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How to engage employees from Generation Y throughout the employee lifecycle?


Human Resource Management is a systematic and a strategic method for overseeing an organization's most important asset, its people. HRM is responsible for hiring, training, developing, and keeping people in order to fulfil organisational goals. It covers a wide array of duties, such as talent acquisition, remuneration and advantages, performance assessment, and personnel relations, all geared towards maximizing the workforce for efficiency and contentment (Bratton et al., 2021). Furthermore, employee engagement has long been a vital role of Human Resource Management, especially in the customer-driven hotel business, where interactions between staff members frequently determine visitor experiences (Armstrong and Taylor, 2020). This essay investigates how a multinational hotel chain, such as Premier Inn, can successfully involve its Generation Y staff throughout the employment lifetime. Generation Y, also known as Millennials, are those born between 1981 and 1996 who value work-life balance, collaboration, and purposeful employment (Kar, 2018). Human Resources play an important aspect in this setting, as they link workforce needs with organisation objectives for maximum efficiency and ongoing loyalty (Armstrong and Taylor, 2020).

The employment journey incorporates the multiple steps a worker undergoes from the start of their employment with a company up to their departure. It usually entails six primary stages such as attraction, recruitment, onboarding, growth, retention, and departure (Horn, 2009). Firstly, given Generation Y's high degree of digital interconnection, utilizing social media platforms throughout the attraction stage of the employment lifecycle can be very successful for engaging them (Kar, 2018). Therefore, to effectively advertise job postings and showcase their business ethos, Premier Inn can make use of channels like LinkedIn, Facebook, and Instagram. It is essential to generate content that resonates with the aspirations and objectives of Generation Y. According to Woodruffe, (2009), this age group puts a high emphasis on work-life balance, prospects for growth and improvement, and the ability to function as a team. Premier Inn may demonstrate its dedication to employee welfare and progression by displaying testimonials or examples of present employees who have moved up the ranks. As suggested by Marchington and Wilkinson (2016) focusing on providing flexible working conditions, extensive training programmes, and team-building initiatives could be advantageous, as these are all qualities that Generation Y values in an employer. In addition, Premier Inn may create virtual tours or videos to give a practical perspective of the working atmosphere, something which Generation Y finds appealing since they like to have a good idea of what they are getting into before committing (Woodruffe, 2009). Also, highlighting customer feedback, which specifically celebrates the remarkable service offered by staff, can indirectly express the organization's encouraging work setting. However, these social media activities should not be handled as one-off campaigns, but rather as a continuous, long-term plan to attract Gen Y employees (Arora and Dhole, 2019).  At the same time, joining forces with universities and professional sites could give Premier Inn access to a larger, more precise group of people. By utilizing fitted attraction tactics, Premier Inn stands to gain a genuine connection with Generation Y job seekers.

Secondly, it is critical for Premier Inn's Human Resource Management to seek for an appropriate cultural fit among potential workers during the recruitment period of time, specifically when attempting to recruit Generation Y. This age group places a high priority on corporate culture, multiculturalism, and inclusion (Torrington et al., 2020). As a result, recruiting tactics should be developed to cater to these views. Consequently, the recruitment process cannot be limited to reviewing resumes and holding technical interviews. For instance, behavioural interviews and assessment centres can be used to identify if a candidate is compatible with Premier Inn's values and culture. Incorporating questions or activities that expose a person's attitude to teamwork, customer service, or work-life balance could be rewarding (Marchington and Wilkinson, 2016). Job postings and recruitment literature from Premier Inn may also feature their dedication to a diverse and inclusive atmosphere. Testimonies from active personnel speaking to an all-inclusive culture can be particularly persuasive, taking into consideration the fact that Generation Y places great value on such qualities when deciding on an employer (Solnet and Hood, 2008). Thus, from the start of the screening to the end of the selection, Premier Inn's recruiting approach must be just and diverse, representing the company's principles. This scheme is not just about obtaining talent; it is also about forming the foundation for long-term worker involvement and tenure.

Thirdly, Premier Inn has adopted an onboarding process which involves interactive training and team-building activities (Whitbread Careers, n.d.). Therefore, Premier Inn has the opportunity to actively incorporate its Generation Y workers during the onboarding process through the use of creative and exciting training approaches. Lectures in the conventional sense may not be as successful for this generation, who prioritize experiential learning and involvement. As an example, Premier Inn could employ a blended learning approach that combines digital modules with onsite team-building activities. In addition, because Generation Y has a strong affinity for teamwork, the onboarding programme should be designed around team-based activities and simulations that aid in developing skills and creating connections between new recruits (Peacock and Ruppel, 2019). Role-playing activities related to customer service issues, or collaborative jobs based on realistic scenarios, can aid new employees in comprehending their job roles within the company and also generating a sense of camaraderie and shared purpose (Spiegel, 2013). By intentionally including certain elements to the onboarding process, Premier Inn can gain two major benefits. First,  it can bring together the culture and objectives of the company with the new Generation Y workers, and secondly, it can create an environment for long-term employee involvement and retention.

Furthermore, meeting the personal requirements and likings of Generation Y in the development stage of the working experience could significantly promote engagement and job satisfaction. (Friedman, 2012). Premier Inn should take into consideration that this generation values personal and professional growth and is drawn to businesses which provide opportunities for continuous learning (Munro, 2009). With that in mind, the hotel chain could introduce a comprehensive mentorship program wherein veteran staff instruct new hires on skill cultivating and career mapping. To fulfil the needs of Generation Y, Premier Inn should look into continuing professional development. This could include seminars, online courses, or even financial assistance for further study (Mishra, Sarkar and Singh, 2012). On the other hand, regular feedback channels should be included in the development process. Real-time feedback is of great significance for Generation Y since it provides them with the ability to review their work and instantly adjust (Friedman, 2012). Premier Inn can employ digital technologies for ongoing performance evaluations, making it easier to create a dynamic and flexible staff development strategy.

Additionally, due to this generation's propensity for changing jobs, Premier Inn and other organisations confront a special challenge in retaining Generation Y staff. Armstrong and Taylor (2020) have concluded that flexible working arrangements, employee recognition programmes, and a feeling of purpose are all key factors to Generation Y job satisfaction and loyalty. This generation is strongly attracted to flexible working arrangements and the work-life balance and freedom they offer. By giving them the option of flexible working hours or remote work, Premier Inn can boost job satisfaction and increase the likelihood of keeping its Gen Y staff (Aruna and Anitha, 2015). For instance, working remotely or telecommuting is an attractive option for Generation Y due to their digital skills. It allows them to work partly or completely away from a physical office. This helps to maintain a balance between work and life and satisfies their need for autonomy (Banfield, Kay and Royles, 2018). Also, altering the number of days worked to fewer but with longer hours can give employees extended time off, helping them to balance their personal and professional lives. This set up is suitable in the hospitality business, such as Premier Inn, where work hours can be more variable.  In addition, as indicated by Brewster et al., (2016), Generation Y desires ongoing affirmation and appreciates being acknowledged for their successes. Hence, Premier Inn could establish recognition programmes that honour not only major achievements but also minor ones, through either monetary rewards or public recognition. Additionally, those in Generation Y are often driven by a sense of purpose in their profession. They seek to be part of something larger than themselves and look for positions that can give them that chance. By accentuation their community involvement, sustainability projects, or just their dedication to providing excellent customer service, Premier Inn can make use of this to improve people's lives (Celikdemir and Tukel, 2015).
Lastly, despite sometimes being neglected, the Separation stage of the employment lifecycle is a critical part of human resource management. Taking into account this generation Y's predisposition to shift jobs quickly, a skilfully supervised exit process can provide worthwhile insights and even potential future benefits for firms such as Premier Inn (Armstrong and Taylor, 2020). The departure interview is an indispensable asset at this time. When done skilfully and accurately, such interviews can supply essential data on the work environment, management systems, and other factors that may be causing employee turnover (LinkedIn, 2023).  Becoming aware of the delicacies of personnel cheerfulness may provide a direct line of sight into customer gratification for Premier Inn, a service-oriented business. Consequently, exit interview insights should be extensively examined and, if it is suitable, incorporated into organisational transformation activities (Torrington et al., 2020). Additionally, to stay competitive, Premier Inn should maintain strong ties with those who have left. This could be useful for when they need to re-hire, which is common in the hotel industry where there are often seasonal or project-based jobs. Also, former workers can function as brand ambassadors, introducing apt prospects to the business. In days and age when feedback from ex-staff may have a big effect on a company's attractiveness to future job seekers, having a body of ex-employees who talk positively of their time at Premier Inn can be a great advantage (Aliberti et al., 2022).

As a recommendation, Premier Inn could employ a model of employee engagement such as the AON Hewitt model. Employee engagement is driven by four primary variables, according to the Aon Hewitt Employee Engagement Model: Career Opportunities, People/Service, Organisation Reputation, and Pay and Benefits.  This methodology could be especially effective for Generation Y, whose values and goals are consistent with these engagement factors. Professional progressions, for instance, demonstrate Gen Y's longing for growth and development, which Premier Inn is capable of fulfilling by creating established pathways for advancement and implementing mentoring initiatives (Padhi and Panda, 2015).  Focusing on team-building exercises and a pleasant work culture to highlight the people and services, and promoting Premier Inn's commitment to sustainability and community service can raise its reputation. Last not least, while salary and benefits are fundamental, giving a competitive package with flexible benefits may suffice to convince many Gen Y candidates. 

In conlusion, comprehensive strategy that is in accordance with the particular values and interests of Generation Y employees is necessary for keeping them engaged throughout their job. As a service-based company, Premier Inn stands to benefit greatly from connecting with this group from start to finish. Appealing to their tech-mindedness using digital tools, stressing experiential and team-based learning techniques, and providing a work climate that values work-life balance, flexibility, and diversity are all essential measures. Additionally, continuous professional growth is a must, a quality which fits in perfectly with Generation Y's ambition for job progression. It is critical to not just view employee involvement as a single occurrence, but rather as a continuous pledge. Incentivisation, awards and recognition strategies may be beneficial for retaining employees, while a proficiently managed transition process may yield valuable information and even create brand ambassadors for the organisation. Also, Premier Inn can set up an environment of work that not only tolerates the special traits of Generation Y but also uses them to mutual advantage of both the employee and the organisation, by following a model such as AON Hewitt. Doing this right will bring more than just employee satisfaction; it will also bring an improved customer experience and better corporate performance.
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