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The ability to engage and retain workers from diverse generations has become an essential challenge for firms looking to succeed in the dynamic modern workplace. Of these generations, Generation Y, or Millennials, have drawn the most attention because of their distinct traits and expectations. Generation Y, defined as those born between 1981 and 1996, makes up a significant portion of the workforce. Retaining valuable personnel, maximising their potential contributions, and attracting top talent all depend on the ability to engage this generation throughout their career lifespan. In order to effectively engage Generation Y employees at all stages of their careers—from hiring and onboarding through professional development, leadership, and management to retirement and transition—this essay discusses the strategies and processes that are essential. In this paper, how to make Generation Y feel valued and appreciated will be analysed from the start of their employment through recruitment and onboarding. The essential mid-career stage, where their demand for ongoing education and a healthy work-life balance emerges, will then be addressed. Moving on to leadership and management positions, The retirement and transition stage will be covered last, and measures will be provided to promote a smooth leave from the workforce while keeping important expertise through intergenerational knowledge sharing.
[bookmark: _Toc148799288]Engaging Employees Generation Z Through Employee Lifecycle 
Engaging Generation Y is not only a matter of following trends, but it is also an imperative strategy in the contemporary world of work. They adapt the workplace practices to meet the unique and critical needs of Generation Y throughout their life cycle; organisations and firms take the full potential benefits of this generation through their skills, innovation, commitment and handwork by fostering a thriving and inclusive work environment. Moreover, reading to explore the specific strategies for each stage of the career lifecycle of Generation Y and how organisations can tailor their approaches to engage, retain, and maximise the potential of these employees. To engage Generation Y effectively, it is vital first to comprehend their distinct attributes and preferences. This generation is often characterised by their tech-savviness, a strong desire for purpose-driven work, and a clear emphasis on achieving a work-life balance. These defining traits are the foundation upon which organisations can build their strategies to attract, nurture, and retain Generation Y employees. It is within this framework that one can delve into the various stages of their career lifecycle, understanding their unique needs and aspirations at each point and developing tailored approaches to meet them. 
Millennials, Baby Boomers, Generation X, and the upcoming Generation Z make up the current workforce. These generations all have different perspectives, working methods, and expectations. Businesses must focus heavily on attracting and keeping people from these various generational cohorts if they want to stay competitive and promote a positive work environment. Generation Y, among the various generations in the workforce, stands out. This demographic, born between 1981 and 1996, offers attraction because of their distinctive characteristics and high expectations. Understanding the attributes of Generation Y is key for organisations and firms to fulfil their needs and ensure their productivity and commitment to the workplace in the evolving landscape of the hospitality industry. Hilton Hotels is a recognised global brand known for its first-rate service and luxurious accommodations in the constantly changing hospitality sector. The key to Hilton's success is its people, and within its varied workforce, Generation Y employee engagement is essential. They bring unique and exceptional perspectives to the workplace, making it easier for Hilton Hotels to engage them effectively throughout their career lifecycle. At the same time, it addresses strategies and processes of Hilton Hotel for engaging Generation Y employees through different stages of their career development. 
Hilton's journey to engage Generation Y starts with the recruitment and onboarding stage. Hilton can use technology in its hiring practises to entice top Millennial talent. Millennials are renowned for being computer savvy and preferring online job-hunting tools. The recruitment process can be facilitated by keeping an active and interesting online presence, posting job openings on social media, and utilising application monitoring technologies. Hilton should highlight potential clients for advancement inside the company during the onboarding process. People in Generation Y frequently look for jobs with clear career prospects. Hilton may assist new hires in seeing a long-term future with the company by giving a thorough overview of potential career progressions.
Additionally, it is critical to design an inclusive and warm onboarding process. Since millennials embrace diversity and inclusion, it is important to make sure that new hires immediately feel welcomed and a part of the Hilton family. This will set the tone for a successful career. At Hilton, Generation Y employees have a great desire for ongoing learning and development as they advance in their careers. Feedback and chances to improve one's skills become essential. Regular performance assessments, continuous training courses, and the availability of resources for professional development can all aid in developing their potential.
To help its employees in mid-career, Hilton can set up mentoring and coaching programmes. Millennials appreciate advice from more seasoned executives and colleagues. By putting such programmers into practice, an organisation can promote a culture of growth and learning. To avoid burnout, it is also important to encourage a healthy work-life balance. Through flexible work schedules, wellness programmes, and paid time off policies that encourage employees to recharge and keep their excitement for their roles, Hilton can cater to the needs of Generation Y.
Hilton's long-term success depends on identifying leadership potential within Generation Y. They may reach their full potential by investing in leadership development programmes designed specifically for this generation. By highlighting leadership positions that may be attained via hard work and skill improvement, Hilton can show the road to career advancement. Promoting work flexibility is equally important because it can aid in the retention of seasoned workers who may be balancing family obligations in the later stages of their careers. Generation Y workers can be empowered to continue contributing to Hilton while juggling personal and professional obligations by offering remote work options, part-time positions, or flexible schedules.
A strategic strategy for involving Generation Y in leadership and management positions at Hilton is to promote innovation and entrepreneurship. Young adults today frequently value chances to make original contributions to their organisations. Hilton can access the fresh ideas and abilities to resolve issues of its Generation Y employees by offering platforms and support for innovative thinking. The transition's importance must be understood by Hilton as Generation Y employees near retirement. These workers can plan for retirement and secure their financial stability by receiving financial planning resources.
Another strategy is to take into account options for phased retirement. As they get closer to retirement, Generation Y employees might wish to cut back on their workload progressively. This helps them shift more easily and enables Hilton to keep their invaluable expertise and experience. In order to ensure a smooth transition and maintain institutional knowledge inside Hilton, it is also crucial to encourage intergenerational knowledge sharing. Creating a bridge for knowledge transfer can entail mentorship programmes where retired Generation Y professionals share their ideas with younger coworkers (Mulang,2022). 
The psychological well-being and significance of mental health among Hilton employees are crucial factors that every organisation should prioritise. Recognising and promoting the psychological well-being of its employees is a business necessity for a large hotel chain like Hilton, as well as an ethical one. Hilton is aware of the direct relationship between employee well-being, particularly psychological well-being, and efficiency. Psychologically, workers are more likely to be involved, inspired, and effective in their jobs. Higher job performance is facilitated by a favourable psychological state that generates a sense of job satisfaction. The hospitality sector, which includes Hilton, can be demanding and hectic. When fulfilling requests from guests or handling other chores, Hilton staff frequently work under pressure. Psychological adaptability and stress management are essential. To assist staff in coping with difficulties linked to work, Hilton can provide stress management programmes like mindfulness training or employee assistance programmes.
In a nutshell, giving psychological support to Hilton staff members is both a moral obligation and a wise decision. It assists in retaining top people, increases productivity, enhances the guest experience, and fosters a great working culture. Hilton can retain a motivated, enthusiastic, and psychologically sound workforce, which eventually helps the company as a whole by prioritising psychological wellness. The organisational ethos and practises of Hilton should reflect this dedication to employee welfare, helping to create a supportive and understanding workplace environment.
Employee engagement plays a crucial role in reducing turnover in hotels and sustaining the workers for a longer period of time (Nguyen et al.,2022). Different strategies are used to engage employees. Hilton has to prioritise employee engagement. Most organisation does not recognise the work of employees, and employees fail to be appreciated for their work. This has a direct impact on the motivational level of employees. It discourages them from working and meeting their goals. Work recognition is one of the most widely used strategies followed by big hotels that are successful in their employee engagement (Fulmore et al., 2023). Hilton should use rewards strategies such as monetary rewards to engage its employees in the work. Rewards drive the motivational level of employees and provide them with a reason and sense of being included in their personal goals as well (Aggarwal et al., 2022). Development and growth for the personal goals of employees also keep them engaged (Broccoli et al., 2023). Hilton's human resources can arrange training programs for the employees' career growth and development. This will help Hilton to not only grow for their own goals and profit-making objectives, but employees will also grow.
One of the key employee engagement models is the Zinger model. The Zinger model wholly focuses on employee happiness and well-being. It actually works on the mental stability and stress level of employees by suggesting the following methods: 
· Address employee issues by asking them. This will create an empathetic overview of the employer in the minds of employees. 
· To provide surprising insurance policies that cover medical expenses of not only employees but their families too. 
· It also suggests arranging day trips and a break from work so that employees can have mental peace from their work. 
· It works on the professional development of employees by providing them with a better workplace and a good ambience. 
· Providing perks and supplements to the employees also raises the happiness of employees. 
The Zinger model further suggests the personal growth of employees. It works on the career improvement of employees so that they can be heard and their goals have alignment. Further model, the Zinger model creates an energetic workforce for the employees where HR focuses on the well-being as a priority of workers. The model works on 1) the bottom row, 2) the middle row, 3) the top row, and 4) the top of the pyramid. It helps employees to foster their confidence and work performance. It also works on the necessities of employees for basic needs, achievements and recognition (Nguyen et al.,2022). 
Staff members are offered chances to improve the lives of visitors and contribute to the hotel's success. Opportunities for professional and personal learning are given to staff members. Workers receive frequent appreciation and recognition for their contributions. The hotel fosters an environment where staff members feel appreciated and respected. Workers are granted the freedom to decide for themselves and accept responsibility for their job. The hotel makes sure staff members are aware of corporate news, objectives, and choices. Workers receive performance reviews on a regular basis and are encouraged to share their thoughts with their supervisors. Staff members are given the chance to influence decisions and help the hotel succeed. Regardless of their background or position, employees receive fair and equitable treatment. The hotel makes investments to support the growth of leaders who can inspire and encourage staff members.
 Engaged workers are more likely to be content with their employers and their jobs. Happy, motivated staff members are more likely to be engaged in their work. Workers that are actively involved in their work are more likely to be efficient and productive. Workers who are engaged at work are less likely to quit. Employee engagement increases the likelihood of delivering first-rate customer service. By taking part in initiatives like creating new guest services or reducing the hotel's environmental effects, staff members can be given the chance to impact the hotel's success positively. By offering training courses, tuition assistance, and mentorship programs, the hotel may give staff members the chance to learn and advance. Employees can receive written awards, verbal praise, and employee of the month initiatives in exchange for their contributions. By planning social activities, offering employee discounts, and fostering a friendly, inclusive attitude, the hotel can foster a positive work environment.
The separation stage is the most crucial stage in any organisation for its HR. For Hilton to engage its Generation Y for better offboarding, interconnectedness, and continuous review of the work is necessary. Employee separation will reveal the successful measures of Hilton that Generation Y workers can define them. For example, in the industry of telecommunication, employees are evaluated on the basis of what they mention in their exit interviews or annual and monthly feedback. This helps them to find the gaps in their human resource methodology, and they work to mitigate their loopholes. The separation stage is mostly based on 1) face-to-face interviews when employees leave work, 2) non-verbal feedback with kind gestures for employees, for example, a farewell and appreciation token, 3) feedback from the employees by creating a BCC (balance scorecard) so that they can rate HR and Hilton's management style (Saka,2022).
The Ritz-Carlton Hotel Company has always placed a high priority on worker engagement. The company's tagline, "We are Ladies and Gentlemen serving Ladies and Gentlemen," is embodied in its dedication to offering top-notch customer care. The Ritz-Carlton makes significant investments in the education and training of its staff members, and the business runs several initiatives to show its appreciation for its workers. Another hotel chain dedicated to staff involvement is Marriott International. The corporation offers a variety of initiatives to assist staff in achieving their professional goals, and its "TakeCare" program is intended to promote the well-being of employees. Marriott International places a high priority on diversity and inclusion, and the business has won awards for its dedication to fostering an environment where every employee feels appreciated.
 Examples from industries further clear employee engagement and their offboarding. Other industries, such as FCC petrol, use "employee-wellbeing" strategies for employee engagement; they create a diverse and inclusive environment by providing employees with equal employment opportunities so that a diverse workforce is created. Manufacturing industries like Nike and Addidas use "Employee surveys" and "non-monetary rewards" for employee engagement. Their success is shown by the employee engagement activities they do in other industries, such as telecommunication, use of insurance policies, free travel allowances, birthday gifts, work hours flexibility. All these strategies are used by the industries for successful employee engagement.
[bookmark: _Toc148799289] Conclusion 
In conclusion, Hilton Hotels must prioritise all employees' psychological well-being while also involving Generation Y workers over their entire career lifetime. These two goals are interconnected business imperatives for the company. Hilton's ability to create top talent, keep it on staff, and develop it while promoting a positive workplace culture is a key factor in its success globally and in the hospitality sector. Hilton can foster an environment where this vibrant generation flourishes and makes a meaningful contribution to the company by addressing the specific demands of Generation Y employees at various career stages, from recruitment and onboarding to leadership roles and retirement. Hilton can become a preferred workplace for Generation Y and a shining example of industry best practices with the help of tailored strategies that embrace technology, provide growth opportunities, stimulate innovation, and support work-life balance.
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