
Way of My Team Engagement
A hotel's staff may make use of a platform for online education that provides them with access to job-related courses. In addition, they provide a mentoring programme in which more seasoned workers help lead less seasoned workers along in their careers. Both younger and older generations may benefit from this kind of instruction, which combines structure with personalised attention. Hotels recognise the need to allow workers some flexibility in their work schedules to accommodate their personal lives. When it's feasible, they also provide opportunities for remote work (Armstrong and Taylor, 2023). This adaptability is critical so that they can meet the demands of their varied staff. A smartphone app is used to provide instantaneous responses. Workers may get real-time responses and monitor their own development. Hotels also offers every month "Employee of the Month" programme that includes public recognition and cash rewards (Beardwell and Claydon, 2017). Both the need for and the desire for acknowledgement and improvement are met by the combination of immediate input and periodic recognition.
There are many positive outcomes for a group or company when they include both younger and older workers. A staff bolstered by tech-savvy Millennials may offer fresh ideas and increased productivity to Generation Y. Their focus on meaningful work and their willingness to work together to achieve goals create an atmosphere of camaraderie and efficiency. Strong technological skills may boost a team's digital abilities, while Generation Z's appreciation for inclusion as well as diversity can foster a more cooperative and ethical workplace. As a consequence of their entrepreneurial mindset, the team will be more open to new ideas and will be more likely to embrace a culture of innovation (Argyris et al., 2015). 
Use digital tools for interacting with and instructing Generation Z, as well as for collaborating on projects. Create social responsibility and diversity programmes that reflect their ideals. Let children take charge of tasks so they may express themselves and come up with new ideas (Torrington, Hall and Taylor, 2017). Even though they have shorter attention spans, one may still keep them interested by using engaging and succinct communication strategies. Finally, take advantage of their practical outlook by making sure their job is outcome- and goal-focused.
Employee Engagement Model and Implementation
Engaging these goal-oriented generations requires clearly defined professional routes. Creating a clear path for workers to go up the corporate ladder is a powerful motivator (Wayne, 2020). Employees are more likely to remain dedicated to their positions and the company as a whole if they believe there are prospects for advancement as well as if their efforts will contribute to meaningful advancement.
Building relationships and working together are essential to keeping Millennials interested. Both millennials and baby boomers value belonging at work (Nel et al., 2017). Employees report higher levels of work satisfaction after participating in team-building exercises, social gatherings, and joint projects. Using technology for internal interactions and participation in channels is crucial for fostering relationships and partnerships among workers. Generation Z and Millennials are very digitally reliant and proficient. Human resources are able to increase employee engagement by catering to the preferences of its workforce by providing technology-driven approaches to communication and collaboration. Large hotels have much to gain by interacting with these age groups. Primarily, it results in a more satisfying stay for visitors (Taskiran and Pinarbași, 2020). Motivated, dedicated, and proud of their job, engaged personnel are more inclined to give excellent service to customers. As a result, the hotel's standing and financial line will reap the rewards of happier and more loyal guests.
Another big benefit is a drop in employee turnover. Employees that are invested in their work remain with the company for longer, saving money on recruiting, onboarding, and training. The hotel is able to save money and maintain a more reliable and well-informed staff thanks to its commitment to employee engagement. Engaged workers get better results because they are more invested in their work (Ivancevich and Konopaske, 2019). They have a tendency to improve the hotel's productivity via increased concentration, originality, and fresh ideas. This word-of-mouth advertising is priceless for drawing in new customers and the best possible staff.


Examples from Industry
The hotel hosts events for the community, donates to nonprofits, and funds diversity and inclusion education for its staff (Beardwell and Thompson, 2017). A special Inclusion and Diversity Board is in charge of making sure employees from all walks of life feel at home there. This helps others feel included and shows how dedicated one are to the group.
The "You Said, We Listened" programme at Marriott is designed to collect and respond to comments and ideas from staff members. This method not only motivates workers, but also produces real improvements. Through the company's "Go Hilton" travel programme, workers may stay at any of Hilton's hotels throughout the world at a reduced cost. Since many members of the younger generation place a high value on travel, this programme should resonate with them and inspire more participation and drive.
Conclusion
The human resources division of a big hotel is crucial to maintaining the interest of millennial and Gen Z workers throughout their employment (Mathis, 2019). Tailoring engagement techniques requires an understanding of the characteristics as well as tastes of these generations. Employee engagement pays dividends in the form of happier workers, fewer absentee days, and a more productive team overall.
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