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Managing Generation Z: How do UK organisations use leadership and managing practices to respond to Generation Z employees’ workplace priorities?

INTRODUCTION:
Generation Z, commonly defined as individuals born between 1997 and 2012, is becoming an increasingly significant segment of the global workforce (Twenge, 2017). As organisations recruit and retain more employees from this generation, they face new challenges in ensuring that leadership and management practices remain effective within evolving workplace environments. Research suggests that Generation Z employees place considerable importance on flexible working arrangements, career development opportunities, employee wellbeing, and organisational purpose (Deloitte, 2024; CIPD, 2023). These expectations have encouraged organisations to reconsider traditional management approaches and adopt practices that promote engagement, inclusion, and long-term employee retention.

Responding effectively to these changing expectations has become an important management issue. Organisations that fail to align leadership practices with employee expectations may experience lower engagement, higher staff turnover, and difficulties attracting skilled talent in an increasingly competitive labour market (Gallup, 2023). Consequently, understanding how organisations are adapting their leadership and management practices has practical significance for both organisational performance and workforce sustainability.

Although Generation Z has received growing attention within management research, continuing debate regarding workplace expectations and organisational responses highlights the need for further investigation within contemporary UK organisations. This study therefore examines how organisations are adapting leadership and management practices to respond to these priorities of Generation Z employees and evaluates the effectiveness of these adaptation strategies.

1.1 Research aim
To explore how UK organisations respond to the workplace priorities of Generation Z employees through leadership and management practices.


	RESEARCH OBJECTIVES and RESEARCH QUESTIONS: 

1.2. Research objectives

RO1: To identify workplace priorities commonly associated with Generation Z employees in UK organisational contexts.
RO2: To examine the leadership and management practices used by UK organisations in response to these priorities.
RO3: To evaluate the effectiveness of current organisational adaptation strategies.
RO4: To identify gaps between organisational practices and the expectations of Generation Z employees.

1.2. Research questions

RQ1: What workplace priorities are commonly associated with Generation Z employees in UK organisational contexts?
RQ2: What leadership and management practices are UK organisations using to respond to these priorities?
RQ3: To what extent are current organisational adaptation strategies effective in supporting the engagement and retention of Generation Z employees?
RQ4: What improvements can UK organisations make to reduce the gap between current leadership practices and the expectations of Generation Z employees?



	LITERATURE REVIEW:

Generation Z has attracted increasing attention within management and organisational research due to its growing presence in the workforce and its perceived differences from previous generations. Twenge (2017) argues that Generation Z employees have been shaped by digital technologies, social media, and economic uncertainty, resulting in distinctive workplace expectations. These expectations often include greater emphasis on flexibility, wellbeing, and career progression. Similarly, Deloitte (2024) reports that Generation Z employees place significant value on work-life balance, learning opportunities, and organisational purpose when evaluating employers. Supporting these findings, the Chartered Institute of Personnel and Development (CIPD, 2023) highlights main importance of employee wellbeing, development opportunities, and supportive workplace cultures in attracting and retaining younger workers.

Leadership theory provides an important framework for understanding how organisations may respond to these changing expectations. Northouse (2022) argues that transformational leadership is particularly effective in contemporary organisations because it emphasises communication, employee development, and individual support. Similarly, Yukl and Gardner (2020) suggest that employee-centred leadership approaches can improve engagement by encouraging trust and collaboration. These leadership characteristics appear consistent with the workplace expectations identified within Generation Z literature and suggest that organisations may need to move away from traditional hierarchical management styles.

Research also indicates that organisational adaptation may positively influence employee engagement and retention. Schroth (2019) argues that organisations seeking to attract and retain Generation Z employees should adopt more flexible management practices, strengthen communication channels, and provide greater opportunities for learning and development. Similarly, Gallup (2023) identifies employee development and manager support as important predictors of engagement among younger workers. These findings suggest that organisational adaptation is not solely concerned with attracting Generation Z employees but also with maintaining long-term commitment and performance. 

However, the validity of generational theory remains contested within the academic literature. Costanza et al. (2012) covered little proof to support certain generational differences in workplace behaviours, suggesting that many perceived differences are relatively small in practice. Similarly, Rudolph, Rauvola, and Zacher (2021) argue that workplace attitudes may be better explained by factors such as age, career stage, and broader social contexts rather than generational membership alone. These critiques challenge the assumption that Generation Z represents a fundamentally distinct workforce group and suggest that organisations should exercise caution when developing management strategies based solely on generational labels. 

Despite these differing perspectives, there is broad agreement that workforce expectations are evolving and that organisations face increasing pressure to adapt leadership and management practices. Nevertheless, much of the existing literature focuses mainly on characteristics and preferences of Generation Z employees rather than evaluating the effectiveness of organisational responses. Furthermore, a considerable proportion of the available evidence originates from international studies, which creates uncertainty regarding the applicability of the findings within UK organisations.

1.1.  Research Gap
Although existing literature provides substantial insight into the workplace expectations and values of Generation Z employees, there remains limited research evaluating how effectively UK organisations are adapting leadership and management practices to meet these expectations. Existing studies primarily focus on identifying generational characteristics rather than critically assessing organisational adaptation strategies and their outcomes. Consequently, a gap exists concerning the effectiveness of leadership and management responses within the UK context. This research study aims to reveal the gap through evaluating organisational adaptation strategies and examining their potential impact on employee engagement, retention, and workplace satisfaction.


	SUMMARY OF RESEARCH–SURVEY METHOD: 

1. Research Methodology 
1.1. Research Philosophy
This study adopts an interpretivist research philosophy. Interpretivism is concerned with understanding how individuals and organisations interpret social reality (Scotland, 2012). As this research seeks to understand how organisations are responding to the workplace expectations of Generation Z employees, an interpretivist perspective is considered appropriate because leadership and management practices are influenced by organisational culture and human behaviour. 

A positive philosophy was considered less appropriate because it focuses on measuring objective relationships though numerical data and hypothesis testing (Creswell and Creswell, 2023). Since the purpose of this research is to evaluate organisational responses rather than establish casual relationships, an interpretivist philosophy provides greater flexibility for examining complex workplace issues.

1.2. Research Approach
The research adopts an inductive approach. According to Saunders, Lewis, and Thornhill (2023), inductive research involves developing conclusions from observations and evidence rather than testing existing theories through hypotheses.
An inductive approach aligns with the exploratory nature of the research because it seeks to identify trends and themes relating to organisational adaptation, leadership practices, and Generation Z workplace expectations. Rather than seeking to confirm a predetermined theory, conclusions will emerge from the analysis of existing literature. This approach supports a deeper understanding of contemporary management practices and their effectiveness within organisational settings (Bryman and Bell, 2023).

1.3.  Research Method
A qualitative research method has been selected. Qualitative research is particularly suitable for investigating experiences, perceptions, and organisational behaviours that cannot be fully understood through numerical measurement (Flick, 2023). The research aims to explore how organisations are adapting leadership and management practices to meet the expectations of Generation Z employees rather than measuring 
the frequency of specific behaviours. A qualitative methodology therefore provides richer insight than a quantitative approach, which would primarily focus on statistical relationships and measurable variables (Creswell and Poth, 2024).

1.4.  Data Collection Method
The study will use secondary research as its primary method of data collection. Secondary data will be obtained from academic textbooks, peer-reviewed journal articles, and professional reports produced by organisations such as Deloitte, Chartered Institute of Personnel and Development (CIPD), and official government publications. 

Secondary research enables the researcher to synthesis a broad range of existing evidence while remaining feasible within time and resource constraints of an undergraduate research project (Gray, 2021). Although primary research could provide first-hand organisational perspectives, collecting sufficient data from managers and employees would require considerably more time and ethical approval. Therefore, secondary research represents the most practical and appropriate method for addressing the research aim (Saunders et al., 2023).


	SUMMARY OF SAMPLING FRAMEWORK: 

1.2. Sampling framework
Purposive sampling will be used to select relevant sources that are related to the research objectives (Bryman and Bell, 2023).
Sources will be selected according to the following criteria.
· Direct relevance to Generation Z workplace expectations.
· Focus on leadership, management, and organisational adaptation.
· Publication within recent years where possible.
· Credible academic and professional sources, including textbooks and peer-reviewed journal articles.
These criteria ensure that the selected literature is relevant and appropriate for addressing the research questions.
 
1.3.  Analysis of data
The collected data will be analysed using thematic analysis. Braun and Clarke (2022) describe thematic analysis as a systematic method for identifying, analysing, and interpreting recurring trends within qualitative data.

The analysis process will involve familiarisation with the selected literature, systematic coding of relevant information, development of patterns and interpretation of findings in relation to the research objectives. Themes such as workplace flexibility, leadership adaptation, employee wellbeing, and employee engagement are expected to emerge from the analysis. Thematic analysis was chosen because it provides a structured yet flexible approach to analysing large volumes of qualitative information while allowing meaningful insights to emerge from the data.

	ETHICAL ISSUES:

1.1. Ethical considerations
Reliability will be enhanced through the consistent application of source selection criteria and the use of credible academic and professional sources. Validity will be strengthened by ensuring that all selected sources directly address the research objectives and by comparing evidence from multiple perspectives (Creswell and Creswell, 2023).
As the study relies on secondary data, ethical considerations primarily relate to academic integrity and responsible use of evidence. All sources will be appropriately cited using the Harvard Referencing System. Findings will be reported honestly and objectively to minimise researcher bias and ensure transparency throughout the research process (Saunders et al., 2023).

1.2.  Limitations of research
The study is limited by its reliance on secondary data, meaning that the researcher has limited control over the quality and scope of the original studies. Furthermore, some findings may be influenced by international research that may not only reflect UK organisational contexts. Despite these limitations, the methodology remains appropriate for addressing the research aim and generating meaningful insights into organisational responses to Generation Z workforce expectations.


	TIME SCALE:

The proposed research will be conducted over a seven-week period using a realistic and structured schedule to ensure sufficient time is allocated to each stage of the project. Careful planning is essential to ensure sufficient time is allocated to reviewing the literature, developing the methodology, analysing the findings, and producing a well-structured research proposal.

The research process will begin with selecting and refining the research topic, followed by an extensive search and review of academic literature relating to Generation Z workplace expectations, leadership theories, and organisational adaptation strategies. This stage will establish the theoretical foundation for the research and support the development of the research aim, objectives, and research questions. Following the literature review, research methodology development will be undertaken, including the selection of appropriate secondary data sources using the predetermined inclusion criteria. 

The next stage will involve collecting and critically evaluating information from academic textbooks, government publications, peer-reviewed journal articles, and recognised industry reports. The selected literature will then be analysed using thematic analysis to identify recurring patterns that address study objectives. The findings will subsequently be interpreted and synthesised to develop coherent conclusions regarding organisational responses to the expectations of Generation Z employees.

The final stages of the project will focus on drafting the research proposal, reviewing the work for accuracy and consistency, and ensuring that all sources are correctly referenced using the Harvard Referencing System. This systematic approach will help maintain academic quality while ensuring the project is completed within the available timeframe. A Gantt chart is included in Appendix A to visually illustrate the proposed schedule and key milestones for completing the research project.
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APPENDIX SECTION:

Appendix A: Gantt Chart

	Activity
	Week 1
	Week 2
	Week 3
	Week 4
	Week 5
	Week 6
	Week 7

	Topic selection
	· 
	
	
	
	
	
	

	Literature search
	· 
	· 
	
	
	
	
	

	Literature review
	
	· 
	· 
	
	
	
	

	Methodology 
	
	
	· 
	
	
	
	

	Source selection
	
	
	· 
	· 
	
	
	

	Data analysis
	
	
	
	· 
	
	
	

	Draft proposal
	
	
	
	· 
	· 
	
	

	Editing
	
	
	
	
	· 
	· 
	

	Final Submission
	
	
	
	
	
	· 
	· 


Table 1: Proposed project timeline.
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