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Abstract — This study examines how small and medium-sized enterprises (SMEs) can align their human resource management
(HRM) practices with the motivational factors of Generation Y, a demographic known for its distinct work expectations, including
flexibility, career development, and digital engagement. The research employs a systematic review methodology guided by the PRISMA
protocol, focusing on studies conducted within Europe over the past five years. An initial search yielded 580 articles, of which 52 were
assessed, and ultimately 7 met the inclusion criteria for analysis. The findings indicate that Generation Y employees are driven by a desire
for work-life balance, carcer development, and roles that align with their personal values. SMEs that offer flexible working conditions,
structured career paths, and digital tools for engagement and feedback are more likely to retain this cohort. However, resource constraints
in SMEs pose challenges, necessitating scalable and adaptable HRM strategies. The study provides practical recommendations, including
the adoption of flexible work policies, digital engagement tools, and recognition programs, to enhance employee satisfaction and
retention. The research highlights a gap in the literature regarding long term strategies for integrating these practices in SMEs. Future
rescarch should focus on developing cost-effective HRM solutions tailored to the specific needs of SMEs while addressing the unique
motivations of Generation Y employees.

Purpose — This paper explores how small and medium-sized enterprises (SMEs) can align their human resource management
(HRM) practices with the motivational needs of Generation Y employees. It addresses the growing challenge SMEs face in adapting to
generational shifts in workplace expectations, particularly around flexibility, purpose, and psychological safety. The goal is to synthesize
existing rescarch and highlight HRM approaches that support employee engagement, satisfaction, and retention within the constraints
typical of SME environments.

Design/methodology/approach — This study employs a systematic literature review following the PRISMA (Preferred
Reporting Items for Systematic Reviews and Meta-Analyses) methodology. The review process included comprehensive searches in
databases such as Google Scholar, Scopus, and Web of Science, focusing on articles published between 2019 and 2024. After applying
predefined inclusion and exclusion criteria, 580 studies were initially identified, of which 52 were reviewed in detail. Ultimately, 7 peet-
reviewed articles met all criteria and were analyzed to identify recurring HRM practices aligned with Generation Y’s motivational factors
in SME settings.

Findings — The review identified flexibility, career development, purpose-driven work, and digital engagement as core
motivational drivers for Generation Y employees in SMEs. HRM practices that promote autonomy, clear growth pathways, and
meaningful feedback were consistently associated with higher engagement and retention. Despite resource limitations, SMEs can adopt
scalable solutions such as flexible work policies, low-cost digital tools, and supportive leadership structures. The findings also highlight
the need for balance in feedback practices and the importance of aligning organizational values with personal values to foster long-term
loyalty among Generation Y employees.

Originality — This paper offers one of the few systematic reviews focused specifically on aligning HRM practices with
Generation Y motivational factors in the SME context. By applying the PRISMA methodology, it consolidates fragmented academic
findings into a structured overview of cffective HR strategies for smaller enterprises. The study highlights a notable gap in existing
literature and provides a foundation for future empirical research. Its value lies in offering practical, adaptable recommendations that
SMEs can apply despite resource limitations, bridging the divide between generational expectations and operational realities.
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1. Introduction

As the workforce continues to evolve, small and medium-sized enterprises (SMEs) face increasing pressure to attract
and retain talent from Generation Y, a demographic known for its unique work expectations and values. Unlike larger
firms, SMEs often lack the financial and structural resources to implement sophisticated HRM systems, making alignment
with Generation Y’s expectations particulatly challenging (Hidegh et al., 2019, Csutoras, 2022, Baksi, 2016). The scholarly
significance of this research is underscored by the convergence of demographic shifts in the workforce, resource constraints
specific to SMEs, and the evolving nature of employment relationships. As Rasticova and Hinzmann (2024) note, systematic
research examining Generation Y’s integration into SME environments remains limited and theoretically underdeveloped.
This knowledge gap is particularly problematic given the substantial role SMEs play in European economies and their unique
operational constraints compated to larger enterprises (Demirkan et al., 2022; Irwin et al., 2018).

The distinct motivational factors of Generation Y, ranging from a desire for meaningful work to the expectation of
flexibility and cateer advancement pose a significant challenge for SMEs, which often operate with limited resources and
strategic capabilities.

Given these constraints, the need for tailored HRM practices that aligh with Generation Y’s motivations has become
more pressing than ever. This study secks to address this challenge by systematically exploring existing literature to identify
HRM strategies that are not only effective but also feasible for SMEs. By focusing on the intersection of generational
expectations and the operational realities of SMEs, this research aims to provide actionable insights that can help smaller
enterprises build a competitive edge in today’s dynamic labor market.

Through a comprehensive review and synthesis of recent studies, this paper contributes to the ongoing discourse
on how SMEs can optimize their HRM practices to better meet the needs of Generation Y. The findings presented here
offer practical recommendations that are designed to enhance both employee satisfaction and organizational performance,
ensuring that SMEs can thrive in an increasingly competitive business environment.

2. Literature review

In today’s dynamic work environment, integrating Generation Y (also known as Millennials) into the workforce
presents both challenges and opportunities, particulatly for small and medium-sized enterprises (SMEs). Generation Y, born
between the early 1980s and mid-1990s, is characterized by distinct motivational factors that differ from previous generations
(Cennamo et al., 2008; Klein, 2020; Pandey, 2019). These preferences are shaped by a generational differences theory, which
suggests that cultural and technological shifts, such as the rise of the internet and economic prosperity in the 1990s, influence
Millennials’ work values, emphasizing work-life balance, intrinsic rewards like meaningful work, and extrinsic rewards like
career advancement (Twenge, 2010).

Generation Y tends to prioritize job security, a sense of prestige, competitive compensation, career development
opportunities, and a desire for roles that provide challenges and personal growth (Baum, 2019; Cennamo et al., 2008; Niati
et al., 2021; Szondi et al., 2019; Terera & Ngirande, 2014). These unique preferences have a significant impact on how SMEs
approach Human Resource Management (HRM) practices. Unlike larger organizations, SMEs typically operate with more
limited resoutces, both in terms of finances and workforce capabilities, making it difficult to tailor HRM practices to meet
the specific needs of Generation Y (Demirkan et al., 2022; Irwin et al., 2018). In SMEs, where resources are often limited,
leadership style plays a pivotal role in ensuring successful change management and organizational performance. According
to Filep (2022), leadership style and a resilient attitude toward changes are key to enhancing SMESs’ ability to adapt, which is
critical for maintaining competitive performance in rapidly evolving markets.

The importance of understanding these generational preferences is amplified by the growing presence of different
generations in the workforce and SMEs must adapt to attract, retain, and engage these employees. This study integrates
generational differences theory with SME-specific challenges to explore how HRM practices can align with Generation
Y’s motivations, addressing a critical gap in the literature by providing a contemporary framework for understanding their
workplace expectations.

Theoretical foundation for understanding Generation Y motivations:

a. Research on generational differences suggests that shared experiences during formative years create distinct
workplace expectations. For Generation Y, technological advancement and economic prospetity shaped
their expectations for flexibility and career development (Cennamo et al., 2008; Klein, 2020).

b. Intrinsic vs. extrinsic motivation: Generation Y places higher emphasis on intrinsic motivators like mean-
ingful work and autonomy compared to previous generations (Cennamo et al., 2008).

c. Career stage development: Most Generation Y employees are currently in their career-building phase, ex-
plaining their focus on development opportunities (Klein, 2020).
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d. Digital native characteristics: Generation Y’s comfort with technology creates distinct expectations for
workplace digital tools and communication (Klein, 2020).

Our further review synthesizes the findings from the 7 studies that examine the alignment of HRM practices with the
motivational factors of Generation Y within SMEs. Through the synthesis of the reviewed articles, key connections were
identified across several recurring themes, such as work-life balance, career development opportunities, and digital engage-
ment. Additionally, divergences in leadership approaches and the impact of resource constraints in SMEs were highlighted,
offering a comprehensive understanding of how these studies align with the research objectives. These connections and
divergences are illustrated in Table 1.

Table 1: Synthesis of Key Themes and Divergences Across Selected Articles

Key Themes and Divergences and Unique
Agreements Perspectives
Work-Life Career Digital Leadership Resource
a 5 1git . 5
Author(s) and Title of Article Balance and Development E & and Feedback Constraints in
ngagement
Flexibility Opportunities Bage Mechanisms SMEs
Caprano, J.
(2019). Recruiti ion Y for the backbone of
Lo X
economy: Organizational
attractiveness of small, family-owned, and rural firms
Happonen, A.,
Manninen, L., Sant, U., & Mariappan, M. (2021). %
Online brand,
opportunitics, realitics and challenges for SMEs
Klein, P.
(2020). New generations: Changing values of Generation
Y & Z: Impact on X X p. 4
today’s organisations, human resource management and
leadership
Mura, L.
2021). Innovative start-ups and family enterprises in
¢ P; ly enterp X X X
terms of age structure
of the entreprencurs
Niezurawska-Zajac,
J.» Kycia, R. A., & Ni icz, A. (2023). Managing %
Generation Z:
Motivation, engagement and loyalty
Rasticovd, M., & Hinzmann, R.-A. (2024).
.’ﬁ id P |=- in X X
SMESs: Analysis of practices
and research opportunitics
Vladimirovic,
P. F. (2020). Generation diversity and its implementation X
10 talent
management and firm performance

Source: Own editing based on the synthesis

Key themes and agreements

Work-life balance and flexibility

Several studies, including Klein (2020) and Mura (2021), emphasize the importance of work-life balance for Generation
Y. They argue that this cohort values flexibility in their work schedules, which contributes to their job satisfaction and overall
engagement. Both studies highlight that SMEs need to implement flexible work arrangements, such as telecommuting or
flexible hours, to meet the expectations of Generation Y.

Career development opportunities

Career development is another critical factor highlighted across multiple studies. Rasticova and Hinzmann (2024) and
Mura (2021) agree that Generation Y employees are driven by opportunities for professional growth. SMEs that provide
structured career paths and continuous learning opportunities are more likely to retain these employees. Additionally,
Niezurawska-Zajac et al. (2023) note that Generation Z, though younger, shares similar values related to continuous
development and loyalty but may require different engagement strategies. These findings suggest that SMEs should invest in
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training programs and clear promotion paths to align with the career aspirations of Generation Y.

Digital engagement

Digital tools and technology play a significant role in engaging Generation Y, as noted by Klein (2020) and Rasticova
and Hinzmann (2024). Both studies suggest that SMEs must leverage digital platforms not only for communication but also
for providing feedback and recognition, which are highly valued by Generation Y. The adoption of digital tools is seen as a
critical strategy for enhancing employee engagement and satisfaction in this demographic.

Divergences and unique perspectives

Leadership and feedback mechanisms

While the importance of leadership is universally acknowledged, there is a divergence in how feedback mechanisms
should be implemented. Klein (2020) advocates for continuous feedback as a means to engage Generation Y, while Rasticova
and Hinzmann (2024) caution that overly frequent feedback can be perceived as micromanagement, potentially leading to
disengagement. This suggests that SMEs must strike a balance between providing enough feedback to meet expectations
without overwhelming employees.

Resource constraints in SMEs

Mura (2021) and Klein (2020) highlight the challenges SMEs face due to limited resources. While Mura (2021)
suggests that SMEs can overcome these challenges by adopting innovative HR practices, Klein (2020) emphasizes the
need for scalable solutions that can be adapted to the specific constraints of smaller enterprises. Caprano (2019) adds that
smaller, family-owned firms can leverage their close-knit environments and unique company cultures to attract Generation
Y employees, despite limited financial resources, by promoting a sense of purpose and belonging. This divergence points to
the necessity for SMEs to customize their HR strategies based on their unique circumstances, rather than adopting a one-
size-fits-all approach.

3. Research objectives

This study addresses a significant gap in the intersection of generational workforce theory and SME management
literature. While research exists on Generation Y workplace preferences (Cennamo et al., 2008; Klein, 2020), the unique
constraints and opportunities present in SME environments create a distinct research context requiring specialized
investigation. As Mura (2021) and Klein (2020) demonstrate, SMEs face particular challenges in adapting HRM practices to
meet generational expectations due to resource limitations. The scientific contribution of this work lies in three areas:

1. Theoretical: by applying generational differences theory specifically to resource-constrained organizational
environments

2. Methodological: by employing systematic review protocols to synthesize fragmented empirical evidence

3. Practical: by developing evidence-based recommendations that account for SME operational realities while addressing
Generation Y’s distinct motivational factors. This study is driven by the need to better understand how SMEs can
effectively manage and engage Generation Y employees, a demographic that brings unique challenges to traditional
HRM practices. To address these challenges, the following research questions were formulated:

- What are the key motivational factors for Generation Y in SMEs? Understanding the specific motivational dri-
vers of Generation Y is crucial for SMEs aiming to attract and retain this cohort. By identifying these key factors, SMEs
can better tailor their HRM practices to meet the needs of this important workforce segment.

- How can HRM practices in SMEs be aligned with these motivational factors? Once the motivational factors
are identified, the next step is to explore how HRM practices can be adapted to align with these preferences. This ques-
tion is essential because SMEs often operate with limited resources, making it critical to develop HR strategies that are
both effective and resource-efficient. Aligning HRM practices with the expectations of Generation Y can lead to higher
levels of employee engagement and retention.

- What practical strategies can SMEs implement to enhance satisfaction and retention of Generation Y em-
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ployees? This question addresses the practical application of the research findings, offering SMEs concrete strategies
to improve job satisfaction and retention among Generation Y employees. By focusing on practical solutions, the study
aims to bridge the gap between academic research and real-wotld HRM challenges faced by SMEs. The basic aims of
the study seeks to provide actionable recommendations for SMEs.

4. Methodology

This systematic review was designed to meet established standards for scientific rigor in management research.
The review protocol was developed to ensure transparency and minimize selection bias throughout the research process.
Our approach integrates both theoretical considerations regarding what constitutes valid knowledge about Generation Y
motivations and practical considerations about SME implementation capabilities. The choice of PRISMA methodology
reflects our commitment to systematic evidence synthesis and reproducible research practices. The PRISMA framework
provides standardized procedures for minimizing bias, ensuring comprehensive literature coverage, and maintaining
transparency in study selection and data extraction processes, as referenced by Moher et al. (2009) in our methodology.

To address the research questions, a systematic literature review was conducted using the Preferred Reporting Items
for Systematic Reviews and Meta-Analyses (PRISMA) protocol (Moher et al., 2009). This method provides a rigorous and
structured approach to identify, evaluate, and synthesize relevant literature on HRM practices in SMEs, specifically related
to Generation Y’s motivational factors. The search strategy involved querying major databases such as Google Scholat, Web
of Science, and Scopus using a combination of search terms: (“Generation Y OR “Millennials”) AND (“Motivation” OR
“Motivational Factors”) AND (“HRM Practices” OR “Human Resource Management”) AND (“SMEs” OR “Small and
Medium-Sized Enterprises”) AND (“Strategies”). The initial search yielded 580 articles.

The search was limited to European studies in English (from 2019 to 2024) to maintain regional relevance and
manage resource constraints, as SMEs in Europe face unique regulatory and cultural contexts. Expanding to other regions
or languages was not feasible due to time and translation limitations, potentially reducing the pool of relevant studies.

The initial search yielded 580 articles. To minimize bias and ensure objectivity throughout the screening process,
both authors independently screened all titles and abstracts using the predefined inclusion and exclusion criteria. Differences
between reviewers were resolved through discussion until consensus was reached. While the inclusion and exclusion criteria
were designed to be as objective as possible, certain aspects required subjective judgment, particulatly in determining:

- Whether studies sufficiently addressed motivational factors versus general workplace preferences
- The extent to which findings wete applicable to SME contexts when not explicitly stated
- The relevance of studies that mentioned Generation Y but focused primarily on other generational cohorts

For the 52 studies selected for full-text review, both authors independently assessed each study against the inclusion
criteria. Reasons for final inclusion or exclusion decisions were documented to ensure transparency in the selection process.

Inclusion criteria were applied to narrow down the search to studies published in the last five years, focusing on
HRM practices in SMEs, conducted in Europe, peer-reviewed, written in English, and addressing Generation Y motivational
factors. Exclusion criteria removed studies unrelated to HR topics, irrelevant studies, non-English publications and studies
focusing on large enterprises. After applying these criteria and removing duplicates, 52 relevant studies were selected for
further analysis.

The 52 studies were then assessed in greater detail to determine their eligibility based on pre-defined inclusion and
exclusion critetia:

- Inclusion Criteria: Studies published between 2019 and 2024, focusing on HRM practices in SMEs, conducted in
Europe, peer-reviewed, written in English, and addressing motivational factors specific to Generation Y;

- Exclusion Criteria: Studies unrelated to HR topics, studies focused on large enterprises, or those not addressing
Generation Y’s motivational factors were excluded.

After applying the final eligibility criteria, only 7 studies fully matched all the inclusion criteria, focusing on HRM
practices for Generation Y within SMEs in Europe. This limited number highlights the scarcity of comprehensive studies in
this field, further emphasizing the importance of this research in addressing existing gaps in the literature.

The PRISMA process, as highlichted in Figure 1. ensured that the review was conducted systematically and
transparently, allowing for a comprehensive synthesis of the most relevant and high-quality studies. This method not
only facilitated the identification of current trends and gaps in the literature but also provided a solid foundation for the
subsequent analysis and recommendations.
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Figure 1: Systematic review: PRISMA
Source: Own editing based on Nagyné et al. (2021)

Appendix 1. highlights the key criteria for each reviewed paper, helping to identify the studies that best align with
the research objectives. The majority of the papers were published within the last five years, ensuring relevance to the
current HRM practices and generational trends. However, only a subset of these studies focused specifically on SMEs and
Generation Y within a European context, reflecting a potential gap in the literature that this research seeks to address.

5. Results

This section presents the findings from the 7 studies that fully met the inclusion criteria out of an initial review of
52 papers. The goal of this research is to synthesize evidence on how HRM practices in SMEs align with Generation Y’s
motivational factors, with a focus on practical strategies for improving satisfaction and retention. Each study offers specific
insights that address the research questions proposed eatrlier.

Key motivational factors for Generation y in SMEs include work-life balance and flexibility, which emerge as
critical drivers of job satisfaction. The studies consistently highlight several key motivational factors for Generation Y
employees in SMEs. Both Klein (2020) and Mura (2021) emphasize that Generation Y values the ability to balance their
professional and personal lives, seeking employers who offer flexible working arrangements. This flexibility is not merely
about working hours but also encompasses the freedom to manage workloads and the option to work remotely when
needed. SMEs that provide such flexibility are seen as more attractive to Generation Y, contributing to higher retention rates.

Career development opportunities are equally important. Rasticova and Hinzmann (2024) and Mura (2021)
both note that Generation Y employees are highly motivated by opportunities for professional growth. Unlike previous
generations, who might prioritize job stability, Generation Y secks roles that offer continuous learning and development.
SMEs that invest in structured career paths, mentorship programs, and regular training are better positioned to engage and
retain Generation Y employees. This emphasis on development aligns with the cohort’s desire for roles that not only offer
immediate rewards but also contribute to long-term career aspirations.

Purpose-driven work is another significant motivator. Klein (2020) and Mura (2021) highlight that Generation
Y seeks roles that align with their personal values and contribute to a larger societal good. SMEs that articulate a clear
mission and demonstrate a commitment to social responsibility can tap into this desire, making their roles more appealing
to Generation Y employees. This connection between personal values and organizational goals is crucial for fostering loyalty
and long-term engagement.

Aligning HRM practices with Generation Y’s motivational factors is most effective when SMEs focus on
flexibility, career development, and digital engagement. The studies suggest that digital tools are particularly important in
this alignment. Vladimirovic (2020) highlights that generational diversity significantly affects talent management strategies,
suggesting that SMEs must tailor their HRM practices to meet the differing needs and expectations of Generation Y and
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other generational cohorts. Klein (2020) argues that the integration of technology into HR practices - such as using digital
platforms for continuous feedback, professional development, and communication - can significantly enhance engagement
among Generation Y employees. For example, SMEs might implement online learning modules or digital mentorship
programs that allow employees to develop their skills at their own pace.

However, while continuous feedback is valued by Generation Y, Rasticova and Hinzmann (2024) caution that
feedback must be balanced. Overly frequent or micromanaged feedback can lead to disengagement rather than motivation.
SMEs should therefore aim to provide regular, constructive feedback that empowers employees without making them feel
overly monitored. This might involve setting up quarterly or bi-annual review sessions that focus on growth opportunities
rather than just performance metrics.

In addition, the studies underscore the importance of scalability and adaptability in HRM practices. Mura (2021)
highlights that while SMEs often face resource constraints, they can still adopt innovative HR strategies that are scalable.
For instance, SMEs can introduce flexible work policies or low-cost digital engagement tools that do not require significant
financial investment but still meet the expectations of Generation Y. This adaptability is crucial for SMEs to remain
competitive in attracting and retaining talent.

Practical strategies for enhancing satisfaction and retention

The studies reveal actionable strategies that SMEs can implement to enhance Generation Y employee satisfaction and
retention. Rasticova and Hinzmann (2024) suggest that recruiting and retaining Generation Y requires a company culture
that emphasizes career development and offers clear pathways for growth. Moreover, the study by Klein (2020) highlights
the importance of creating internal recognition programs and offering opportunities for mobi]ity within the organization,
which build loyalty among Generation Y employees. SMEs should invest in clear career progressmn paths, mentorship, and
continuous learning opportunities. Providing access to professional development resources, even in a digital format, can help
retain Generation Y employees by aligning with their growth-oriented mindset.

Another significant finding is the role of digital engagement. Happonen et al. (2021) argue that a strong online
presence, coupled with digital initiatives that engage employees, helps create a sense of belonging, which is crucial for
Generation Y. These initiatives contribute to higher retention rates by aligning with Generation Y’s values of innovation and
purpose. Implementing digital tools for communication, feedback, and professional development can meet the technological
expectations of Generation Y. SMEs might consider using online platforms for communication, offering online courses for
skill development, or setting up digital feedback systems that provide timely and relevant insights.

The importance of mental health and well-being is also a key consideration in these strategies. Mura (2021) discusses
the significance of offering wellness programs and flexible working arrangements to support the mental health of Generation
Y employees, leading to improved engagement and satisfaction. SMEs that offer such programs see a marked improvement
in employee retention. These practices not only meet their desire for work-life balance but also demonstrate trust and
autonomy, which are highly valued by this cohort.

Despite the resource limitations often faced by SMEs, the strategies are adaptable and can be scaled according to the
organization’s specific needs and capacities. For example, a small SME might start with a simple digital feedback tool and
gradually build a more comprehensive digital engagement platform as resources allow.

In this study, “scalability” refers to the ability of HRM practices to be adapted across different SME contexts
while maintaining effectiveness in engaging Generation Y employees. The 7 reviewed studies provide limited evidence on
implementation variations across different SME contexts. However, several considerations emerge:

- Resource constraints: Mura (2021) and Klein (2020) acknowledge that SMEs face resource limitations that require
adaptable solutions rather than expensive HR systems. SMEs should prioritize flexible work arrangements and basic
digital communication tools, which require minimal investment but significantly enhance Generation Y satisfaction.
Rather than expensive HR platforms, SMEs can use accessible tools like messaging apps for communication, free online
learning platforms for development, and simple feedback systems.

- Size variations: The reviewed studies do not differentiate between various SME sizes, representing a gap in current
research understanding of implementation challenges. Even small SMEs can offer cross training opportunities, external
mentorship partnerships, or skill sharing sessions among employees to address Generation Y’s growth orientation.

- Geographic and industry context: Limited evidence exists on how recommendations apply across different industries
or geographic contexts (rural vs. urban). Limited evidence exists on how recommendations apply across different
industries or geographic contexts (rural vs. urban). SMEs should adapt strategies to their specific context: rural SMEs
might focus on community connections and work-life integration, while urban SMEs might emphasize digital engagement
and networking opportunities.

Research gaps identified: Our analysis reveals significant gaps in understanding how Generation Y HRM strategies
can be effectively adapted across different SME contexts. Future research should examine implementation effectiveness
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across varying organizational sizes, industries, and resource levels.

6. Conclusion

The primary aim of this paper was to explore how HRM practices in SMEs can be aligned with the motivational
factors of Generation Y. Through a systematic review using the PRISMA protocol, we identified only 7 studies that provide
valuable insights into the preferences and needs of Generation Y within the SME context. While these studies offer important
findings, the limited number highlights a significant gap in the existing literature.

The findings from these studies underscore the importance of work-life balance, career development opportunities,
and digital engagement as key drivers of job satisfaction and retention for Generation Y employees. SMEs that offer flexibility,
structured career paths, and leverage digital tools are better positioned to attract and retain this cohort. Additionally, the
alignment of organizational goals with the personal values of Generation Y - particulatly around purpose-driven work - can
foster loyalty and long-term engagement.

Despite the resource constraints often faced by SMEs, the studies reviewed suggest that even modest investments in
flexible work policies, career development programs, and digital tools can yield significant benefits. However, there remains
a gap in the literature regarding the integrated application of these strategies and their long-term impact on SMEs.

7. Limitation and further research direction

Given that only a small number of studies met the inclusion criteria, this study is limited in its scope and findings. The limited
number of relevant studies highlights the constraints in current research, suggesting the need for more comprehensive
exploration.

Sample size and generalizability issues: The inclusion of only 7 studies significantly limits how broadly our findings can
be applied across different SME contexts. This limitation has several important implications:

Geographic and cultural limitations: Our focus on European, English-language studies may not reflect Generation Y
motivations in other regions where cultural values, economic conditions, or work expectations differ. For example, Generation
Y expectations in Eastern European SMEs may vary from those in Western European countries due to different economic
conditions and work cultures.

Sector and size diversity: The limited sample likely does not represent all SME sectors (e.g., manufacturing vs. service
industries) or different company sizes within the SME category. This affects how applicable our recommendations are to
SME:s in traditional industries or rural areas where digital tools may be harder to implement.

Research implications: With only 7 studies, we cannot identify clear patterns or differences across various contexts. The
small sample size makes it difficult to analyze subgroups and reduces confidence in our findings.

Practical implications for SME managers: SME managers should carefully consider our recommendations, especially
when their company context differs from the European service sector focus found in the reviewed studies. The strategies we
identified may need significant changes for different cultural, economic, or industry contexts.

Research design limitations: Our decision to focus on European, English-language publications, while justified by resource
constraints and regional relevance, excluded potentially valuable research from other regions. This is particulatly important
given that Generation Y workforce trends are global, and innovative HRM practices may exist in non-Western contexts that
we could not access due to language barriers.

Future research should focus on developing scalable and cost-effective HRM solutions tailored to the unique needs
of SMEs. Additionally, more empirical studies are needed to assess the long-term effects of these HRM practices on the
retention and satisfaction of Generation Y employees in smaller enterprises. By addressing these limitations and exploring
new research directions, future studies can provide more comprehensive guidance for SMEs looking to optimize their HRM
practices for this generation.
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