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The challenge of involving and retaining Generation Y, also known as Millennials, poses complexities and opportunities in today's labour landscape, especially within the framework of the hospitality business. The importance of an organised strategy is becoming more evident as studies of employee participation in large hospitality companies expand. Millennials' unique characteristics and career expectations have created this pressing demand. When HR departments have a firm grasp of these intricacies, they are better able to create and maintain practises that keep workers invested at every stage of their careers. The goal is to provide an environment where employees may realise their full potential while also contributing to the company's overall success. In an era where generational diversity introduces new challenges and dynamics to the workplace, a healthy ecosystem is essential for bringing out the best in people.

[bookmark: _Int_QLVA3aoL]The initial attraction phase shapes potential employees' views of a workplace, affecting the diversity and quality of employees, notably in the competitive hotel business. A company's reputation includes employer branding for Millennials. This tech-savvy generation research possible employers online before applying. Career decisions are significantly influenced by the company's internet presence, transparency, and values.
Santiago (2019) found that 77% of applicants check business culture before applying and 79% use social media for job searches. Hilton uses these findings to present itself as a hospitality trendsetter and a responsible company. According to the same study, 73% of Millennials are willing to pay more for sustainable practises, therefore their "Serve 360" programme reflects their environmental responsibilities.
Hilton's policies and digital storytelling emphasise diversity, equity, and inclusion, which Millennials value. Recognition like Forbes' 2020 "Best Employers for Diversity" list shows their dedication. LGBTQ+ rights and women in leadership initiatives appeal to Generation Y, who prefer progressive, inclusive workplaces.
Hilton's Opportunity Youth gives deprived youth, including human trafficking survivors, a job in hospitality. These activities boost their company's appeal to socially savvy Millennials on social media.
For Generation Y talent, hotels must honestly express their ideals, emphasising commitment above profit. This generation supports workplace diversity, social responsibility, and environmental care. Hotels may attract skilled, value-driven Millennials by presenting their values creatively online.
After attraction, the recruitment process is the first genuine interaction between Gen Y candidates and the company, making it essential. Branding promises are tested at this point. Generation Y appreciates efficiency, transparency, and technology (Tulgan, 2009). Since they use technology, they choose recruitment practises that leverage digital tools, social media, and mobile-friendly platforms for job applications.
[bookmark: _Int_G7CYaEk5]LinkedIn can be used for job postings, employee testimonials, behind-the-scenes content, and corporate social responsibility efforts to boost candidate engagement. LinkedIn's Global Talent Trends 2020 survey found that nearly 50% of Millennials check an employer's LinkedIn page before applying for a job.
[bookmark: _Int_55KtSKvI]As Bencsik, et al. (2016) state, the interviewing and selection process must also represent Gen Y values. Group interviews and team-led interviewing panels show the organization's dedication to team dynamics and diversity. Introducing Millennials to possible coworkers during interviews can be a strong recruitment tool, as Rana and Sharma, (2019) discovered that "working with great people" is what keeps them in their positions.
Gen Y candidates' integration during onboarding reinforces their decision to join a company after successful recruitment. This phase must educate new hires about their roles and the company and immerse them in its culture discoverded Maloni et al. (2019). in their study.
Hilton maximises this opportunity with a comprehensive onboarding programme. Hilton's'New Team Member Buddy System' matches new hires with experienced advisors, recognising the significance of relationships. Hilton's 2019 Global Impact Report shows that this method helped them integrate the Gen Y workforce, highlighting their emphasis on relationships as Twenge, et al. (2010) show.
Hilton also encourages new hires to collaborate across departments and present to top management. This strategy, which reflects Gen Y's preference for teamwork and egalitarian corporate hierarchies, makes newcomers feel valued. Pysarevskyi, et al. (2022) found that 74% of Millennials prefer collaborative offices, supporting Hilton's approach.
Hilton's onboarding also incorporates technology, which Gen Y likes. Interactive digital inductions, virtual company explorations, and a digital onboarding library satisfy their tech-savvy. It prepares them for the digital resources they will use in their careers, facilitating entry.
Hilton creates a solid foundation for Gen Y workers by combining technology-driven recruiting with a robust, inclusive integration process. This technique validates recruitment expectations, cementing the employer-employee relationship from the start as Gaidhani, Arora, and Sharma, (2019) found in their study.
[bookmark: _Int_xsg8JHJh]For Millennials, career progression goes beyond corporate hierarchies. Deloitte's 2018 survey on this demographic emphasises comprehensive experiences and continual learning, demanding purpose-driven professions with different roles and challenges. They thrive on change, challenges, and opportunities to learn new skills.
Hotel chains, especially Hilton, have changed their professional development programmes to reflect this. Hilton has implemented industry-standard employee development programmes. Instead of traditional training, they provide 'Hilton University', an immersive programme that immerses team members in experience learning as Costen, (2010) mentioned in their journal. Hilton attributes their low staff turnover to these educational trips, calling them essential.
Hilton also uses technology for continual education. They offer 24/7 e-learning modules to accommodate employees' schedules and learning preferences, which matches Millennials' inclination for digital solutions. According to Bolton (2013), 94% of Gen Y prefers tech-enabled learning for its interactivity and self-pacedness.
Hilton also allows staff to temporarily work in different departments through cross-training. This versatility upsets routine and expands hotel operations skills and insights, creating more flexible and thorough professionals.  notes that 91% of Millennials prefer companies that offer skill development and career advancement, which boosts engagement and faithfulness.

In 'Succession Planning and Talent Review Processes,' Hilton identifies and supports future leaders. According to Buckingham, (2012), Millennials value defined career paths and professional longevity, making this deliberate approach to internal growth appealing.
The same study shows Hilton's developmental programmes include organised feedback. The Millennial desire for constant discussion and recognition is met by performance assessments and quick feedback in the career trajectory. Pysarevskyi, (2022) reports that regular feedback mechanisms boost Millennial engagement by 44%.
Hilton's extensive career development plans address Gen Y professionals' main motivators. To maximise Millennials' potential, this approach emphasises continual education, digital inclusion, practical experiences, transparent career ladders, and frequent feedback. This boosts the company's success in the competitive hospitality industry.
Hilton is a pioneer in keeping Generation Y workers by meeting their needs for work-life balance, flexibility, autonomy, and well-being. Hilton has implemented flexible work arrangements because personalised schedules improve worker satisfaction and loyalty and reduce turnover according to Reidhead, (2020).
Hilton offers remote jobs, notably in administration, to appeal to Gen Y's tech-savvy and autonomy. Internal feedback shows that this approach has improved work satisfaction for this population. The same study shows Hilton also knows that Millennials value regular, constructive feedback for career advancement and take a 360-degree approach to employee reviews, asking feedback from coworkers to provide a fair view of performance and support career advancement.
Hilton's award programmes, like the ones of the Departmental Awards and Recognition:" foster a sense of community and purpose among personnel, which Gen Y professionals need.
Hilton also offers stress management classes and wellness resources, like Thrive@Hilton, to promote staff well-being. These measures, customised to Generation Y's preferences, create a welcoming workplace, and consolidate Hilton's position as a progressive employee in the competitive hospitality business (Reidhead, 2020).
According to MITIKU, (2016), Hilton has rethought employee separation to capitalise on growth and change. One strategy involves conducting insightful exit interviews, where Hilton employs a structured methodology, often facilitated by impartial third-party agencies. These interviews seek honest input, resulting in major organisational changes. Hilton improved its work-life balance initiatives after exit interviews showed their importance for employee satisfaction. The Work Institute's 2020 Retention Report suggests such proactive changes might reduce employee turnover by 77%.
13. Chen, et al., (2011) states that Hilton also values turning departed employees into brand evangelists. Hilton treats past employees as part of its community, like Accor. This strategy boosts Hilton's reputation through ex-employee word-of-mouth and generates a talent pool for rehires.
Hilton learns from separations to improve its HR practises. Hilton, like Hyatt, offers strong professional development programmes based on exit interview insights to meet Generation Y's career goals.
[bookmark: _Int_jItCiqR1]Finally, Hilton values alumni networking. Similar to Marriott International, former employees can lead to new business, strategic alliances, and brand reputation Felker, (2003).
In conclusion, Hilton's phased separation method is not the end of the employee-employer relationship. Exit interviews, alumni ties, and ongoing improvement help the company retain and improve its employer brand, keeping it competitive in the hospitality industry.
According to Rai, and Ojha, (2018), the Gallup Q12 poll helps analyse employee engagement, especially in hospitality, where staff morale directly affects customer satisfaction. This survey has led InterContinental Hotels Group (IHG) to create programmes like "Room to Grow" to meet Generation Y's desire for fast career growth like the Hilton programs like Hilton University for learning, leadership development initiatives for career growth, fast-track options for accelerated advancement, a culture of continuous feedback, and a flexible, innovative work environment to ensure employee satisfaction and retention. These efforts directly impact positive customer experiences in the hospitality sector but most importantly, employee satisfaction. 
HR practises must be agile to handle generational engagement differences. Hilton's flexible scheduling answer to work-life balance problems shows the value of agile HR. This method increases involvement and promotes a courteous, communicative business culture.
As stated in Mahmoud, (2021) journal, professional values, and expectations differ across Generations X and Y. Gen Y, born-digital, expects and thrives on workplace technology and wants a work-life balance. Continuous feedback and rapid career advancement are desired. Gen X appreciates a clear separation between work and life, less feedback, and patience in job advancement.
Understanding these differences is crucial to creating effective engagement tactics. Digital solutions and rapid career progression for Gen Y and skill enhancement and employment security for Gen X maximise employee happiness across generations. The Q12 survey promotes a balanced and successful workplace by facilitating this deep knowledge.
The Gallup Q12 survey features 12 carefully formulated questions that measure the most vital elements of employee engagement. These questions are designed to gauge aspects of the work environment that are proven to predict performance outcomes. In the context of the hospitality industry, where employee engagement directly influences guest satisfaction, tools like the Q12 are invaluable.
For instance, InterContinental Hotels Group (IHG) has integrated such engagement surveys into their regular HR practices. The results have led to initiatives such as the "Room to Grow" career development program, responding to feedback related to growth opportunities. This program underscores IHG’s commitment to internal talent development, a key factor in engaging and retaining Generation Y employees who are known for their aspirations for rapid career progression.
The dynamic nature of Generation Y’s engagement necessitates an agile approach from HR. Unlike traditional methods, which were often reactionary, agile HR strategies involve real-time adjustments and innovations in response to immediate feedback. For example, after noticing a trend of feedback on work-life balance in their Q12 responses, Marriott International implemented flexible scheduling programs, allowing employees to work according to their preferred schedules. This responsiveness not only boosts overall engagement but also signals to employees that their feedback is heard and valued, fostering a culture of mutual respect and open communication.
[bookmark: _Int_Peb3rkhk][bookmark: _Int_K55dNyqa]In conclusion, successfully engaging employees in the hospitality industry, particularly those belonging to Generation Y, necessitates a methodology that thoroughly comprehends and incorporates the distinct requirements and ambitions of this particular demographic. The adoption of human resources methods that prioritise empathy, adaptability, and a growth-oriented approach can be attributed to the preferences commonly observed within the Millennial generation. This change aims to establish a mutually beneficial environment for both employees and the organisation. The significance of this relationship lies in its contribution to the establishment of a flourishing and efficient work environment. In the hotel sector, it has become essential for companies to embrace employee-centric ideas to sustain long-term success and remain competitive amidst the ever-changing dynamics of the field. The implementation of strategic adaptation is not only advantageous, but also imperative in effectively utilising the complete capabilities of human resources, thus ensuring sustained achievement in the long run.
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