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The attitude to work has been known to vary from generation to generation, for those who grew up in the 1980’s to 1996 (typically known as Millennials, or Generation Y) have a higher and more consistent attitude to work, while witnessing the ever growing strength in the usage of the internet (Dimmock, 2019). Individuals who grew up from 1997 to 2012 are the age group that grew and evolved alongside technology, making commitment to work a difficulty when considering the possibility of retaining that same position. For that reason, staff turnover in the hopsitality and catering industry has been affected when attempting to convince younger staff to stay with the position (Zorko, 2025), causing an increase in staff turnover and a lesser retention in long term members. In this essay, research will be conducted to retrospectively analyse how and why generation Z has outgrown the need to work and cause more staff turnover, as well as the inner workings and meaning in Human Resources. 

To understand the role of human resources within organisations, a brief introduction to the meaning of what human resources is in relation to the hospitality industry is needed. In short, human resources are used to aid in the interview process, reading CV’s and ensuring that their specific organisations are following/complying with labour laws (Coursea, 2024). Overall, the role of human resources is to ensure that colleagues and staff members are comfortable in the workplace, making sure that all members feel welcome within the organisation, and to ensure longevity for employees within the business (DPG, 2024). An employee's engagement is the analysis of how an employee is dedicated to their job. For those in a working position with a lesser engagement to other members of the workforce often think that the establishment do not care for/about them, feeling as if none of the work said employee does can matter. Meaning a lesser retention in that employee's time in that position (Nottrodt, 2025). This same source discloses that disengaged employees costed the world over £5.8 trillion through lost productivity. 
As mentioned previously, different generations have varied attitudes with regards to work, for example; those born between the 1980’s and 1996 are titled generation Y, often called the Millennial generation– are from a lesser digital background, growing up with technology as it changed itself (Jendriks, 2023); as well as the ever changing support system within the workforce, which today, is better than ever. Generation Z, however, have implemented the sense that work-life balance is key when pertaining to how, as an employee, serving too many hours without the chance to live their own lives, resists the chance for a better and improved mental health. In saying this, mental health, and well-being have become key points in retention of staff (Wood, pg. 5 - 7, 2018). To continue, the Gen Z attitude to work-life balance is much more prioritized over such as compensation or benefits, with surveys finalising that generation z finds work-life balance to be 32% more important, whereas generation Y were placed at 28% (Larochelle, 2025). Another pivotal part of the human resources responsibility is that of recruitment, which is the basic interview process that all people have been through in any form (CIPD, 2025). To continue, onboarding is the process of basic paperwork, and training that can allocate the start of the training process, and the start of the team member joining process (Articulate, 2024).
Employee engagement is the process of curating a sense of enthusiasm for employees' and allowing for a better working team (Perkbox, 2024). Individual employers approach their staff in different ways to reap the benefits of reaching an effective team, for example making a point about recognition and rewards for staff is one of the key metrics in ensuring employee engagement, by giving staff reasons to engage with work in a much harder way  (Strazzulla, 2026). The second point is to improve overall wellbeing management – when an employee feels a sense of good well-being, they often will feel a sense of pride, as well as feel a sense of security and belong in their workplace (Witters, Agrawal, 2015). The decisive point to discuss is the way in which organisations make room for their employees' growth, allowing for staff to flourish in their newly found skills, and showing off to their upper management in ways to allow for much further growth (Symonds, 2021).
While engagement across the employee life cycle is the same, there are many differences in the many stages that commemorate the length of time of their lifecycle. With regards to the attraction within the employee lifecycle, much of it comes down to the culture surrounding the commitment, the digital presence of the company, and overall avoiding all unrealistic expectations when considering younger work participants (Blake, 2023).
As well as the stages, companies use todays social medias to take advantage of communication to the public how or why that specific role is perfect for them – some of these platforms include; YouTube, for example, to dedicate a video to showcase how that position is right for the viewer. WhatsApp, for a second example, is used to post rotas, and general updates, especially in the hospitality industry, and has been proven to be the most successful and workable methods when pertaining to communication with front and back of house staff (LikeMagic, 2025). 
Employee engagement is another important strategy, as it gives companies the chance to have the opportunity to allow their employees to get invested into their roles/tasks (Stallin, 2025). Different companies have differing practical strategies when regarding what can be used to engage with their employees, some examples in the hospitality industry include opportunities for a promotion from the regular team member role to possibly a team leader or in some cases, a much more management focused role, allowing for further growth during that members time in that meaningful position. A further example of engagement strategies is that of staff trips/competitions - naturally as human beings, the first impulse is to engage with some form of competition, in hospitality, friendly competitions with fellow members of staff the chance to invest in these challenges, whether it be upselling or other whoever succeeds, will reel in the benefits (Ahmed, Islam, Kahleem, 2025).  
With a significant increase in the interest in well-being and mental health, all establishments are starting to take care of their staff, ensuring all members of staff are able to the best of their ability – this specific employee engagement model was first discovered in the 1990’s (Sinclair, 2022). Focussing on how staff feel, whether it be them feeling overworked, disengaged, or fatigued, focusing on staff wellbeing can have an increased impact on the staffs want / need to invest their time into the workplace. While this should work in theory, in practice it can be difficulty for those in a management role to connect with their younger members of their team, often feeling a sense of neglect from the rest of their staff (Sterzl, 2023). 
As the youngest full time working generation in the modern day, generation Z have created a new world for the expected conditions when considering whether the position is right for them. For example,  individuals in the generation Z will research the wages – whether the pay grade is the correct fits for their needs, as a majority of those in the generation will aim to be moving away from home, considering this point holds a firm grasp on majority of final choices.  in contrast to how this generation finalise their choice is the quality of the working conditions – fellow team members, the balance of the work schedules and the opportunities to climb the ladder in the hierarchical ladder of management/super visionary positions weigh heavy in the minds of those in generation Z. With generation Z’s knowing of the negatives and positives with the presence of the internet, being able to appropriately allocate what they can do to be able to get the best possible position they can, and how to achieve it. 
[bookmark: _Int_mL5GiVih]In benefiting from the overall structure and stability in the engagement systems implemented when in the hiring process for those in generation Z, many organisations must consider the positives and negative that this younger generation have come to expect. Whether it be the paygrade, the overall quality of the expected social environment within the establishments that the generation will be committing to. In specifically the hospitality sector, generation Z look toward the life experience that the sector can give. However, not all positions will not be willing to accommodate every single need that the generation require for the sake of stability, in some cases, certain establishments will ask staff how they have found the position they have stumbled upon, asking for any improvements they could make to further accommodate that new member. In many cases, those in management positions will hold a form of meeting to discuss their 6-month time period in that position, to discuss the long-term effects of the time spent at the establishment. 


Generation Z have been known to live life with what some consider to be unrealistic goals/ expectations, from entrepreneurship to management positions, however for those with the assumption that all will go smoothly, much of the time their dreams/ideas fall into the “just a dream.” Many establishments in the hospitality sector provide training to accommodate those with the dream of heading the table at a restaurant, to be able to allow those with significant dreams is to not only praise staff with a hard working standard, is to allow for a boost in morale, thus improving the overall retention in staff later down the line.   
To conclude this essay on the employee lifecycle of generation Z, many topics have been analysed, discussed and pointed out – to start, human resources and its significance to the hospitality industry was explained, how they are used to help with the interview process, the betterment of staff and how human resources aid establishments aid in complying with labour laws in their region/country. After a brief introduction to human resources, the difference in generations, meaning that the Millennial generation, born 1980 – 1996, have a lesser appreciation towards the technology that certain positions provide, a harder working attitude and overall lesser understanding towards work life balance. Generation Z, however, believe that work life balance is key to a supported mental health, keeping both work and private life at the forefront of their work ideology, many of the generation Z consider work life balance to be more important that the following; compensation, and compensation.  To conclude, Generation Z have reaped many of the benefits of helping create a more durable and sustainable working life for all current full-time working generation, from an improved well-being structure to the opportunity for younger members of staff getting the opportunity to for promotional roles within the hospitality industry, generation Z have helped provide those in the older generations with the opportunity to improve overall work-life, and overall conditioning in how employees are treated within the hospitality industry. 
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