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[bookmark: _Toc235930535]ABSTRACT
Generation Z employees go through numerous employee journey from the recruitment to retention. Employees who go through such a journey also experience onboarding, performance measurement, and career progression. Similarly, employees also gain satisfaction when they perceive that they have positive experience. Primary data was collected from Gen Z to gain deeper understanding of how work flexibility, career development, and workplace recognition shape job satisfaction. This is because gaps exist among studies expositing research to lack of linkage between Gen Z job experience and satisfaction. The project examined the effect of employee experience on job satisfaction. Correlational research design was adopted to understand the effect of work flexibility, career development opportunities, and work recognition on job satisfaction. A sample of 230 participants working in different departments were selected to participate in the study. Results showed that all the three indicators of employee experience had moderate effect on job satisfaction. However, despite this findings, the study experienced three limitations. The study used a single case study, self-measures, and cross-sectional data. 
Key Words: Employee Experience; Job satisfaction; Generation Z; Employee; Wingstop UK; Hospitality Industry; London













[bookmark: _Toc235930536]ACKNOWLEDGEMENT 
“A large project such as this cannot be completed without the contribution of several people. First, I would like to acknowledge the relentless efforts of my supervisor. He guided me on what I needed to consider when choosing the topic to study. He also guided me through literature review to under how to review literature and write feedback. Second, I also appreciate the efforts and dedication from the faculty members. They motivate to work effectively. The study thanks all the participants who took part in this study”.





TABLE OF CONTENTS
DECLARATION	ii
ABSTRACT	iii
ACKNOWLEDGEMENT	iv
LIST OF TABLES	vii
LIST OF FIGURE	viii
CHAPTER ONE: INTRDUCTION	1
1.1	Background	1
1.2	Definition of Key concepts	1
1.3	Significance of the Topic	2
1.4	Statement of the problem	2
1.5	Purposed Aim, objectives, and questions	3
1.5.1	Purposed Aim	3
1.5.2	Objectives	3
1.5.3	Hypotheses	3
1.6	Chapter Summary	3
CHAPTER TWO: LITERATURE REVIEW	4
2.1	Introduction	4
2.2	Theoretical Framework	4
2.2.1	Social Exchange Theory	4
2.2.2	Self-Determination Theory	4
2.3	Empirical Review	4
2.3.1	Workplace Flexibility and Workplace Experience	4
2.3.2	Career Development and Workplace Experience	5
2.3.3	Workplace Recognition and Workplace Experience	5
2.4	Conceptual Framework	6
2.5	Chapter Summary	6
CHAPTER THREE: METHODOLOGY	8
3.1	Research Paradigm	8
3.2	Research Approach	8
3.3	Research Methodology	8
3.4	Research Strategy	8
3.5	Sampling Method	9
3.6	Data Collection	9
3.7	Data Interpretation	9
3.8	Ethical Considerations	10
3.9	Chapter Summary	10
CHAPTER FOUR: RESULTS AND DISCUSSION	11
4.1	Descriptive Results	11
4.1.1	Age Group	11
4.1.2	Highest Education Level	12
4.1.3	Employment Status	13
4.1.4	Length of Employment at Wingstop	14
4.1.5	Department of work	15
4.2	Employee Experience	15
4.2.1	Work Flexibility	15
4.2.2	Career Development Opportunities	17
4.2.3	Workplace Recognition	18
4.3	Job Satisfaction	19
4.4	Hypotheses Testing	21
4.5	Discussion	22
4.6	Chapter Summary	24
CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS	26
5.1	Introduction	26
5.2	Conclusion	26
5.3	Limitations	26
5.4	Suggestion for future research	27
5.5	Chapter Summary	27
REFERENCES	29

[bookmark: _Toc234877218][bookmark: _Toc235930537]
LIST OF TABLES
Table 1: Time spent working in the company	14
Table 2: Department of work	15
Table 3: Summary of Work Flexibility Analysis	16
Table 4: Summary of Career development opportunities Analysis	17
Table 5: Summary of Workplace recognition analysis	18
Table 6: Summary of Job satisfaction	19
Table 7: Model summary analysis	21
Table 8: Analysis of variance	22
Table 9: Standardize regression coefficients	22



[bookmark: _Toc235930538]LIST OF FIGURE
Figure 1: Gender distribution (n = 230)	11
Figure 2: Age categories	12
Figure 3: Participant by education level	13
Figure 4: The employment status participants	14



[image: S:\Quality Assurance\QAHBooks\Academic Quality Handbook 2015-16\Appendices\UWTSD Logo.jpg]

44

[bookmark: _Toc235930539]CHAPTER ONE: INTRDUCTION
[bookmark: _Toc235930540]Background
Generation Z (Gen Z) now form over 32% of global population and predominantly form an entry level workforce (Pradipta, Adzani, and Perkasa, 2025). Different from other generations, Gen Z have distinct work paradigm that demands working in a more flexible, personal fulfilment, value job satisfaction, career development, workplace recognition (Joesah, Latumahina, and Armaniah, 2025). In London, restaurant business ranks highest as an industry with the highest absorption rate of Gen Z than any other industry (Asria et al., 2025). Specifically, Wingstop UK restaurant in London ranks among the top restaurants with the highest number of Gen Z both as employees and customers (Dean, 2023). 
[bookmark: _Toc235930541]Definition of Key concepts
Job satisfaction has received numerous attentions from studies. One of such early studies is by Vroom who maintains that job satisfaction as an affective orientation on employees towards roles they occupy (Aziri, 2011). Thangaswamy and Thiyagaraj (2017) refers to job satisfaction as a combination of both positive and negative feelings employees develop in response to their work. Akhtar and Siregar (2024) refers to job satisfaction as a sense of achievement and success and links directly to productivity and well-being. This implies that an employee should enjoy and get rewarded for the effort put in to achieve results. Different rewards cover promotion, income, recognition, and other goals. Job satisfaction can be measured using a questionnaire through Minnesota satisfaction questionnaire or job description index (Gunnoo, Ladsawut, and Fauzel, 2026). The latter measurement index focuses on five areas – the nature of work, compensation and benefits, attitude towards supervisors, relationship with co-workers and opportunities for promotions. 
Different scholars have given varying definitions of the concept of employee’s experience. Lee and Kim (2023) employee experience explains all touchpoints and interactions employees have with an organization. During the course of employment, employees go through different of an employee journey. Such a journey begins from the time of recruitment and onboarding to perform different daily roles, performance management, as well as career development (Sono, Yulistiyono, and Khotijah, 2024). Farndale and Kelliher (2013) also explain that it involves the perception that employees have towards their workspaces. For employees, an experience becomes meaningful as an interaction occurs. An experience can also have an effect on job satisfaction, motivation and even general well-being. Vanpetch and Chearnkaitpradab (2024) argues that even though employee experience associates with workplace, compensation and how employees relate with other colleagues, it has been considered a more human experience that integrates meaningful work, support, recognition, and ways employees contribute to workplace. 
[bookmark: _Toc235930542]Significance of the Topic
	The study seeks to use the findings in order to make three major contributions. First, the study seeks to generate new knowledge to support literature on the effect concerning work experience and job satisfaction among Gen Z in hospitality industry. Future researchers are expected to use the findings as a point of reference to understand the direction of relationship. Second, the study topic expects to develop numerous managerial implications concerning the need for managers and owners to implement work flexibility, career development, and workplace recognition to increase job satisfaction. The findings are expected to guide managers in understanding how to create work flexibility, allow gen to develop their careers while ensuring that they also recognize employee efforts. Third, it is expected that the findings will guide policy makers and experts in the hospitality industry to generate more ideas on how to increase job satisfaction. 
[bookmark: _Toc235930543]Statement of the problem 
Wingstop UK restaurant now absorbs the highest number of Gen Z employees than any other industry in London. However, despite such a growth, management now experience the challenge of understanding them and meeting their expectations and needs (Asria et al., 2025). Achmad et al., (2023) reiterates that traditional employee engagement has failed to work appropriate on Gen Z. Little research has been conducted on Wingstop UK. In reality lack of knowledge and information on these areas might lead to managers, policy makers, and experts lack a reference point. Besides, little research available experience conflict in methodological approach, context, and conceptual measurement. There is need for a study that can examine the effect of employee experience on job satisfaction among Gen Z Wingstop UK in London. 
[bookmark: _Toc235930544]Purposed Aim, objectives, and questions
[bookmark: _Toc235930545]Purposed Aim
The aim of this research is to examine the effect of employee experience on job satisfaction among Gen Z employees working at Wingstop UK in London 
[bookmark: _Toc235930546]Objectives
1. To evaluate the relationship between work flexibility and job satisfaction among Gen Z employees at Wingstop UK in London
2. To assess the relationship between career development opportunities and job satisfaction among Gen Z employees at Wingstop UK in London
3. To examine the relationship between the workplace recognition and job satisfaction among Gen Z employees at Wingstop UK in London

[bookmark: _Toc235930547]Hypotheses
1. Higher work flexibility increases job satisfaction among Gen Z employees at Wingstop UK in London 
2. There is a relationship between career development opportunities and job satisfaction among Gen Z employees at Wingstop UK in London
3. Workplace recognition increases job satisfaction among Gen Z employees at Wingstop UK in London
[bookmark: _Toc235930548]Chapter Summary 
The chapter introduced the concept of employee experience by showing some of the challenges that confront Gen Z. The research problem statement explains conceptual, contextual, and methodological gaps available in studies. It then explains why there is need for this study to fill such gaps. Moreover, three different objectives were identified by operationalizing employee experience into work flexibility, career development, and recognition. The next chapter reviews studies focusing on these topics. 

[bookmark: _Toc235930549]CHAPTER TWO: LITERATURE REVIEW
1 [bookmark: _Toc234886762][bookmark: _Toc234886828][bookmark: _Toc234886894][bookmark: _Toc234886960][bookmark: _Toc234903045][bookmark: _Toc234905033][bookmark: _Toc235930488][bookmark: _Toc235930550]
[bookmark: _Toc235930551]Introduction
This chapter presents the findings from general and empirical sources to gain insights on what is known and not known. The study reviews social exchange and self-determination theories to understand the concepts and how they help operationalise employee experience and job satisfaction. The second reviews literature conducted on this topic to understand common trends, points of convergence and divergence. The results help identify gaps that necessitates the need for another study. The conceptual framework provides a visual representation showing a relationship between work experience and job satisfaction. 
[bookmark: _Toc235930552]Theoretical Framework
[bookmark: _Toc235930553]Social Exchange Theory
The social exchange theory developed by George Homans and Peter Blau, explain how employees and employers participate in reciprocal exchanges. For example, employees who consider organizations invest heavily in creating flexible work environment, career growth, and recognition, they also begin to feel obligation to reciprocate. Employees develop positive attitude and show high level of commitment in everything they do. The social exchange theory will be anchored on employee experience variable. 
[bookmark: _Toc235930554]Self-Determination Theory
The self-determination theory was developed by two authors – Edward Deci and Richard Ryan to explain different ways that people go through higher motivation and satisfaction when employers satisfy autonomy, competence, and relatedness (Deci and Ryan, 2012). The self-determination theory will be anchored on the job satisfaction variable. 
 
[bookmark: _Toc235930555]Empirical Review
[bookmark: _Toc235930556]Workplace Flexibility and Workplace Experience
Pradipta, Adzani, and Perkasa (2025) established that work flexibility had significant effect on satisfaction. Work flexibility refers to the autonomy that people have towards time, manner of engagement, and location of work. Businesses attain work flexibility when they offer employees adaptive work hours, allowing them to work in efficient manner. Akhtar and Siregar (2024) conducted a research to examine the effect of having a workplace flexibility on satisfaction among Gen Z in India. 
[bookmark: _Toc235930557]Career Development and Workplace Experience
Another study was also conducted by Tran et al (2024) to examine job satisfaction among Gen Z employees working in small and medium size hospitality businesses in Vietnam. The study sought to understand different factors that influenced job satisfaction. A survey was conducted among a sample of 278 employees. The findings showed that training and learning opportunities increased job satisfaction among Gen Z. The study noted that training and learning opportunities enhances skills and proficiency with their jobs. It helps strengthen the sense of satisfaction and desire to gain more knowledge. Therefore, it helps enhances both credibility and job effectiveness. According to Putra, Indiyati, and Putri (2024), career development explains the ability to give employees the chance to go through training with the goal of improving skills. Besides, it also gives employees the possibility to get promoted to higher positions. According to Asria et al., (2025), career development gives employees the opportunity to begin feeling satisfied with what they do. Asria et al also outlines that availability of career development and any other pathways on training significantly offers the opportunity to attain both personal and professional growth. Therefore, such programs not only help employees to advance in their skills and competences, but also ensure that every employee begins to adapt to any cases of evolving methodologies and technologies. 

[bookmark: _Toc235930558]Workplace Recognition and Workplace Experience 
Gochangco (2024) conducted qualitative study among 18 employees from Northgate, Alabang, and Muntinlupa City in Manila to understand the effect of workplace recognition and job satisfaction. The results showed that Gen Z leaders felt that they failed to benefit from recognition. The participant noted that even though companies had put recognition in process, they wished that management implemented them faster to benefit them. The emphasized the need for continuous recognition noting that failure on part of management to appreciate them led to low motivation and satisfaction with their work. However, despite these results, the study experienced contextual, conceptual, and methodological gaps. This study seeks to fill up these gaps by focus on hospitality industry in London. 
Aleksandra and Lera (2024) conducted correlational research to understand the effect of recognition of personal achievements among gen Z employees aged between 18 and 28 years and job satisfaction. The results showed that over 60% of employees were likely to raise their productivity if employers motivated them. The results highlighted the importance of motivation as one of the best tools to build and sustain performance in a workplace. Gen Z remain open to rewards and criticism and feel the need by their employers. However, the study failed to test a direct relationship between recognition and job satisfaction instead, focused on the general motivation. 
[bookmark: _Toc235930559]Conceptual Framework
The conceptual framework below shows the relationship between three constructs of employee experience and job satisfaction. The framework generates three hypotheses about the relationship between work flexibility and job satisfaction, career development and job satisfaction, and workplace recognition and job satisfaction. 
[image: ]
[bookmark: _Toc235930560]Chapter Summary
The chapter conducted a critical review of literature to explain social exchange theory and self-determination theory. The review process explained the purpose, constructs, and how each of the theories helped anchor the study. In addition, the study also reviewed empirical studies to gain insights on what is already known and unknown concerning employee experience and job satisfaction. Each review identified the objective, methodology, results, and gaps that needed to be filled. The review process identified gaps such as contextual, conceptual, and methodological gaps. By formulating conceptual framework, the study showed the relationship between three indicators of employee experience and job satisfaction. 

[bookmark: _Toc235930561]CHAPTER THREE: METHODOLOGY
2 [bookmark: _Toc234886774][bookmark: _Toc234886840][bookmark: _Toc234886906][bookmark: _Toc234886972][bookmark: _Toc234903057][bookmark: _Toc234905045][bookmark: _Toc235930500][bookmark: _Toc235930562]
[bookmark: _Toc235930563]Research Paradigm 
The study adopt the use of quantitative research to gather numerical data from Gen Z working in hospitality industry. Quantitative research remain applicable to this study because it support correlational study. The study use quantitative data to examine the relationship between employee experience and job satisfaction. 
[bookmark: _Toc235930564]Research Approach 
The study use deductive research approach to test the three hypotheses concerning the effect that employee experience has on job satisfaction among Gen Z. Deductive approach helps researchers identify a theory, develop measurement, collect data, and carry out inferential statistics to test the theory. 
[bookmark: _Toc235930565]Research Methodology 
The study adopt the use of quantitative research methods to enhance a correlational study examining the relationship between employee experience and job satisfaction among employees working in hospitality industry (Easterby-Smith, Thorpe, and Jackson, 2015). The study make use of quantitative method to collect numerical data with the help of Questionnaire instrument. Bryman and Bell (2015) also explain that quantitative method in such a study allows collection of standard responses, large sample, and objective collection of responses. 
[bookmark: _Toc235930566]Research Strategy 
The study use quantitative case study to examine the effect of employee experience on job satisfaction. Quantitative research strategy allows collection of data to test empirical research from participant within a work environment. This is possible through distributed questionnaire to Gen Z employees working in different hospitality businesses found in London. For example, the questionnaire have sections measuring employee experience and job satisfaction. 
[bookmark: _Toc235930567]Sampling Method 
Gen Z employees working at Wingstop UK in London were sampled out through purposive sampling (Saunders, Lewis, P. and Thornhill, 2012). This is because while there are number proportion of Gen Z working in these businesses aged between 18 and 28 years, there are also other groups of older employees that fall within Millennials and Gen X that do not fall within the target groups (Collis and Hussey, 2013). An equal number of proportions were then distributed to each category. For example, because of lack of definite population of Gen Z at Wingstop UK in London, the study adopted the use of Cochran’s formula. 

From this equation, Z – represents the Z-score at 1.97, e is the margin of sampling error (0.05), while p is the standard of deviation (50%). Therefore, the sample size comprise of 388 participants. 
[bookmark: _Toc235930568]Data Collection 
The study apply multiple procedures to collect data from Gen Z. First, the study use face to face approach to distribute Google Form questionnaires to participants. Participants were given a brochure consisting on an introduction and URL to click on it and following questions on the Google FORM. The second process involve using face to face approach to interview participants. Online social media platforms were used to invite employees working in hospitality industry. 
[bookmark: _Toc235930569]Data Interpretation 
Data is interpreted through descriptive and inferential statistics. The descriptive statistics was used to describe participants. The study use data on mean and percentages. The second part of data consist ratio scaled data (Robson, 2011). Regression analysis was used to generate results for the model summary, analysis of variance, and standardize coefficients. The model summary indicate the overall value of proportion (Denscombe, 2012). The value was multiplied by 100% to find the percentage of variation in job satisfaction caused by all indicators of employee experience. The study accept the p-value when it is less than 0.05. On the contract, the study reject a p-values greater than 0.05 by indicating no relationship between employee experience and job satisfaction. 
[bookmark: _Toc235930570]Ethical Considerations
The study consider two ethics – gaining informed consent and protecting participants even after data has been collected for initial defense. The study seek informed consent from management of organizations and participants themselves. Second, ethics was used to present findings in objective manner. Besides, no personal information was captured across-self-service data collection. 
[bookmark: _Toc234877235][bookmark: _Toc235930571]Chapter Summary 
Chapter three has described how a project applied different research methodologies to study the effect of having better employee experience of job satisfaction among Gen Z employees. The chapter has highlighted important areas of philosophy and research design. Core reasons for picking on a specific research design was adopted to understand and explain their advantages. Quantitative and cross-sectional designs were used in this project. They ensure that quantitative measures are selected analysed, and presented in a report format. The chapter has helped explain methods used to collect data from a sample of 230 participants. 


[bookmark: _Toc234877236][bookmark: _Toc235930572]CHAPTER FOUR: RESULTS AND DISCUSSION 
3 [bookmark: _Toc234886785][bookmark: _Toc234886851][bookmark: _Toc234886917][bookmark: _Toc234886983][bookmark: _Toc234903068][bookmark: _Toc234905056][bookmark: _Toc234877237][bookmark: _Toc235930511][bookmark: _Toc235930573]
[bookmark: _Toc234877238][bookmark: _Toc235930574]Descriptive Results 
A total of 230 participants took part in the study. Males were 95 while female were 93. Only 42 did not indicate their gender identify. There was a balance representation of Gen Z participants. The difference between male and female was only 2 participants. Hence, the representation helped reduce cases of biases among participants and provided better understanding experiences participants went through. It is also easier to generalize the study across employees on matters of career developed opportunities, working in a flexible work environment, and receiving recognition from managers  
[bookmark: _Toc234883778]Figure 1: Gender (n = 230)
[image: ]
[bookmark: _Toc234877240][bookmark: _Toc235930575]Age Group
Figure 2 below shows the age distribution of participants across four different age categories. Specifically, 43% represented the older Gen Z groups aged between 27 – 29 years. The second category included those aged between 24 and 26 years. They accounted for at least 41%. However, the younger Gen Z in the sample included the lowest category. For example, those aged between 18 and 20 years were 10% while those in the age category of 21 – 23 were only 6%. Such results paint a clear picture that a majority of the participants cane from the two larger age categories which covered 85% of the total participants. Consequently, this also shows that the research captured views from the major workforce of Gen Z working at Wingstop UK. Additionally, such findings are likely to form opinion and perception of people that form the largest segment of organizations. However, only few categories of participants consisting of 16% came from youngest segments in the company. 
[bookmark: _Toc234883779]Figure 2: Age categories
[image: ]

[bookmark: _Toc234877241][bookmark: _Toc235930576]Highest Education Level 
Figure 3 below shows the percentage of participants according to the highest. The results reveal that two in every five participants had acquired post graduate qualifications. This represented largest part of the participants within the sample. The second category accounted for 34% who had completed undergraduate education. While on the other hand, around 19% of the participants indicated to have completed other educational learning such as certification of professional or short courses. Besides, about 5% of the participants had completed diploma level of learning. 
Therefore, participants who had completed high school and had either post graduate or graduate degrees were the majority. In specific, three quarters of the participants in the sample had completed undergraduate and post graduate educational studies. Therefore, most of the participants had knowledge and the ability to assess different organizational practices associated with work flexibility, career development opportunities, work place recognition, and job satisfaction. In addition, the study expected that the participants would help provide informed perceptions of their experiences. Even though a smaller group of participants indicated having high school or diploma certification, by allowing them to participate in the study helped represent opinion from smaller groups.  
[bookmark: _Toc234883780]Figure 3: Participant by education level
[image: ]


[bookmark: _Toc234877242][bookmark: _Toc235930577]Employment Status 
Figure four below indicates that employees with full employment were half of those in part time. Besides, casual and temporary attained 25%. 
[bookmark: _Toc234883781]Figure 4: The employment status participants 
[image: ]



[bookmark: _Toc234877243][bookmark: _Toc235930578]Length of Employment at Wingstop
Table 1 below shows the frequency and percentage of participants to understand the number of years there have worked at the company at the time of collecting data. The results revealed that 44.8% comprised of the most of participants in the sample. They had worked for a period of 1 -2 years. The second group 38.7% indicated they had worked for a period of more than 2 years now. While on the other hand, those with 6 – 12 months were 10% while those with the shortest time spent working at the company. The fact that most of the participants had more years, this offered a better opportunity to collect data from most of the people with experience on indicators under study. 
[bookmark: _Toc234883749]Table 1: Time spent working in the company
	
	Frequency
	Percent

	Valid
	Less than 6 months
	15
	6.5

	
	6 - 12 Months
	23
	10.0

	
	1 - 2 Years
	103
	44.8

	
	2+ years
	89
	38.7

	
	Total
	230
	100.0



[bookmark: _Toc234877244][bookmark: _Toc235930579]Department of work
Table 2 below shows the proportion of participants by the type of departments of work. Most of the participants worked in the delivery department. This group were twice the number of those working as front line employees in the front counter (40%) and management (41%). Besides, the study drew opinion of employees with different departments. There was a balanced representation of participants and experiences. 
[bookmark: _Toc234883750]Table 2: Department of work
	
	Frequency
	Percent

	Valid
	Kitchen
	4
	1.7

	
	Front Counter
	40
	17.4

	
	Delivery
	91
	39.6

	
	Management
	41
	17.8

	
	Other
	54
	23.5

	
	Total
	230
	100.0



[bookmark: _Toc234877245][bookmark: _Toc235930580]Employee Experience 
[bookmark: _Toc234877246][bookmark: _Toc235930581]Work Flexibility 
Table 3 below shows the descriptive statistics in terms of their means and standard deviation. The table shows a moderate mean score ( which rates above the cut off point on a 5-point Likert scale. This shows that most of the respondents had a perception that they the company managed to implement work flexibility across all the departments. The moderate scores on the standard deviation reveals that most of the views from the participants remained consistent with overran mean score. However, there were some levels of variations concerning perceptions among participants on whether the company implemented flexible work environment. This also reveals that the company has managed to create an environment where employees experience flexible work practices. According to Gen Z, they perceive these practices as important and affects how they handle their work. However, there are cases where the company can achieve some improvements. 
Analysis of individual statements from the Table shows first and second statements support perception about positive flexible work environment.  For example, the results showed that managers give them reasonable adjustments whenever they are working (. Most of the participants agreed that Wingstop Company created a work environment that made them more flexible to handle several activities without pressure. Second, participants also agreed that they were more flexible when specific days and time and place where they would work. The results from these statements indicate clearly that Gen Z acknowledged receiving support from management and reasonable level of flexible scheduling across activities. However, this is in contrast with three statements. Most of the participants did not agree on some statements. For example, there was a lower score when asked about finding it easier to request for changes in my shifts when I experience personal issues (.Similar results were evident when asked about the ability of the company to offer flexible working environment that aligns with my expectations (. Participants were undecided when asked about having flexible work environment that could allow them balance with personal responsibilities (. the lower scores on these items contributed to lower overall mean scores. 
The findings show that even though Gen Z acknowledge some practices of flexibility, they were less convinced that available flexibility practices helped them meet their expectations. Such expectations included allowing them to balance their responsibilities at the work and personal work at home. Together, the results posit that work flexibility occurs at Wingstop Company. However, the company does not implement them uniformly across departments and teams. This leave room for improvements where management can strengthen flexible work environment.
[bookmark: _Toc234883751]Table 3: Summary of Work Flexibility Analysis 
	
	Mean
	Std. Dev.

	My manager gives me reasonable adjustments whenever I am working
	4.044
	0.929

	I am flexible in how I chose my work schedule
	3.761
	0.953

	[bookmark: _Hlk234823230]I find it easier to request for changes in my shifts when I experience personal issues
	3.496
	0.895

	The company offers flexible working environment that aligns with my expectations
	3.396
	1.108

	My flexible work allow me to schedule work life balance
	3.252
	1.270

	Overall Score 
	3.589
	1.031



[bookmark: _Toc234877247][bookmark: _Toc235930582]Career Development Opportunities
The study achieved an overall moderate mean score (. This shows that Gen Z in the sample had a positive perception about opportunities for them to develop their careers. The higher moderate score above the cut-off points above 5 Likert scale is a clear indication that most of participation agreed the company offered them the opportunity to develop their careers. The moderate standard deviation also indicates clearly that most of perceptions converged towards the same mean values. However, there were slight differences in customer perceptions. Together, the results indicate that an organisations has succeeded in creating a support environment where employees feel greater support to grow their careers. Besides, there are some levels of improvements.
Strong positive support came from four practices. For example, participants agreed that they received big support from managers along their journey to become who they wanted to be in live after gaining employment opportunities at the company (. Participants also agreed that the company offered them with numerous opportunities to develop their careers (. Similarly, the company offered employees better workplace where they saw themselves working in different departments without seeing the reason to quit (. This is also supported by how the company communicates opportunities when they arise (. However, participants could not agree or disagree when asked about completing several training programs to improve their current skills (

[bookmark: _Toc234883752]Table 4: Summary of CDO Analysis
	
	Mean
	Std. Dev.

	My manager has become a big supporter of my journey to develop my career
	3.787
	1.187

	I have several opportunities from the company to develop my career
	3.774
	1.137

	Wingstop company offered better future for me
	3.709
	1.077

	The company communicates promotional opportunities whenever they arise
	3.600
	1.096

	I have completed several training programs to improve my current skills
	3.483
	1.210

	Overall score 
	3.670
	1.140



[bookmark: _Toc234877248][bookmark: _Toc235930583]Workplace Recognition 
Table 5 below shows the summary of workplace recognition. The overall scores reveal a moderate agreement among participants on creating a workplace that recognizes efforts (3.54, SD = 1.11). The results reveal that participants developed positive perception concerning how Wingstop Company recognizes efforts of individual employees when they perform better. The moderate standard deviation shows that while most of participants seem to share similar perceptions, there are also some cases where participants differ from one another. While some participants agree receiving recognitions, some participants indicate contrary opinion. Therefore, the overall scores show that workplace recognition forms an important elements of employee experience. However, not all employees have similar perspective. 
Similarly, analysis of individual statements shows that while three practices were supported by participant, they were undecided across two practices. For example, participants agreed that they are always motivated when they perform better (. Participants associated recognition with higher levels acknowledgement and motivation from the company. For example, they agreed that the company offered them positive feedback whenever they performed well (). Similarly, participants agreed receiving positive appreciation from their supervisors ( 
However, some practices failed to attract acknowledgement from participants. It was clear that participants did not find value in respects accorded to them by the company when they put in more efforts (. Similarly, participants could not agree or disagree when asked about receiving recognition from the company when they record good performance (). In overall therefore, the results show that participant perceive workplace recognition as most favorable to them. The strengthening formal practices to recognize best performing employees remain below expectations. The company has opportunities to adopt programs that support consistent appreciation of employees who perform better. 
[bookmark: _Toc234883753]Table 5: Summary of Workplace recognition analysis
	
	Mean
	Std. Dev.

	I am motivated by recognition to perform better
	3.835
	1.182

	Wingstop gives us positive feedback whenever we perform well
	3.622
	0.901

	My supervisor appreciates my efforts
	3.530
	1.092

	The company respects and appreciates our efforts
	3.387
	1.025

	Wingstop company recognises good performance among employees
	3.348
	1.335

	Overall score
	3.54
	1.111



[bookmark: _Toc234877249][bookmark: _Toc235930584]Job Satisfaction 
The results showed in Table 6 below summarises the mean and standard deviation for each item of job satisfaction.  The overall score shows moderate agreement from Gen Z employees (. Such results indicate clearly that most of the participants were satisfied with their current roles. Besides, the relatively lower standard deviation scores also reveal that most of the participants had similar perceptions and consistent with the mean value. There were only limited variation occurring across items. The overall score reveals that that Gen Z working at Wingstop Company had positive perception of being satisfied working at the company. 
Participants agree several practices have contributed to positive satisfaction. Most participants agreed showing positive perception. In essence, most of the participants showed satisfaction with given responsibilities. For example, they were willing to recommend to their friends about the importance of working at Wingstop Company. This was also evident when most of them agreed that they had plans to continue with their current employment status at the company (. Similarly, they also felt motivated when giving feedback about their daily work and performance. Together, all these findings reveal that job satisfaction among Gen Z working at Wingstop Company remain strong. However, continued improvement could help the company strengthen satisfaction and overall commitment among employees towards the company. 


[bookmark: _Toc234883754]Table 6: Summary of Job satisfaction 
	Statements
	Mean
	Std. Dev.

	I am currently satisfied with the responsibilities given to me
	3.730
	0.880

	I would easily recommend to anyone to work at Wingstop
	3.691
	0.812

	I have future plans to continue with my current employment status with Wingstop
	3.657
	0.851

	I feel motivated when I give feedback
	3.652
	0.836

	I am currently satisfied with my current job at Wingstop
	3.578
	0.976

	I enjoy it when I come to work everyday
	3.574
	0.911

	Overall score
	3.650
	0.881




[bookmark: _Toc234877250][bookmark: _Toc235930585]Hypotheses Testing 
The study conducted multiple linear regression to test the hypothesis on the effect of work recognition, flexibility, and career development on satisfaction. The findings presented in Table 7 below indicates 22.7% variation in job satisfaction was caused jointly by the three indicators of employee experience. There is moderate positive relationship between all three indicators of employee experience and job satisfaction (. This was a clear suggestion that any improvements in employee experiences came from satisfaction. The model generated an R-squared value of 0.237. This showed that joint combination of all the three indicators of employee experience helped explain around 23.7% variation in satisfaction with their responsibilities. 
Further adjustment of number of predictors in the model showed a slight reduction in R-squared. This showed that the model remained stable. There was no inflation of explanatory power when multiple independent variables were includes. The results showed in the model summary reveals that even though employee experience helped generate meaningful job satisfaction among Gen Z, a larger proportion accounting to 77.3% variation in job satisfaction came from other external factors not included in the model.  For example, some of the factors not incorporated in the model ranged from work environment, employee wellbeing, company culture, and other personality traits.  
[bookmark: _Toc234883755]Table 7: Model summary analysis
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[bookmark: _Toc234883756]Table 8: Analysis of variance
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The results showed in Table 9 below indicated the regression coefficients for the effect of individual indicators of employee experience on job satisfaction. The table shows varying effects caused by WF, CD, and WR. It is evident that all the three indicators of JS achieved positive and statistically significant influence. For example, all the probability values scored below conventional significant threshold. Efforts to improve employee experience along each of the three dimensions would lead to higher JS. Positive coefficients showed WF had the greatest effect on JS (. Career development (CD) had the second effect on JS (. the lowest effect was caused by WR (.
[bookmark: _Toc234883757]Table 9: Standardize regression coefficients
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[bookmark: _Toc234877251][bookmark: _Toc235930586]Discussion 
The results shown above indicate that work flexibility generated strong positive and statistical effect on job satisfaction among Gen Z participants in the sample. The results support supports the hypothesis that more workplace flexibility increase satisfaction among employees. Results also explain that most of employees for perceive that the workplace is more flexible around scheduling their responsibilities, support from management, and entire organization are likely to experience more instances of satisfaction. The findings support of social exchange theory which posits that most of employees reciprocate when organizations treat them well by creating better work place (Al Giffary, Ivan, and Jubaedah, 2025). Organizations that create flexible working environment accommodate the needs of employees. Employees end up perceiving such workplaces as more supportive. Consequently, they respond by showing higher level of satisfaction and commitment. The study results also support self-determination theory which indicates that autonomy forms one of the critical part of psychological need. Hence, by creating flexible work environment, it helps enhance a sense of control over what they do. Consequently, this increases intrinsic motivation as well as satisfaction level. 
Results presented in this study also remain consistent with past studies (Pradipta, Adzani, and Perkasa, 2025l Nainggolan, and Purba, 2024). Their study notes that flexible work environment play a significant role of improving satisfaction level among employees. They help Gen Z because most of employees find such workplaces favourable in enhancing work life balance and assisting employees deal with issues related to stress. Similarly, Nainggolan and Purba (2024) also concludes that work flexibility is a strong driver of employee satisfaction. When applied in the context of Wingstop Company, results show that adopting practices such as policies that support flexible scheduling, adjusting of shifts, and allowing employees to control their schedules, serves an important role of increasing satisfaction. However, findings from descriptive statistics revealed opportunities for improvements. 
Second, the study also found significant effect of career development opportunities on satisfaction. The study results were in support of the second hypothesis which proposed that having more opportunities that support employees to develop their careers increases satisfaction among employees (Tran et al., 2023). The results showed in this project reveal that Gen Z employees derive more job satisfaction when they begin to see their workplace as environment where they can advance in their careers, continue learning, receive support from management, and future advancement. The results are in support of Social Exchange Theory which maintain that organizations that invest in programs to develop their careers make it easier to reciprocate. Employees respond back by developing positive attitude, increasing their level of commitment and more job satisfaction. Similarly, the self-determinant theory indicates that organizations that create opportunities for employees to learn and advance in their careers help employees gain new skills, growth their personalities, and attain aspirations in life. 
Results are in support of past studies such as (Purnamasari et al., 2025; Kozová et al., 2025). For example, they revealed that development of talent among employees help improve both job satisfaction and engagement among Gen Z employees. Similarly, Utomo et al., 2024research established that providing career opportunities to employees helps influence retention among Gen Z employees. Most of younger employees focus more on long term career development. When applied in the context of Wingstop Company, findings show that efforts such as mentoring employees on their careers, structuring training programs, promoting employees in different pathways, and supporting employees, increases job satisfaction. However descriptive analysis indicate that increased transparency when communicating available growth opportunities and expansion of training initiatives, strengthens how employees perceive their employers. 
Third, the study results also supported the third hypothesis by noting that higher workplace recognition increases job satisfaction. Even though the study established that workplace recognition ranked lowest among factors affecting job satisfaction, significance positive relationship also reveals that recognizing contribution and efforts that employees put in their work can also increase job satisfaction among Gen Z. This study supported social exchange theory which maintain that employees that received both acknowledgement and appreciation from the company develop positive perception that organization values their contribution. Similarly, they begin to reciprocate by developing positive attitude. The self-determination theory also suggest that recognition helps fulfil psychological needs of employees. For example, it helps reinforce feeling that they belong to the company, accept what they do, hence strengthening overall job satisfaction. 
The results also support research conducted by Akhtar, and Siregar, 2024; Erong et al 2026. In their research for example, they established that positive employee experience supported by recognition and appreciation, helped increase commitment and satisfaction among Gen Z. Similarly, Jung and Yoon (2021) established that generating meaningful recognition makes significant contribution to satisfaction among Gen Z employees. Most of younger employees acknowledge continuous recognition when they perform well. When extended to Wingstop Company in the UK, the results in this study reveal that existing recognition practices together with supervision and feedback, increases satisfaction. 
[bookmark: _Toc234877252][bookmark: _Toc235930587]Chapter Summary 
The chapter used primary data collected from participants working at Wingstop Company to present results. The study described demographic characteristics of respondents across measures such as educational level, age, and roles, years of work, and gender. They helped demonstrate adequate sample from the target Gen Z. The study also conducted descriptive statistics to examine how respondents perceived indicators in the study. Results established moderate performance of WF, CDO, WR, and JS. This suggested that Gen Z help positive perception concerning employee experience and job satisfaction. 
The study also conducted multiple linear regression to test the hypotheses on whether each of the indicators of employee experience affected job satisfaction. Results from regression showed moderate explanatory power showing that jointly, WF, CDO, and WR affected job satisfaction. Results from individual indicators revealed all three dimensions had moderate significant effect on job satisfaction. Besides, the results indicated that WF had the greatest effect following by CDO and finally by WR.  
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[bookmark: _Toc235930590]Introduction 
The study adopted descriptive cross-sectional research. A survey approach was used to collect primary data from Gen Z working at Wingstop Company in London. The rest of this chapter presents in-depth explanation to understand core conclusions, limitations, and what future research could do to enhance their studies. 
[bookmark: _Toc234877255][bookmark: _Toc235930591]Conclusion
The research project examined the effect of having employee experience among Gen Z working at Wingstop UK within the United Kingdom. The study operationalized employee experience into three indicators – work flexibility, career development opportunities, and recognition. Results established that three indicators worked jointly to have statistically significant effect on job satisfaction. The findings helped support all the three hypotheses established in the introduction section of this project. Besides, analysis of individual indicators revealed that work flexibility came out as one of the strongest determinant to have an effect on job satisfaction among Gen Z. Second, research also revealed career development opportunities also had moderate effect on increasing job satisfaction among Gen Z working at Wingstop UK. Work recognition attained the third effect on job satisfaction.    
[bookmark: _Toc234877256][bookmark: _Toc235930592]Limitations
 	Despite the study using primary data to understand the effect of employee experience on job satisfaction among Gen Z working at Wingstop company in the UK, it is also imperative to note that several limitations were evident. First, the study experienced the limitation of collecting data from gen Z employees only working in a single company. Anyone who wishes to use the results should do so with caution. This is because the results are limited to one company and cannot be generalised to other companies that operate in the hospitality industry as well as employees working in other countries (Asria et al., 2024). In most cases, organisations send to formulate different management styles and cultures. 
Second, the study experienced limitation from the use of cross-sectional design. The study used questionnaires to collect to collect data from one point in time. Even though such a design is important in understanding relationship between variables, it fails to capture different ways that employee experience and job satisfaction is likely to change in the long run (Holopainen and Suslova, 2019). The use of questionnaires cannot allow analysis to establish cause-and-effect relationship between the two variables. Third, the study used self-reported measures for purposes of collecting primary data from participants. Such data experiences challenges of personal perception and social desirability bias. 
The study experienced limitation of focusing on three measures of employee experience alone. Results from multiple linear regression established that the three variables – the WF, CDS, and WR had moderate joint effect on variation of job satisfaction. A large proportion of factors that cause variation in job satisfaction were not included in the study. For example, other studies have found the effect of factors ranging from workload, leadership style, and culture to play a significant role of determining variation in job satisfaction (Sholekha and Esthi, 2025). Future researchers that seek to apply the findings presented in this study should do so within the context of Wingstop Company. 
[bookmark: _Toc234877257][bookmark: _Toc235930593]Suggestion for future research
The study suggests that researchers should extend the findings presented in this research by expanding theories, methodology, and variables. First, while this study focused on a single case study, future researchers should now consider using multiple companies that operate in hospitality industry. Researchers should now consider expanding the study to also incorporate quick service restaurants, restaurants and hotels that operate beyond the United Kingdom. By using different companies, studies can compare practices and generalize their findings.
Second, the study recommends that future researchers should consider adopting longitudinal research for purposes of examining ways that different employees experience different factors at the workplace and how job satisfaction evolve with time. By using a longitudinal research, studies will gain stronger evidence on the case-and-effect relationship. Researchers will begin to assess the long-term effect on performance. Research should consider using mixed-methods approach by integrating interviews and focused group discussions. Besides, survey approach would help the study collect data from a large sample of employees working in different companies. 
[bookmark: _Toc234877258][bookmark: _Toc235930594]Chapter Summary 
Chapter five was used to present both conclusion of major findings, limitations experienced in results, and suggestions for future research work. After analysing primary data, the findings established statistical significance effect of employee experience on job satisfaction among Gen Z employees working at Wingstop Company in the United Kingdom. Multiple linear regression revealed all the three measures of employee experience had moderate effect on job satisfaction. However, apart from joint effect, the standardised coefficients from regression established that work flexibility has the greatest statistical effect that the rest of the variables. Increasing a work flexible environment would have greater unique effect than the rest of the indicators. Second, the study also revealed that career developing opportunities helped Gen Z perceive the work environment as more valuable to them. This is because employees considered such a work place as more favourable to attain more training, advancement of their careers, and personal growth. Besides, the study established that by recognizing performance and effort of each employee, it would help increase commitment, engagement and hence, overall job satisfaction. 
Similarly, chapter five listed a number of limitations likely to affect both interpretation and generalisation of results, focus on a single case study, and use of cross-sectional design to collect data from one point in time. All the limitations outlined in this study offer important direction to guide future researchers on areas with gaps and how they can inform their research process. The study also provided recommendations to help expand research in areas that are beyond this study. For example, some of the recommendations included suggestions for further studies to incorporate more case studies, focus on longitudinal, apply mixed-methods approach, and extra variables. 
In general, the current study makes several contributions to the growing body of research focusing on the importance of customer experience among Gen Z and job satisfaction. The results have established importance theoretical support from two theories – the self-determination theory and the social exchange theory. Managers and leaders in charge of Gen Z can use employee-centered practices to increase job satisfaction, commitment, and overall performance. 
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