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Abstract
This dissertation examines how Talent Management (TM) practices influence the attraction, engagement and retention of Generation Z employees within UK local government, addressing a gap in empirical public sector research. The study is situated within the context of workforce ageing, increasing service demand and recruitment challenges. A quantitative survey was distributed to Gen Z employees at Newport City Council (NCC), with descriptive statistical analysis supported by thematic analysis of open-ended responses. Findings indicate that career progression, work–life balance and job security are the most significant drivers of attraction and retention, while awareness of formal TM strategies remains limited. The study identifies a misalignment between formal TM provision and employee experience, particularly regarding progression visibility and development pathways. It concludes that improving the clarity, accessibility and integration of TM practices, alongside strengthening the employee value proposition, is essential for enhancing retention and workforce sustainability. The research contributes context-specific insights into TM within UK local government.
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[bookmark: _Toc234319602]CHAPTER 1
[bookmark: _Toc217916755][bookmark: _Toc218671370][bookmark: _Toc234319603]INTRODUCTION
[bookmark: _Toc234319604]1.1 Chapter Introduction 
[bookmark: _Toc217916759][bookmark: _Toc218671374][bookmark: _Hlk207289140]This chapter introduces the dissertation and outlines the context in which the study is situated. It examines workforce challenges facing UK local government, including an ageing workforce and difficulties attracting and retaining younger employees. Within this context, Gen Z represents a critical group for workforce sustainability, yet there is limited understanding of how Talent Management (TM) aligns with their expectations in the public sector. This chapter outlines the research problem, aims and questions and introduces the structure of the dissertation.
[bookmark: _Toc234319605]1.2 Background and Context
Local government organisations across the UK are under increasing pressure to sustain workforce capacity in the face of financial constraints, rising service demand and the need to modernise public services (Local Government Association, n.d.). These pressures are occurring alongside significant demographic change within the public sector workforce, as Baby Boomers, Generation X, Millennials and Gen Z are now working alongside one another within the same organisations (Marsh McLennan Agency, 2024). While this generational diversity has the potential to bring varied perspectives and skills, it also increases the complexity of workforce planning and TM.
A major challenge facing local authorities is the considerable proportion of employees approaching retirement, which increases the risk of skills shortages and loss of institutional knowledge (OECD, 2021). Research suggests that public sector employers are already struggling to replace experienced staff at a sufficient rate to maintain workforce capacity (Deegan et al., 2024). The continued departure of older employees, combined with difficulties attracting younger people to the sector, has raised concerns about organisational resilience and succession planning (Deegan et al., 2024; Calo, 2008). This highlights not only a demographic imbalance but also growing challenges in attracting younger talent into the sector.
At the same time, Gen Z, the newest entrant to the workforce, is beginning to form a larger share of UK employment. Early research shows that this cohort holds distinct expectations in relation to technology, communication, values‑driven work, flexibility and career development (Francis and Hoefel, 2018). However, much of this research has been conducted in private sector or international contexts, with limited evidence available to help UK local authorities understand what matters most to Gen Z in public sector roles. 
This creates a critical gap for councils, which operate within environments shaped by statutory responsibilities, financial pressures and distinct organisational cultures. As the Local Government Association (2024) notes, “the fundamental challenge facing the sector is that cost and demand pressures are rising faster than funding”. These conditions influence how workforce strategies are designed and implemented, meaning TM approaches developed in private sector or international contexts cannot be assumed to translate effectively to UK local government. 
[bookmark: _Toc234319606]1.3 Case Study Organisation – NCC
NCC was selected as the case study organisation for this research because it faces workforce challenges that reflect wider issues across UK local government. As a large local authority in South Wales, NCC employs approximately 6,500 staff and delivers a wide range of public services, including education, social care, housing, environmental services and community (NCC, n.d.). The size and diversity of its workforce make it a suitable setting for examining how workforce challenges and TM practices are experienced in a public sector context.
Internal workforce data indicates an ageing employee profile, with a significant proportion of employees eligible for retirement in the coming years (NCC, 2025). In response, NCC has introduced initiatives aimed at improving recruitment and retention, including apprenticeship programmes, graduate pathways, flexible working arrangements and professional development opportunities (NCC, 2023). However, there remains limited evidence on how effectively these initiatives align with the expectations and experiences of Gen Z employees within this context. 
This workforce challenge must be understood within its wider local demographic context. Census data indicates that Newport has a comparatively young population profile, ranking as the second youngest local authority in Wales after Cardiff, with a median age of 38 (Office for National Statistics, 2023). This data shows that, despite an ageing workforce, there is a relatively strong presence of younger people within Newport. While this does not remove the pressures associated with workforce ageing, it highlights a potential opportunity for NCC to draw on a local pipeline of younger talent. This makes NCC a relevant case study for exploring how effectively TM practices align with the expectations of Gen Z employees.
[bookmark: _Toc234319607]1.4 The Research Problem
Local government organisations, including NCC, face growing workforce vulnerabilities driven by demographic change. Evidence from the local government sector identifies population ageing as a structural risk to workforce sustainability, with retirement rates increasingly outpacing replacement and skills demands intensifying (Evandrou et al., 2015). Within this context, NCC’s People Plan 2023–2028 recognises the importance of sustaining organisational capability, developing talent and supporting workforce transformation to ensure continued service delivery in an evolving employment environment (NCC, 2023). These conditions present critical challenges for how local authorities can effectively manage talent across generations to maintain workforce continuity, capability and organisational resilience. Failure to attract, engage and retain younger employees presents a strategic risk to succession planning, organisational resilience and the future capacity of local authorities to deliver public services.
[bookmark: _Toc217916762][bookmark: _Toc218671375]Despite the importance of these challenges, there remains limited empirical research examining how TM practices influence the attraction, engagement and retention of Gen Z employees within local government. Existing literature largely focuses on private sector settings, broader generational comparisons or general HR preferences, with limited consideration of the workforce challenges facing public sector organisations (Thunnissen and Buttiens, 2017). As councils operate within statutory, procedural and financial constraints, TM practices cannot be assumed to transfer directly from private sector models. This research therefore examines their relevance and applicability to managing Gen Z within a local government context.
[bookmark: _Toc234319608]1.5 Research Aims, Objectives and Questions
Aims
To critically assess how NCC can adapt TM approaches to engage Gen Z and strengthen workforce resilience for the future.
Objectives 
1. To explore the workplace expectations, preferences and behaviours of Gen Z and how these relate to TM practices in UK local government.
2. To investigate the challenges and opportunities of engaging and retaining Gen Z in UK local government, focusing on the impact of TM practices on organisational culture, career development and employee engagement.
3. To critically evaluate the effectiveness and alignment of current TM strategies and initiatives in attracting and retaining Gen Z employees within local government.
4. [bookmark: _Toc217916763]To recommend evidence-based strategies for NCC to enhance TM practices, ensuring effective engagement, retention and workforce sustainability for Gen Z employees.
Research Questions
To guide this exploratory study, the following research questions will be addressed:
RQ1. What are the workplace expectations, preferences and behaviours of Gen Z employees within UK local government and how do these relate to TM practices?
RQ2. What challenges and opportunities exist in engaging and retaining Gen Z in UK local government and how do TM practices influence organisational culture, career development and employee engagement?
RQ3. To what extent are current TM strategies and initiatives effective and aligned in attracting and retaining Gen Z employees within local government?
RQ4. What evidence-based strategies can NCC adopt to enhance TM practices for Gen Z, ensuring engagement, retention and workforce sustainability?
[bookmark: _Toc217916761][bookmark: _Toc218671376][bookmark: _Toc234319609]1.6 Research Scope
This study focuses exclusively on Gen Z employees at NCC. The research employed a quantitative approach, using surveys to gather data on the experiences, expectations and engagement of Gen Z within the organisation. Surveys were distributed to 685 Gen Z employees within the council (NCC, 2025). The study is limited to current employees of NCC and does not include other generational groups or other local authorities. By concentrating on this specific context and demographic, the research aims to provide actionable insights for TM strategies tailored to the needs of Gen Z in local government. It is acknowledged that while this scope provides valuable insight for NCC, its exclusive focus may limit the generalisability of findings to other public sector organisations or local authorities.
[bookmark: _Toc218671377][bookmark: _Toc234319610][bookmark: _Toc217916760][bookmark: _Toc217916764][bookmark: _Toc218671378]1.7 Justification 
There is a clear gap in research on TM within UK local authorities, particularly regarding generational differences in the workforce. Councils are facing unprecedented challenges: severe financial constraints, escalating service demands and an acute need to attract and retain younger employees (Forvis Mazars, 2023). As Deegan et al. (2024), writing for the County Councils Network’s Workforce of the Future report, highlight, the combination of limited workforce capacity, an ageing population and insufficient younger talent poses serious risks to local government’s ability to deliver essential services. Notably, under‑25s comprise just 4.6% of the local government workforce in England and Wales, while 66.9% are aged 40–64, a demographic imbalance that threatens long‑term workforce sustainability (Deegan et al., 2024). If these issues remain unaddressed, councils risk workforce instability, increased recruitment costs and compromised service delivery, ultimately undermining public trust and organisational resilience.
The urgency of this issue is amplified by demographic realities. Gen Z accounts for approximately 30% of the global population and is projected to represent 27% of the global workforce by 2025 (Demetriou, 2024). Their integration into local government is therefore critical for future-proofing public sector sustainability. Yet, while previous studies have examined TM, very few have explored how Gen Z is entering and shaping the UK public sector workforce. This cohort brings distinct values such as flexibility, inclusivity and digital fluency that often conflict with traditional hierarchical structures and rigid pay frameworks (Shinde and Surve, 2025). Although writing in a South African context, Thusi and Chauke (2023) similarly highlight that misalignment between employee expectations and public sector working conditions contributes to dissatisfaction and higher turnover, a challenge potentially mirrored in UK local authorities. Furthermore, Kravariti and Johnston (2020) underscore the scarcity of research on public sector organisations and Boselie et al. (2017) emphasise that TM in this context remains underexplored compared to the private sector.
The lack of evidence on how councils can adapt to meet Gen Z’s expectations underscores the critical need for this study. By focusing on NCC as a case study, this research directly addresses these gaps. It will provide evidence-based insights into how TM practices are experienced by Gen Z employees in a public sector context. The findings will inform local policy and practice while contributing to literature on workforce sustainability and generational change in the public sector. In doing so, the study advances understanding of how councils can move beyond generic TM approaches and develop more context-sensitive strategies that better reflect the expectations of younger employees.
[bookmark: _Toc234319611]1.8 Structure of the study 
· [bookmark: _Toc217916766][bookmark: _Toc218671380]Chapter 1 introduces the research, outlining the background, research problem, aims and context for examining TM and Gen Z within local government.
· Chapter 2 critically reviews the literature, exploring TM theory, public sector challenges and Gen Z workplace expectations to identify key gaps. 
· Chapter 3 outlines the research methodology, justifying the philosophical approach, research design, data collection and analytical methods adopted to address the research objectives.
· Chapter 4 presents, analyses and synthesises the findings, integrating quantitative and qualitative data and critically linking these to the literature to evaluate key themes in relation to the research objectives.
· Chapter 5 presents overall conclusions in relation to the research objectives and provides evidence-based recommendations.
[bookmark: _Toc234319612]1.9 Chapter Summary
[bookmark: _Toc220001934]This chapter established the context and rationale for the study, defined the research problem and outlined the aims, objectives and research questions. It outlined the demographic challenges of an ageing workforce and the need to attract and retain younger employees, situating the study within the broader public sector workforce context. The next chapter presents a critical review of the literature on TM and Gen Z, identifying gaps that inform the study’s conceptual framework.
[bookmark: _Toc234319613]CHAPTER 2
[bookmark: _Toc220001935][bookmark: _Toc234319614]		LITERATURE REVIEW
[bookmark: _Toc207618243][bookmark: _Toc220001936][bookmark: _Toc234319615]2.1 Chapter Introduction
This chapter critically reviews literature on TM, focusing on its relevance to the public sector and the experiences of Gen Z. It begins by outlining the theoretical foundations and evolution of TM before examining its application within local government contexts. The chapter then explores generational differences in workforce expectations, with particular attention to Gen Z values and emerging research on attracting, engaging and retaining younger employees in local government roles. The chapter concludes by identifying gaps which inform the focus of this research.
[bookmark: _Toc220001937][bookmark: _Toc234319616]2.2 Foundations and Evolution of Talent Management
TM emerged in the late 1990s in response to skilled labour shortages and competition for talent. War for Talent framed attraction and retention as strategic priorities rather than transactional HR concerns (Cappelli and Keller, 2017). Its foundations are commonly linked to Human Capital Theory, which treats employee skills as investments that improve outcomes and the Resource-Based View, which sees talent as a source of competitive advantage (Becker, 1993; Oliver, 1997). Although these theories differ, both emphasise the critical role of people in organisations.
CIPD (2025a) defines TM as the processes used to attract, identify, develop, engage and retain people who add organisational value. Approaches vary from inclusive models that develop the whole workforce to exclusive models focused on high-potential staff, with some organisations using blended approaches. Roy and Devi (2017) argue that the most suitable model depends on organisational context, while Cross Walker (2020) links inclusive approaches to equity and knowledge sharing in public services, although their ability to address critical skills shortages remains debated (Roy and Devi, 2017).
TM has evolved beyond attraction to include practices such as employee value proposition (EVP), wellbeing initiatives and flexible working. CIPD (2025a) further highlights that attraction alone is insufficient, emphasising the importance of development, retention and strategic workforce planning. To support this, CIPD (2025b) recommends a strategic approach to workforce planning and internal development programmes to upskill employees. This reflects a broader recognition that organisational success depends on developing capability across key roles, making TM a strategic priority (Cappelli and Keller, 2017).
Recent research highlights the transformative role of technology, data analytics and artificial intelligence in shaping modern talent strategies. Acharya and Seshadri (2025) emphasise that TM is now dynamic and deeply embedded within business strategy, prioritising adaptability, continuous learning and digital integration. Similarly, Arora et al. (2024) contend that digital transformation and agile business models have made TM essential for maintaining competitiveness in a rapidly changing environment. The rise of AI, data analytics and digital service delivery is redefining skill requirements across industries, demanding new technical competencies alongside soft skills such as adaptability and problem-solving (Acharya and Seshadri, 2025).
Alongside these developments, diversity and inclusion are increasingly emphasised within talent strategies, with organisations prioritising fairness and representation (Groenewald et al., 2024; Acharya and Seshadri, 2025). The integration of diversity, equity and inclusion (DEI) is associated with employee engagement and organisational performance, while the absence of inclusive practices is linked to disengagement and reduced competitiveness. These developments underscore the need for talent strategies that are agile, technology-enabled and aligned with contemporary workforce planning (Groenewald et al., 2024; Acharya and Seshadri, 2025).
[bookmark: _Toc220001938][bookmark: _Toc234319617]2.3 Talent Management in the Public Sector
Although TM has become a prominent feature of organisational strategy, its implementation within the public sector remains comparatively underdeveloped (Cross Walker, 2020; Thunnissen and Buttiens, 2017; Al Jawali et al., 2022). Cross Walker (2020) argues that public sector organisations face many of the same challenges as private organisations, including workforce ageing, skills shortages and the potential loss of organisational knowledge, yet TM has received relatively limited attention in public-sector research and practice. As a result, understanding how TM can be applied within the constraints of public organisations has become an increasingly important area of study.
Historically, TM originated in the private sector. Kravariti and Johnston (2020) note that while private organisations adopted these practices early, the public sector advanced more slowly due to reliance on traditional employment models and budget constraints. Boselie et al. (2017) note that this slower development is also linked to the public sector’s distinct environment, where employment arrangements were traditionally designed around stability, equal treatment and long-term careers, rather than strategic differentiation. These features shaped how workforce development was approached and meant that TM was not initially seen as a strategic priority.
Implementing TM in the public sector is complex because of diverse organisational structures, making strategies less visible and harder to operationalise (Kravariti and Johnston, 2020). Sector-wide analysis shows a cumulative 32% reduction in local government headcount since 2012, reflecting how service redesign and funding pressures have eroded workforce capacity (Deegan et al., 2024). Boselie et al. (2017), emphasise that approaches must be adaptable and sector-specific, as private sector models often fail to address public sector constraints. 
A growing body of literature identifies the EVP as a key factor influencing attraction and retention outcomes (CIPD, 2025a; Deegan et al., 2024). Recent guidance for public sector employers suggests that an authentic EVP that reflects what employees actually value, such as hybrid working, career development and work-life balance, can significantly enhance an organisation’s ability to attract, recruit and retain talent (Jobs Go Public, n.d.). Retention pressures are further intensified by competitive pay dynamics between sectors. Evidence from local government employers indicates that, since the COVID‑19 pandemic, public organisations have increasingly lost staff to higher paying private sector roles made accessible through remote working (Deegan et al., 2024). Thusi and Chauke (2023) illustrate this dynamic in the South African public sector, where competition for scarce skills has led to elevated turnover rates, prolonged vacancies and escalating recruitment costs, factors that ultimately compromise service delivery. These findings point to a tension noted in the literature between workforce expectations and the resource constraints facing organisations. According to a survey conducted by Deegan et al. (2024), two-thirds of respondents answered “no” to the question, “Do you think local government is perceived as an attractive employer for those who don’t currently work in the sector?”. However, the same survey revealed that 73% of respondents would recommend working in local government. This suggests a disconnect between external perceptions of local government and the experiences of existing employees, indicating that clearer employer branding and values-based messaging may strengthen attraction and employee advocacy.

Inclusive TM is emerging as a practical, sustainable approach in public services. Rather than concentrating solely on high performers, this model focuses on developing the entire workforce. Cross Walker (2020) argues that such an organisation-wide strategy builds social capital and encourages knowledge sharing, which helps counteract the rigid structures and bureaucracy. By harnessing the strengths of all employees and fostering collaboration, public sector organisations can better address skills shortages, improve retention and strengthen their capacity to deliver high-quality services to the communities they serve.
Recent insights from the Forvis Mazars (2023) contribute further contemporary evidence of these challenges. The report found that employees place high value on wellbeing support, flexible and hybrid working and opportunities for recognition and career progression, with 97% of respondents agreeing that good health and wellbeing are essential to workplace productivity. However, the report also highlights significant constraints that limit the consistent implementation of these practices. Notably, 56% of respondents identified limited resources as the primary barrier to providing training and development, alongside resistance to organisational change and short‑term operational focus that inhibits strategic workforce planning. The literature suggests these constraints may limit the extent to which organisations can invest in long‑term talent pipelines or adapt to shifting workforce expectations. This challenge is amplified in the Welsh public sector, where the Public Services Staff Commission (2017) notes that many organisations do not currently have robust enough systems in place to gather or analyse the workforce data required for effective planning, further undermining the feasibility of evidence‑led TM. 
Clarke and Scurry (2020) find that, although fast‑track graduate programmes are widely promoted as a public sector TM solution, their effectiveness is often limited by organisational constraints, uneven delivery and variable support from line managers. They show that clear communication about what graduates can expect and consistent line‑manager involvement are critical if these schemes are to genuinely develop and retain graduate talent. Similar issues, especially the dependence on job placement quality and line‑manager support are also reported in an Australian public sector case study by Clarke (2017). Furthermore, research conducted by the Local Government Association (n.d.) highlights that strategic and financial pressures on public services often result in limited resources being allocated to immediate service delivery rather than long-term workforce planning. This misalignment is further reflected in Welsh workforce planning guidance, which expects public bodies to “share information beyond their organisational boundaries” and adopt fully “integrated planning” across workforce, service and financial domains, despite the well‑documented fragmentation and operational pressures that make such collaboration difficult to achieve in practice (Public Services Staff Commission, 2017, pp.5–7).  Consequently, TM is frequently perceived as a “nice to do” rather than a core priority (Local Government Association, n.d).
These organisational challenges are further complicated by demographic shifts. Over two-thirds (67%) of council staff are aged between 40 and 64, with a mean age of 47. Retirement-related workforce pressures are also increasing, with retirements from the Local Government Pension Scheme rising by 11.2% 2024/25 (Local Government Association, 2026). Traditional incentives such as job security appear to be losing salience for younger workers, who increasingly prioritise flexibility, opportunities for development and inclusive workplace cultures (Mangan et al., 2024). Similar challenges are evident internationally. Kurniawan and Wijoyo (2024), examining the Indonesian public sector, identify persistent difficulties in attracting and retaining skilled staff, largely due to budgetary constraints and uncompetitive public sector compensation policies when compared with the private sector. Their research highlights that, beyond remuneration, unclear career pathways and limited opportunities for professional development further undermine retention efforts. Several authors argue that public sector competitiveness is increasingly associated with investment in learning, development and modern recruitment practices; however, the extent to which these approaches can be applied within resource‑constrained local authorities remains contested (Kravariti and Johnston, 2020; Boselie et al., 2017).
Digital transformation is also reshaping public sector talent requirements. Deloitte (2022) and McKinsey (2024) emphasise the growing need for upskilling, updated recruitment approaches and support for hybrid work models. Forvis Mazars (2023) similarly reports persistent skills shortages across technical, digital and corporate service roles, advocating improved recruitment, training investment and clearer progression routes. While these measures are frequently promoted, the literature also highlights that structural and financial constraints can limit the feasibility and consistency of implementation across public bodies (Forvis Mazars, 2023; Boselie et al., 2017). Collectively, these studies highlight public sector TM pressures, but their applicability to UK local government is limited by differences in governance, funding, employment frameworks and labour market conditions.
[bookmark: _Toc234319618]2.4 Workforce Ageing and Talent Management Pressures in Wales 
Demographic change in Wales provides important context for understanding talent challenges facing local authorities. Wales is experiencing a sustained demographic shift towards an ageing population, raising concerns around workforce sustainability and future skills supply as the working-age population declines and demand for labour increases (Universities Wales, 2019). This reduces the pipeline of younger entrants and intensifies competition for talent, particularly in sectors already facing persistent recruitment difficulties. NCC’s workforce mirrors these national patterns, as shown in Figure 2.1 and 2.2, only 11.0% of employees belong to Gen Z, while 40.0% are Millennials and 39.0% are Generation X. It also indicates that 23.0% of the workforce is already eligible for early retirement (NCC, 2025). This creates both replacement demand and structural workforce constraints (Boselie et al., 2017).
Skills shortages further compound these pressures. Wales reports the highest proportion of employers experiencing skills gaps across the UK, with 58 per cent identifying shortages and only 31 per cent implementing initiatives aimed at recruiting or developing under-25s (Open University, 2024). At the same time, Gen Z respondents show strong interest in growth areas such as AI-related roles and are more likely to remain with employers offering meaningful development opportunities. Yet only 20 per cent of Welsh employers feel confident in delivering their artificial intelligence strategies due to capability constraints (Open University, 2024). This indicates a capability gap between workforce expectations and organisational readiness. The literature highlights the scale of the challenge but offers limited guidance for resource-constrained local authorities, underscoring the need for context-specific talent strategies to address demographic and structural workforce pressures.
[image: A close-up of a graph

AI-generated content may be incorrect.][image: A close-up of a graph

AI-generated content may be incorrect.][bookmark: _Toc234320774]Figure 2.1: Generations Data (NCC, 2025) 





[bookmark: _Toc234320775]Figure 2.2: Early Retirement Trends (NCC, 2025)

[bookmark: _Toc234319619]2.5 Understanding Gen Z: Workplace Expectations, Preferences and Behaviours
[bookmark: _Hlk214549231]By 2025, Gen Z was projected to comprise approximately 27% of the workforce (Top Employers Institute, 2024). They typically value flexibility, meaningful work, rapid progression and effective digital tools but these expectations often clash with structured processes, limited budgets and legacy systems (Schroth, 2019). Employer attractiveness is also shaped by ethics, sustainability and social responsibility (Rzemieniak and Wawer, 2021). For councils, understanding these preferences is important when considering how Gen Z expectations align or conflict with public sector realities.
Strauss and Howe’s (1991) Generational Theory offers a useful framework for understanding this generation’s workplace attitudes, suggesting that historical events and socio-economic conditions shape each generation’s values and behaviours. This perspective is echoed by Gifford (2020), who argues that formative experiences during upbringing and entry into the labour market have a lasting influence on priorities and life choices. Nieżurawska‑Zają̨c, Kycia and Niemczynowicz (2023) similarly apply a generational lens, comparing Gen Z with older cohorts to understand their distinctive workplace expectations, motivational drivers and attitudes toward work. However, George, Baskar and Srikaanth (2024) warn that generational traits are often overgeneralised, with variation within generations sometimes exceeding differences between them. 
A significant contextual influence shaping Gen Z’s workplace expectation is the COVID-19 pandemic, as identified by Jayathilake et al. (2021) and Harari, Sela and Bareket-Bojmel (2023). Experiencing the pandemic during key stages of education and early career, many adapted to hybrid learning and remote work. This has fostered a preference for flexibility, digital engagement and continuous learning, alongside a heightened focus on well-being and mental health (Harari, Sela and Bareket-Bojmel, 2023; Jayathilake et al., 2021). Harari, Sela and Bareket-Bojmel (2023) found that, during the COVID-19 crisis, Generation Z demonstrated lower resilience than Generation X, but higher levels of openness to change and self-enhancement. Jayathilake et al. (2021), focusing specifically on the post-COVID-19 workplace, argue that employee development approaches such as personalised learning, reverse mentoring and intrapreneurship may support Gen Z retention and organisational performance. Although the long-term effects remain unclear, the pandemic appears to have had a lasting influence on Gen Z attitudes towards work and career development (Harari, Sela and Bareket-Bojmel, 2023; Jayathilake et al., 2021).
These influences are most clearly reflected in Gen Z’s strong preference for flexibility. Research by Kästner and Mattutat (2024) indicates that flexibility is a primary workplace priority for Gen Z. Similarly, Shinde and Surve (2025) and Zahra, Handoyo and Fajrianthi (2025) identify work–life balance, flexible hours and hybrid or remote working as highly valued benefits. These preferences reflect a desire for autonomy and the integration of work and personal life, challenging traditional office-based models (Shinde and Surve, 2025). This trend is also evident within UK local government, where 88% of employees aged 18–34 consider hybrid or remote working important (Deegan et al., 2024). However, the literature presents contrasting perspectives. Romero (2025) challenges the assumption that Gen Z resists office-based work, suggesting instead that Millennials and Gen X show greater resistance. Gen Z, by contrast, values collaborative and socially engaging environments alongside flexibility. Iorgulescu (2016) similarly found that 47.7% of Gen Z respondents preferred working in large teams, compared to 34.6% who favoured independent work. This highlights the need to avoid overgeneralisation and to understand Gen Z preferences within specific contexts.
Gen Z places strong emphasis on DEI, with 91% believing everyone should be treated equally (Schroth, 2019). As the most racially and ethnically diverse generation, they expect employers to uphold social responsibility and inclusivity. For this cohort, employer appeal is strongly shaped by perceptions of environmental responsibility, social responsibility and community engagement, which they view as important indicators of an organisation’s values (Dangmei and Singh, 2016). Organisations that demonstrate authenticity in these areas are more likely to attract and retain this talent. However, the literature also highlights tensions. Schroth (2019) notes that Gen Z’s strong stance on equality can lead to challenges around free speech and organisational culture, particularly in hierarchical environments. This is especially relevant for public sector employers, where more rigid structures and slower progression may reduce role attractiveness despite strong alignment with Gen Z’s social value priorities.
Pandita (2022) extends this discussion by demonstrating how DEI principles should be embedded within organisational design rather than confined to policy statements. The study suggests that Gen Z’s preference for “undefined identities” aligns with flatter hierarchies, flexible career pathways and less rigid job titles, signalling inclusion through the structure of work itself rather than through formal commitments alone. Recent research by Rzemieniak and Wawer (2021) both supports and extends these observations. Their findings confirm that sustainability, ethics and diversity are indeed highly valued by Gen Z, echoing the themes identified by Schroth (2019) and Dangmei and Singh (2016). Rzemieniak and Wawer (2021) add a gendered dimension, demonstrating that women from Gen Z are significantly more likely than men to appreciate and be motivated by companies that actively promote these values. This suggests that while DEI and sustainability initiatives are broadly attractive to Gen Z, their impact may vary within the cohort, particularly between genders. Consequently, organisations seeking to attract and retain Gen Z talent should embed DEI principles not only in policy but in practice, ensuring that organisational culture reflects these values authentically and is responsive to the diverse expectations within Gen Z (Zahra, Handoyo and Fajrianthi, 2025).
A dominant theme in the literature is the characterisation of Gen Z as ‘digital natives,’ having grown up in a world shaped by mobile phones, digital communication, social media and the internet (Francis and Hoefel, 2018; Dangmei and Singh, 2016; Jayathilake et al., 2021; Pandita, 2022). Pandita (2022) suggests that this digital upbringing has made Gen Z analytical, self-directed learners who multitask efficiently. Vieira, Costa and Santos (2024) further highlight that Gen Z expects technology to be embedded throughout their working lives and places strong emphasis on diversity, inclusion and supportive workplace cultures, including wellbeing and work–life balance. Recruitment, onboarding and career management processes must therefore evolve to align with these expectations. However, Dangmei and Singh (2016) caution that heavy reliance on technology may lead to impatience, shorter attention spans and a preference for instant solutions, illustrating the complexity of this cohort’s relationship with technology. While these traits offer opportunities for innovation in the public sector, many councils still face challenges in keeping pace with rapid digital change, creating a potential misalignment between organisational capabilities and generational expectations. Zahra, Handoyo and Fajrianthi (2025) note that insufficient or outdated technological tools can lead to frustration and diminished engagement among Gen Z employees, with potential implications for retention. These challenges mirror broader barriers to digital innovation across local government. Key obstacles include financial constraints, reported by more than half of councils, legacy-system integration difficulties affecting nearly two-fifths and persistent workforce digital skills gaps identified in 40% of authorities (Civica, 2025).
Forvis Mazars’ public sector survey reinforces this perspective, revealing significant challenges for councils and other public bodies in meeting Gen Z’s expectations. One survey participant noted that the sector is not appealing due to outdated systems and bureaucratic processes, which Gen Z finds unattractive (Forvis Mazars, 2023). The survey highlights that public sector organisations often lag behind in adopting advanced technologies, constrained by budgetary limitations and bureaucratic structures (Forvis Mazars, 2023). This creates a disconnect between organisational capabilities and generational expectations. Research suggests that Gen Z places a high value on innovation, flexibility, autonomy and inclusive workplace cultures (Pandita, 2022; Schroth, 2019). Where organisational modernisation is limited, these expectations may be more difficult to meet, potentially affecting the attractiveness of employers to younger talent.
[bookmark: _Hlk217311418]Building on Gen Z’s digital nativity and preference for flexibility, another key theme emerging in the literature is their strong desire for career development. Recent research challenges stereotypes of Gen Z as “lazy,” indicating that 65% are eager for professional development and career growth (Silicon UK, 2024). Iorgulescu (2016) reinforces this view, noting that Gen Z seeks careers that are meaningful, autonomous and intellectually stimulating. 87.18% of Gen Z respondents in the survey identified opportunities for advancement and career development as their top priority when selecting a full-time job. Similarly, Madan and Nandan’s (2024) study identifies growth and autonomy as central factors shaping their job expectations. Notably, the ‘economic aspect’ was ranked fifth by both genders, indicating that extrinsic benefits such as salary and rewards are given less priority compared to intrinsic factors that contribute to personal satisfaction.
Learning and development remain a central theme in the literature, with studies indicating that Gen Z value workplaces offering mentoring, continuous learning and opportunities for professional growth (Bridges, 2015, as cited in Dangmei and Singh, 2016; Iorgulescu, 2016). In Iorgulescu’s (2016) study, Gen Z rated the ability to constantly learn new things as the most important skill for building a successful career, even though their top priorities when choosing a full‑time job were advancement opportunities, pay and job security. However, this interpretation is challenged by Madan and Nandan (2024), who reported that meaning and purpose outweigh opportunities for formal development, with development ranked as the least important factor. This suggests a preference for roles centred on meaningful contribution and responsibility rather than formal development pathways. Agarwal and Vaghela (2018) offer a different viewpoint, suggesting that learning remains core to the generation. They argue that having grown up in a digital era with instant access to platforms such as YouTube, Gen Z expects quick learning paths and on-demand resources. As a result, they recommend that organisations adopt more adaptable strategies, such as implementing rotational programmes, exploratory assignments and expanding opportunities for continuous learning and development. 
[bookmark: _Toc220001940][bookmark: _Toc234319620]2.6 Gen Z in the Public Sector 
Gen Z is entering the workforce at a time when public sector organisations are grappling with a “perfect storm” of workforce shortage, economic pressures and rising demand for services (Forvis Mazars, 2026). TM literature highlights that attracting and retaining Gen Z requires a fundamental rethink of traditional public sector workforce strategies (Deegan et al., 2024). The Workforce of the Future report notes that Gen Z are motivated by mission‑led roles and opportunities to make a positive impact, yet local government has not fully harnessed this potential, with under‑25s representing only 4.6% of the workforce (Deegan et al., 2024). While the mission‑driven ethos of public service aligns with Gen Z’s preference for meaningful work and inclusive environments, existing TM practices do not always reflect these priorities (Deegan et al., 2024). This reflects a broader mismatch, discussed earlier, between public sector structures and Gen Z expectations for flexibility, early responsibility and visible career progression (Mangan et al., 2024). As digital natives, Gen Z are quick to notice outdated systems and limited investment in modern tools and innovation may weaken engagement and retention (McConnell and Blackburn, 2025).
Mangan et al. (2024) highlight that local government roles have evolved from transactional tasks to more relational and strategic work. However, this progress is often constrained by structural and financial limitations, making it harder to attract and retain younger generations such as Gen Z. While younger workers seek meaningful work, rapid progression and alignment with their values, local government is often perceived as slow to innovate and less responsive to these priorities. The authors argue that councils should clearly demonstrate how public service roles make a difference or risk losing appeal to new talent. Similarly, UK survey data confirms that purpose, specifically a ‘passion for public service’, remains a key attractor, yet it is under‑leveraged in employer branding and recruitment messaging. Almost half of respondents reported being drawn to local government by the opportunity to pursue purpose‑driven roles that make a positive impact. Despite this, Deegan et al. (2024) find that councils do not invest enough in showcasing their values, purpose and societal impact to prospective employees, contributing to a weak employer brand. 
Research shows that Gen Z places strong importance on job security, organisational social responsibility, flexible working and modern benefits systems (Nieżurawska‑Zając, Kycia and Niemczynowicz, 2023). Although this study does not focus on the public sector, these preferences closely align with what many public roles offer. Acheampong (2021) further demonstrates that public sector employers can attract Gen Z by combining secure and competitive employment with intrinsic rewards such as meaningful work, autonomy, supportive leadership and clear development pathways. Krajec and Buzeti (2024) likewise argue that job stability and salary alone are no longer sufficient to attract young talent into public administration. Their findings emphasise the importance of work–life balance, flexible working arrangements, varied and interesting work, organisational reputation, employee development, wellbeing and visible social responsibility. 
Recent survey data reflect these broader trends: in the U.S., 90% of Gen Z respondents prioritise flexible working and 87% value long‑term job security (McConnell and Blackburn, 2025), while UK figures show that 88% of employees aged 18–34 consider hybrid or remote work important (Deegan et al., 2024). Although age‑based rather than generation specific, these findings mirror Gen Z expectations within local government settings.
To address leadership and knowledge gaps in the public sector, local councils have implemented a range of TM schemes, such as accelerated career development or ‘fast-track’ graduate programmes (Clarke and Scurry, 2020). Graduate entry schemes and apprenticeships are widely promoted as key mechanisms for attracting and developing talent. According to the Local Government Association, 90% of councils have an apprenticeship strategy or plan being developed however, only 49% believe that apprenticeships are effectively addressing recruitment and retention challenges (Local Government Association, 2026). While these initiatives aim to accelerate progression and build leadership capacity, evidence suggests their effectiveness remains inconsistent. Forvis Mazars (2026) echoes this uncertainty, highlighting that many organisations are not making the most of resources like the Apprenticeship Levy, often due to temporary contracts and a lack of senior officer buy-in. Furthermore, a study by Clarke (2017) found that the graduate development programme in an Australian public sector organisation only partially supported employability, with outcomes often dependent on job fit and line manager support. This results in inconsistent development experiences and does not guarantee continued employment. This highlights a gap between the widespread promotion of graduate and apprenticeship schemes and the limited empirical evidence of their long-term effectiveness in addressing recruitment and retention challenges.
The urgency is amplified by structural challenges such as cost‑cutting pressures and rising service demand, which continue to place strain on public sector organisations (Clarke and Scurry, 2020). These challenges are compounded by Wales’s projected demographic changes, with the proportion of older people increasing while the share of younger and working-age populations declines. This shift is expected to contribute to a shrinking labour force and increased demand for public services, intensifying competition for a reduced working-age population (Welsh Government, 2026). Without effective strategies, organisations risk recruitment and retention challenges, particularly as experienced staff retire (Clarke and Scurry, 2020; Calo, 2008). 
Traditional public sector models, characterised by stability and hierarchy, may not align with the expectations of new graduates, creating risks for future recruitment and skills pipelines (Clarke and Scurry, 2020). Deegan et al. (2024) reinforce this challenge, noting that limited opportunities for progression within expected career timelines remain a significant barrier. They further argue that weaknesses in progression and limited post‑scheme opportunities frequently undermine the retention of early career employees. Audit Wales (2023) highlights a mismatch between expected workforce growth and increasing service demand, suggesting that expanding staffing levels alone will not address these challenges and reinforcing the need for sustainable, long-term workforce strategies. Evidence also suggests that unclear career pathways contribute to retention challenges, with early career employees reporting frustration at ‘hitting the ceiling’ due to limited progression opportunities (Deegan et al., 2024).
[bookmark: _Toc220001941]Deegan et al. (2024) emphasise that addressing workforce challenges requires coordinated action beyond individual councils, with the report framing this shift as essential for attracting the next generation of the local government workforce. It stresses that councils need greater influence over the skills agenda, stronger and more consistent employer branding and more flexible career development routes, all of which are necessary to meet the expectations of younger workers seeking clearer progression and modernised opportunities. These insights are particularly relevant for Welsh local authorities. However, there remains limited empirical evidence on how Gen Z employees experience these workforce challenges in practice or how effectively local government TM strategies address their expectations.
[bookmark: _Toc234319621]2.7 Literature Gaps 
Although TM is widely studied, most research is private sector focused and does not address the unique operational and statutory realities of UK local government. Evidence on Gen Z within local authorities is particularly scarce and there is a lack of practical guidance for translating theory into effective council strategies. For NCC, targeted, context-specific evidence is needed to guide practice. Deegan et al.’s (2024) findings provide an essential sector baseline but do not focus on Gen Z specifically or local authorities in Wales, whose budgetary context differs from the wider UK. Welsh workforce planning guidance also highlights that the shrinking supply of younger workers in Wales will intensify competition for future talent, making effective TM increasingly critical for councils such as NCC as they confront long‑term demographic decline (Public Services Staff Commission, 2017). 
[bookmark: _Toc220001942][bookmark: _Toc234319622]2.8 Chapter Summary 
[bookmark: _Toc224743097][bookmark: _Toc224743099]This chapter reviewed the literature on TM and Gen Z, highlighting key themes and identifying gaps within the UK local government context. While the literature provides a useful foundation, its limited applicability to a Welsh local authority such as NCC highlights the need for further primary research. The next chapter outlines the research methodology.










[bookmark: _Toc234319623]CHAPTER 3
[bookmark: _Toc207618254][bookmark: _Toc224743098][bookmark: _Toc234319624]RESEARCH METHODOLOGY
[bookmark: _Toc234319625]3.1 Chapter Introduction
[bookmark: _Hlk207724039][bookmark: _Toc224743100]The chapter analyses the research design used to explore how TM practices align with the needs of Gen Z within NCC. The methodology is structured using Saunders, Lewis and Thornhill’s (2016) research onion as a guiding framework, which provides a structured approach to organising methodological decisions, from research philosophy and approach through to strategy and data collection techniques. The study adopts a quantitative survey within NCC, supported by decisions on sampling, instrument design and ethical considerations.
[bookmark: _Toc234319626]3.2 Research Philosophy
Saunders, Lewis and Thornhill (2016) identify five major research philosophies in business and management: positivism, critical realism, interpretivism, postmodernism and pragmatism. In this study a positivist stance was adopted because it focuses on generating objective, measurable insights. This approach treats Gen Z employees’ perceptions as measurable phenomena, rather than as subjective experiences requiring in-depth interpretation (Pretorius, 2024). Positivism assumes that reality exists independently of the researcher and can be captured through systematic, structured instruments (Crotty, 1998). This philosophy is therefore suited to research aiming to identify patterns, trends and relationships within quantifiable data (Saunders, Lewis and Thornhill, 2016).
In this study, the focus is on measuring Gen Z’s perceptions of TM practices within NCC through a structured survey. From an epistemological perspective, the study relies on standardised survey responses to generate measurable findings rather than interpretive accounts (Pretorius, 2024). Pretorius (2024, p. 2709) further emphasises that methodological choices are shaped by the researcher’s paradigmatic stance, with positivist approaches typically favouring structured methodologies aligned with the scientific method, such as the use of quantitative measures including surveys. 
As the study does not explore subjective meanings, uncover underlying causal mechanisms or combine multiple methodological approaches, alternative philosophies such as interpretivism, critical realism and pragmatism were not appropriate (Saunders, Lewis and Thornhill, 2016). Interpretivist approaches prioritise understanding subjective meanings, which would require in‑depth qualitative exploration rather than standardised measurement. Critical realism seeks to explain deeper underlying mechanisms that extend beyond the observable data collected in this study, while pragmatism emphasises methodological flexibility, often involving a combination of quantitative and qualitative approaches. As the research was designed to generate measurable insights through a single quantitative survey, these approaches go beyond the aims of this study (Pretorius, 2024). A positivist stance is therefore appropriate for this study, as it supports structured, objective and quantitative measurement and enables the identification of patterns and relationships in employee perceptions in a consistent and systematic manner, which directly aligns with the research objectives (Saunders, Lewis and Thornhill, 2016).
[bookmark: _Toc224743101][bookmark: _Toc234319627]3.3 Research Approach
[bookmark: _Toc224743102]The research onion identifies three approaches to theory development: deductive, inductive and abductive (Saunders, Lewis and Thornhill, 2016). A deductive approach was adopted as it aligns with the quantitative nature of the research and the aim of testing established theory within a defined organisational context. Deductive reasoning begins with existing theory and uses this to inform research questions and determine the variables to be examined (Creswell, 2014). This approach was appropriate as the study examined whether established TM and generational theories are reflected in the experiences of Gen Z employees.
As Creswell (2014) notes, deductive approaches are central to quantitative research, as they enable theoretical propositions to be tested using measurable data. In this study, existing literature on TM practices and generational theory informed the design of the survey instrument, ensuring that questions were grounded in established concepts. This reflects Creswell’s view that quantitative research places theory at the forefront and then collects data to assess the extent to which theoretical expectations are supported by empirical evidence.
An inductive approach was not considered appropriate, as inductive reasoning is typically used to generate theory from exploratory qualitative data rather than to test pre-existing theoretical assumptions (Creswell, 2014). Given that the research objectives were confirmatory rather than exploratory, inductive reasoning would not have aligned with the purpose of the study. Abductive analysis was also not suitable as it involves iteratively revisiting data to develop explanations for unexpected findings, a process that relies on rich qualitative detail (Tavory and Timmermans, 2014). As the study primarily employed structured survey data with limited qualitative depth, a deductive approach was the most methodologically appropriate choice.
[bookmark: _Toc234319628]3.4 Methodological Choice
A quantitative case study approach was selected for this research, as it provided the most suitable way to generate measurable insights into Gen Z’s perceptions of TM within NCC. The study aimed to identify patterns and relationships within the data, a key feature of quantitative designs that rely on structured measurement and numerical analysis (Saunders, Lewis and Thornhill, 2016). Yin (2011) emphasises that case study research is used to investigate contemporary phenomena within their real-life context, which aligns with this study as perceptions of TM are shaped by the organisational environment within NCC. Although case studies are often associated with qualitative methods, Yin (2011) argues that the distinction between qualitative and quantitative research relates only to the type of data collected. Case studies can therefore incorporate quantitative evidence and still remain rigorous, which supports the methodological validity of this design.
A case study design was also chosen because it enables an in-depth examination of one organisation, capturing the organisational context, practices and characteristics that shape employees’ experiences and perceptions of NCC (Tight, 2017). While a mixed‑method strategy was considered, time and resource constraints meant that this was not feasible. Instead, a quantitative survey was adopted as the primary method, supplemented by a small number of optional open‑ended questions to allow participants to expand on their views. This provided contextual depth without requiring a full mixed‑method design, while still aligning with Yin’s (2003) view that case study research is well suited to examining how perceptions and experiences develop within real-life organisational contexts and exploring how and why questions in research more broadly.
[bookmark: _Toc224743103][bookmark: _Toc234319629]3.5 Research Strategy 
The research strategy focused on implementing a structured online survey to gather evidence on the experiences of Gen Z employees within NCC. Using an online survey provided efficient distribution, automated processing and reduced manual error. Online surveys are also generally low cost and straightforward to distribute, supporting the aim of encouraging participation among the full eligible cohort (Groves et al., 2011).
An online survey was particularly suitable given the digital preferences of Gen Z, who are widely recognised in literature as digital natives. Research indicates that Gen Z may be more responsive to digital participation than in-person (Reynolds, 2025). However, relying on surveys as a method is not without challenges, particularly for this demographic. Gen Z tend to prefer quick, purposeful interactions and may disengage from anything that feels overly long, repetitive or inauthentic (Reynolds, 2025). This can increase the risk of reduced data quality. Surveys can encourage low‑effort responding, known as satisficing, where respondents “employ less costly approaches that yield ‘satisfactory’ rather than ‘optimal’ answers” when their motivation or cognitive resources are stretched (Sturgis and Brunton‑Smith, 2023, p. 689). These considerations informed the design of a concise and clearly structured survey instrument to support respondent engagement and data quality.
The design of the survey was informed by Dillman’s Tailored Design Method, which emphasises simple wording, short and unbiased questions and a logical structure to support clarity and respondent accessibility (Dillman, 2007, p. 51). However, online data collection also presents limitations such as lower response rates, sampling bias and reduced opportunity to clarify or probe participant understanding (Nayak and Narayan, 2019). To minimise these issues, the survey link was restricted solely to eligible Gen Z employees to maintain a clearly defined sample. Microsoft Forms prevented duplicate submissions via a one response per person setting and the survey used concise wording to reduce confusion and support completion, addressing common issues in online surveys (Nayak and Narayan, 2019). A separate information sheet and consent stage were included to reassure participants about confidentiality and to ensure informed participation (Nayak and Narayan, 2019).
The survey comprised nineteen questions and primarily consisted of structured closed‑ended items, including Likert scales, rating scales and dichotomous questions, alongside three optional open‑ended questions, to enable standardised and statistically analysable responses (Fisher and Buglear, 2010). Likert-type and rating scales are commonly used in attitudinal research to measure perceptions by converting views into structured numerical data (Harpe, 2015). In line with Fisher and Buglear’s (2010, p. 211) recommendation to place easier questions first and reserve more complex or reflective items for later in the instrument, the three open‑ended questions were positioned at the end of the survey. This ordering aimed to reduce early respondent burden (Fisher and Buglear, 2010). Although optional, these open‑ended items allowed respondents to elaborate on their experiences, providing richer contextual insight that strengthened the case study component of the research.
[bookmark: _Toc224743104][bookmark: _Toc234319630][bookmark: _Toc153826368]3.6 Population, Sampling and Sample Size
The research adopted a purposive sampling framework using NCC as the organisational research site. Purposive sampling is a non-probability technique in which participants are deliberately selected based on their relevance to the research objectives, enabling the researcher to focus on information-rich cases (Johnson and Christensen, 2012). For this study, the relevant subgroup comprised employees belonging to Gen Z. 
NCC maintains accurate workforce demographic data, including employee age profiles, which enabled the precise identification of individuals meeting the inclusion criteria. This ensured that the sample directly aligned with the research focus. Sampling methods can be broadly categorised into probability and non-probability approaches, each serving different research purposes (Makwana et al., 2023). While probability methods aim to achieve generalisability across a population, purposive sampling is more appropriate where participants are selected based on specific characteristics relevant to the research aim. Alternative sampling techniques were considered but deemed unsuitable. Random sampling, for example, would likely include a substantial proportion of non–Gen Z employees, reducing the relevance of the data collected (Johnson and Christensen, 2012). Purposive sampling was therefore selected as the most appropriate method to ensure that participation was restricted to Gen Z employees.
The sampling frame consisted of employees born between 1997 and 2012, the commonly accepted boundaries for Gen Z (Cruse, 2025). However, as NCC employs only individuals aged eighteen and above, the final population included employees born between 1997 and 2008. Younger individuals were excluded for ethical reasons and because apprentices and work experience placements fall outside the employee categories relevant to the study’s aims.
To maximise participation, the survey was distributed to all employees meeting the inclusion criteria. Participants were identified using HR demographic records and the survey link was shared electronically to maximise accessibility and reach. This census-style approach within the purposive sample ensured comprehensive coverage of the target group and reduced reliance on generalisation from a smaller sample (McEwan, 2020).

[bookmark: _Toc224743105][bookmark: _Toc234319631]3.7 Time Horizons
A cross‑sectional time horizon was adopted to collect data at a single point in time and provide a snapshot of current employee perceptions. This approach was appropriate given the study’s time constraints, as cross‑sectional designs are commonly used in academic research when longitudinal data collection is not feasible (Saunders, Lewis and Thornhill, 2016, p. 200).
[bookmark: _Toc224743106][bookmark: _Toc234319632]3.8 Data Collection 
Data for this study was collected using a self-completed online survey created in Microsoft Forms, a recognised data collection tool within NCC. The platform was selected for its accessibility, security and compatibility with organisational systems and GDPR requirements, ensuring that participants could complete the survey conveniently and confidentially. Microsoft Forms also supported initial analysis through real time summaries and auto generated charts and graphs, with an option to export the findings to Excel for deeper analysis, reducing manual handling and supporting accuracy in the dataset (Stevens, 2025). 
A HR colleague distributed the survey link to employees who fell within the Gen Z age category, excluding anyone under eighteen to maintain ethical compliance and alignment with the study’s target demographic. The email invitation (Appendix 2) introduced the researcher, outlined the purpose of the study and explained its relevance to the MBA programme. The survey’s front page (Appendix 3) provided the full study summary, confidentiality measures and eligibility criteria. Microsoft Forms then facilitated automated collation of responses, supporting consistency and accuracy across the dataset.
[bookmark: _Toc224743107][bookmark: _Toc224743108]The survey was distributed to all 685 eligible Gen Z employees within the organisation to maximise participation. Participants were given three weeks (20 February–13 March 2026) to complete the survey and a reminder email was issued on 5 March to encourage engagement. In total, 97 responses were received, representing a response rate of approximately 14%. One response was excluded from the final dataset because the participant indicated they were not eligible to take part in the study, resulting in 96 valid responses for analysis. Low response rates are a well‑recognised limitation of online surveys and can increase the risk of reduced representativeness and non‑response bias (Shiyab et al., 2023). This risk was acknowledged at the survey design stage and mitigation strategies were implemented, including restricting access to the defined sampling frame, using a concise and clearly structured survey and issuing a reminder during the data collection period. 
[bookmark: _Toc234319633]3.9 Data Analysis 
A survey was used to efficiently collect data from a large group of employees and identify patterns within the dataset (Kotronoulas et al., 2023). The survey was designed using Microsoft Forms, enabling responses to be captured securely and anonymously (Patrick, 2020). The survey included a combination of closed‑ended questions, five‑point Likert scale statements and Net Promoter Scores (NPS) questions. Likert scale items were used to measure levels of agreement with statements relating to TM, development opportunities, digital support, engagement and retention. Responses to these items were automatically grouped within Microsoft Forms and presented as percentages, allowing for an initial descriptive analysis of response patterns across the sample.
Following survey closure, all response data were exported from Microsoft Forms into Microsoft Excel for storage and further analysis (Stevens, 2025). Prior to analysis, the dataset was reviewed to ensure eligibility and data quality. One response was excluded from the final dataset, as the participant indicated that they were not eligible to take part in the study. All remaining responses were complete and suitable for analysis. Excel was used to calculate mean scores for the NPS questions, enabling assessment of respondents’ willingness to recommend NCC as an employer and how they rate NCC’s overall approach to TM. 
Open‑ended survey questions were analysed separately to provide additional context to the quantitative findings. While the study remained primarily quantitative, the inclusion of qualitative responses enabled limited triangulation at the level of data interpretation, allowing patterns identified in the survey data to be examined alongside participants’ explanatory commentary (Denzin and Lincoln, 2005; Creswell, 2014). A six-stage thematic analysis approach, as developed by Braun and Clarke (2006) (see Figure 3.1), was used to guide the analysis of qualitative data. Responses were first reviewed to support familiarisation with the data, including the use of a Microsoft Forms word cloud to provide an initial visual overview of commonly used terms.
All open-ended responses were then exported from Microsoft Forms and imported into NVivo to support systematic qualitative analysis. NVivo was used to generate initial codes inductively, organise and group recurring issues and support the development and review of candidate themes. Interpretation and theme development remained researcher‑led throughout the process, with NVivo used as an organising and retrieval tool rather than as an analytical determinant (Mortelmans, 2025). In line with ethical guidance on protecting participant confidentiality in qualitative research, all open-ended responses were anonymised and assigned unique participant codes (e.g. P1), with “P” representing participant (UK Statistics Authority, 2022). The findings from this analysis are presented further in Chapter 4.
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[bookmark: _Toc234320776]Figure 3.1: Six-Phase Thematic Analysis (Adapted from Braun and Clarke, 2006)
[bookmark: _Toc234319634]3.10 Validity and Reliability
A pilot survey was conducted to assess the validity and reliability of the survey prior to full distribution. Questions were developed from themes identified in the literature to support content validity, while pilot testing helped identify unclear or ambiguous wording and ensured the survey measured the intended concepts (Fisher and Buglear, 2010). 
To strengthen face validity, the survey was reviewed by colleagues, HR staff and the dissertation supervisor and feedback was incorporated before distribution. The pilot highlighted that minor wording adjustments were required to improve clarity and reduce the risk of respondent misinterpretation. For example, in the career development statement in Question 8, the wording was revised from “I have clear opportunities for career development within the Council” to “There are clear opportunities for my career development within the Council”. This change was made to reduce potential ambiguity and self‑attribution bias, ensuring the statement more accurately captured perceptions of organisational provision rather than personal confidence. Pilot feedback also indicated that respondents may hold differing understandings of the term TM. To address this limitation and strengthen content validity, a definition of TM was added at the beginning of the survey.
This external review helped minimise the risk of unintentional researcher bias, which can affect the accuracy and credibility of research instruments. Ensuring validity also allowed the researcher to confirm that the survey accurately captured information across the defined cohort, while pilot testing contributed to reliability by helping ensure that the instrument would produce stable and consistent results. Despite these measures, some threats to reliability remain. As the study relied on self‑reported data, responses may be influenced by recall error and response behaviour, which is a recognised limitation of survey research (Groves et al., 2009).
A key limitation is that the survey was designed specifically for NCC. As many surveys are context‑bound rather than generalisable instruments (Cobern and Adams, 2020), its validity cannot be assumed in other councils or sectors. Time constraints also prevented a wider pilot, further limiting generalisability, although this remains appropriate for a single case study.
[bookmark: _Toc224743109][bookmark: _Toc234319635]3.11 Ethical Considerations
This study adhered to the University of Wales Trinity Saint David Research Ethics and Integrity Code of Practice (2022), with full ethical approval granted through the PG2 E1 process prior to data collection (see Appendix 1). Organisational permission was also obtained from the Service Manager for Human Resources to recruit Gen Z employees within NCC. Participants received clear information outlining the purpose of the study, the voluntary nature of their involvement, how their data would be used and their right to withdraw at any time (UK Research and Innovation, 2024). Informed consent was obtained electronically before the survey began, reflecting Bryman’s (2016) principles of ethical participation and protection. 
To protect participant anonymity, the survey design intentionally limited the collection of personal information. Respondents were not asked to provide names, contact details or any other identifying information. Age category was the only demographic variable collected and was used solely to confirm eligibility for participation. This is consistent with Fleming and Zegwaard’s (2018) emphasis on limiting personal data collection, ensuring anonymity and protecting human participants from harm. 
As the researcher is employed within NCC, the study also acknowledged the ethical considerations associated with insider research. These include the possibility of implicit coercion, a desire for positive outcomes and the risk of taking organisational norms for granted, as highlighted by Fleming and Zegwaard (2018). These concerns were addressed by ensuring full anonymity for participants, making participation entirely voluntary and handling data independently to minimise the potential for bias.
[bookmark: _Toc224743110][bookmark: _Toc234319636]3.12 Research Limitations 
[bookmark: _Toc224743111]This study has several limitations that should be acknowledged. While steps were taken to strengthen validity and reliability, as outlined in Section 3.10, these measures do not fully remove limitations that may influence how the findings are interpreted. While case studies offer rich contextual insight, insider case study research also presents limitations. Fleming and Zegwaard (2018) note that researching participants within this context can lead to implicit coercion and response effects arising from existing relationships and power dynamics, despite assurances of anonymity. The quantitative design further limits the depth of insight, as survey methods are effective for identifying patterns and trends but provide limited opportunity to explore the underlying reasons for participants’ responses (Creswell, 2009).
In addition, reliance on self‑reported survey data means responses may be shaped by individual interpretation and subjective judgement, which can affect data accuracy (Cobern and Adams, 2020). The focus on a single local authority also limits how far the findings can be applied elsewhere, as organisational culture and management practices vary across councils. The findings should therefore be viewed as context‑specific rather than broadly generalisable (Creswell, 2009). If time constraints had not been a factor, a mixed methods design incorporating interviews or focus groups could have strengthened the study by offering richer contextual understanding. Time constraints also limited the scope of demographic data collected, meaning differences across other variables such as generation, gender, or job role were not explored. As a result, subgroup comparisons and statistical testing were not possible. Future research could adopt a mixed methods approach, incorporate a broader range of demographic variables and extend the study across multiple departments to explore whether responses vary across different local government roles or authorities to assess the transferability of the findings.
[bookmark: _Toc234319637]3.13 Chapter Summary 
This chapter outlined the methodology used to examine Gen Z’s perceptions of TM within NCC. It justified the adoption of a positivist stance, a deductive approach and a quantitative case study design using a structured online survey. The chapter also detailed the sampling strategy, data collection and analysis procedures and ethical considerations, before acknowledging key methodological limitations. The next chapter presents the analysis of findings, highlighting the main patterns emerging from the survey responses.
[bookmark: _Toc234319638]CHAPTER 4
[bookmark: _Toc234319639]DATA ANALYSIS
[bookmark: _Toc234319640]4.1 Chapter Introduction
This chapter presents the findings from a survey exploring how Gen Z employees experience TM at NCC. Structured around three research objectives, it examines the relationship between the findings and existing literature. The survey generated 96 responses, while qualitative data was analysed thematically to identify six key themes. A selection of key findings is presented below, with full survey data and visual outputs available in appendices 4 and 5.
[bookmark: _Toc234319641]4.2 Description and Analysis of Results 
Objective 1: To explore the workplace expectations, preferences and behaviours of Gen Z and how these relate to TM practices in UK local government.
The findings indicate that Gen Z expectations at NCC are shaped primarily by practical employment conditions and visible opportunities for growth rather than a broader motivation to work in the public sector. When respondents were asked what most influenced their decision to join NCC, the most frequently selected factor was work–life balance or flexible working (43.8%), followed by opportunities for development and progression (39.6%) and job security (38.5%) (see Figure 4.1). Public service values or meaningful work were also selected by 35.4% of respondents, although this remained lower than the proportion prioritising flexibility. By contrast, salary was selected by 18.8% and a specific desire to work in the public sector by only 12.5%.
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[bookmark: _Toc234320777]Figure 4.1: Factors influencing the decision to join NCC (Question 3)
Although meaningful work remains important, practical factors such as flexibility, stability and development opportunities are more influential in attraction decisions. This is reflected in the high importance attached to meaningful work, with 47.0% of respondents rating it as very important and 36.0% rating it as important as shown in Figure 4.2, meaning that 83.0% attached substantial value to doing work that felt worthwhile. While purpose is valued, it is not sufficient on its own to shape attraction without visible opportunities for progression, flexibility and security.
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[bookmark: _Toc234320778]Figure 4.2: Importance of meaningful work (Question 5)
Expectations of progression further highlight how respondents evaluate their early career prospects. A total of 47.0% of respondents expected their first significant progression within one to two years, while a further 25.0% expected this within three to four years (see Figure 4.3). At the same time, 18.0% reported that they did not expect progression within their current role. When asked about the importance of rapid career progression, 40% rated it as moderately important, while 27.0% selected important and 19.0% selected very important. Respondents demonstrated a consistent expectation that progression should be visible despite variation in timing. Qualitative responses reinforce this expectation, with one participant noting that “Gen Z employees want to understand how they can grow within the organisation rather than feeling stagnant” (P4).
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[bookmark: _Toc234320779]Figure 4.3: Expected timeframe for career progression (Question 10)
Approximately half of respondents (49.0%) agreed or strongly agreed that there is a clear career path within their role, while 31.3% disagreed or strongly disagreed and the remainder were neutral. A similar pattern is evident in relation to time dedicated to development, where 50.0% agreed or strongly agreed that sufficient time is allocated to career development but 25.1% disagreed or strongly disagreed. While development opportunities exist, inconsistencies limit confidence in progression pathways and contribute to uncertainty.
Limited visibility of progression pathways emerges as a consistent concern across qualitative responses. Career progression, learning and development emerged as the most prominent theme (33 references). Participants frequently referred to limited transparency in progression pathways. One respondent highlighted the need for “greater transparency around progression pathways” (P2), while another described team structures where there were “junior members but seemingly no in between” roles (P28). This is further reinforced by participants explicitly linking these concerns to attraction, with one stating that “To attract Gen Z employees I think it's important to advertise opportunities for progression whether that is career or the opportunity for training / other projects that they can get involved in.” (P3). These accounts highlight the importance of visible structure and clarity in shaping whether progression is perceived as achievable.
Preferences for structured development are clearly evident in the types of opportunities respondents prioritise. The most frequently selected options were opportunities to gain a formal qualification (63.5%), mentoring or coaching from experienced colleagues (51.0%) and job rotation or shadowing opportunities (49.0%). In contrast, fewer respondents selected more individualised approaches such as self-directed online learning (19.8%), indicating a preference for structured and supported development. This is reflected in qualitative responses, where participants highlighted the value of mentorship and clearly defined development pathways (P4; P12), further reinforcing the importance of visibility and structure in shaping perceptions of development.
Flexibility also emerged as a significant influencing factor. Work–life balance or flexible working was the most frequently selected influence on attraction and 71.8% of respondents agreed or strongly agreed that the flexibility provided by NCC meets their expectations. Qualitative responses further link flexibility to wellbeing, autonomy and trust, with participants highlighting how flexible working supports overall work–life balance. For example, one participant highlighted flexibility in terms of “Hybrid working, Flexible hours. We’re not children and as long as we get our work done that should be paramount” (P71), illustrating the importance of autonomy and personal responsibility. Similarly, another respondent highlighted that “Gen Z values… flexibility” and that this should be more clearly promoted to potential employees (P28), indicating the role of flexibility in shaping attraction. 

Perceptions of digital capability further shape how respondents evaluate the organisation as a modern employer. While 64.6% of respondents agreed or strongly agreed that they have access to appropriate technology and 62.5% agreed that digital tools support effective working, a higher proportion (72.9%) indicated a preference for employers that are modern and digitally advanced. In addition, 57.3% agreed that enhanced digital tools would influence engagement and retention. The findings indicate that digital capability is interpreted not only in functional terms but also as an indicator of whether the organisation is perceived as modern. This expectation is also reflected in qualitative responses, with one participant emphasising the importance of “Investment in digital tools and modern working practices as Gen Z value efficiency, flexibility and innovation.” (P2), highlighting how digital capability contributes to employer attractiveness for Gen Z.
Objective 2: To investigate the challenges and opportunities of engaging and retaining Gen Z in UK local government, focusing on the impact of TM practices on organisational culture, career development and employee engagement.
Building on the findings relating to attraction, engagement and retention, the results reveal a more complex picture for Gen Z employees at NCC. While attraction is shaped by meaningful work and practical factors, retention is influenced more strongly by longer-term and tangible conditions. When respondents were asked to identify the three TM factors most significant to their retention, work–life balance (47.9%) remained the most important, followed by opportunities for career progression (42.7%) and competitive salary (42.7%) (see Figure 4.4). This was followed by job security (32.3%), supportive leadership and management (32.3%) and flexible working arrangements (31.3%). By contrast, factors such as purpose and meaningful work (24.0%), feeling valued and recognised (21.9%), access to training and development (16.7%) and organisational culture and values (8.3%) were selected less frequently. This indicates a shift from attraction, where purpose remains relatively important, to retention, where financial and developmental conditions become more significant once employed. 
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[bookmark: _Toc234320780]Figure 4.4: Factors influencing retention (Question 9)
This evaluation of retention is also shaped by wider perceptions of the sector, with a further challenge relating to the perceived attractiveness of local government careers to Gen Z (see Figure 4.5), where only 30.0% of respondents indicated that Gen Z are generally interested, while 32.0% disagreed and 38.0% were unsure, highlighting uncertainty in how the sector is perceived by early-career employees.
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[bookmark: _Toc234320781]Figure 4.5: Perceived Gen Z interest in local government careers (Question 12)
This shift is also reflected in broader measures of engagement and organisational commitment. Overall, 60.4% of respondents agreed or strongly agreed that they see themselves working at NCC for the next five years, indicating a moderate but not universal level of organisational commitment. Perceptions of recognition were more positive, with 68.8% agreeing that they feel valued for their contributions, however, the presence of neutral and negative responses implies that this experience is not consistent across the organisation. In contrast, perceptions of development and progression were more mixed. While 60.4% of respondents felt they had access to learning and development opportunities, fewer expressed confidence in longer-term progression, with only 42.7% agreeing or strongly agreeing that there were clear career development opportunities and a substantial proportion remaining neutral or dissatisfied. This reflects that although development activity is present, it is not always experienced as a clear pathway for progression. By comparison, line management emerged as a more consistent strength, with 78.1% of respondents agreeing that their manager supports their development and future aspirations. Overall, survey results show that while employees often feel supported in their immediate roles, there is less confidence in progression and development within the organisation.
Qualitative findings provide further insight, with career progression and development emerging as central to both attraction and ongoing engagement. Participants frequently described situations where development existed in principle but did not appear clearly connected to realistic movement within the organisation. For example, one respondent stated that there was “No room for career growth, can't move into a higher role unless someone leaves” (P27), while another referred to “not being given the opportunity or option to be able to career progress” (P46). In some cases, this was linked to structural limitations, with participants highlighting gaps in organisational hierarchies and “lack of promotion within” (P32). These responses demonstrate that engagement is weakened when development does not lead to visible progression, highlighting that opportunities are not always experienced as leading to meaningful career outcomes.
Experiences of leadership and organisational culture were mixed, reflecting variation in how employees experience support and management across NCC. The theme of leadership, management and organisational culture generated 17 coded references, with responses highlighting both positive and more critical perspectives. Immediate managerial support was clearly valued, which helps explain the strong quantitative result for manager encouragement. However, respondents also described frustrations with organisational pace, hierarchy and inconsistent management practices. One participant noted that “slow/delayed decision making can be frustrating, especially when it’s much higher level than yourself” (P30), suggesting that organisational structures can create distance between employees and those with decision making authority. Another referred to a “lack of recognition of workload from management / job creep” (P80), highlighting a perceived gap between effort and acknowledgement. P40 identified “supportive leadership and management teams, flexible working and recognition for work you do” as key to retaining and attracting younger staff. A smaller but notable set of responses also reflected a lack of peer connection, with participants highlighting limited opportunities to interact with colleagues of a similar age or build wider social networks across NCC.
Age-related bias and lack of respect emerge as a notable challenge within the qualitative data, which generated 17 coded references. Although the survey results on inclusion and employee voice were broadly positive, the qualitative findings differ. Participants repeatedly described being underestimated, overlooked or not taken seriously because of their age. One respondent wrote that they were “often seen as young and naive” (P5), while another stated that they were “not being taken seriously as I’m younger than most of my colleagues” (P21). P13 referred to “judgement that often comes from older generations”, suggesting that younger employees are frequently interpreted through stereotypes rather than as individuals. These findings suggest that positive perceptions of inclusion do not always reflect the day-to-day experiences of Gen Z employees.
Pay and job security also appear more significant in shaping retention than attraction. The prominence of competitive salary (42.7%) as a retention factor, compared with its lower influence on attraction, is one of the clearest shifts across the survey. The theme pay, job security and rewards also generated 16 coded references, with participants referring to fixed-term contracts and workload pressures. One respondent observed that while younger workers may be attracted by public service values, “rising living costs mean competitive pay, fair reward and visible recognition of effort are increasingly important” (P15). Others referred to contracts being “subject to funding” (P11) or to situations where “scope of work increases but pay does not” (P68). These responses indicate that while values may support attraction, financial and contractual conditions become increasingly important in shaping longer-term retention decisions.
Flexibility continued to play a central role in shaping retention, with participants emphasising its importance not only as a working arrangement but as a key condition for remaining within the organisation. Qualitative responses consistently highlighted the value of flexible working, with participants calling for a “better approach to flexible working, more flexibility with carrying leave over.” (P70). In some cases, participants linked flexibility more broadly to Gen Z expectations, noting that “I think Gen Z values fair pay, plenty of opportunities for growth but also flexibility” (P28). This illustrates that flexibility is not only expected but is central to how employees evaluate whether to remain at NCC.
Objective 3: To critically evaluate the effectiveness and alignment of current TM strategies and initiatives in attracting and retaining Gen Z employees within local government.
NCC’s current TM approach is perceived as only partially effective by Gen Z employees, largely because key elements of the strategy are not consistently visible, understood or experienced as relevant. This is particularly evident in relation to the low level of familiarity with the Council’s TM Framework. A total of 57.3% of respondents disagreed or strongly disagreed that they were familiar with it, 22.9% selected neutral and only 19.8% agreed or strongly agreed (see Figure 4.6). When asked whether the framework meets their needs, 46.9% selected a neutral response and among these respondents, 91.1% also reported limited familiarity or uncertainty. This implies that many employees are unable to evaluate the framework meaningfully due to limited awareness, indicating that the issue relates less to its existence and more to its visibility and accessibility.
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[bookmark: _Toc234320782]Figure 4.6: Familiarity with the Talent Framework (Question 6)
This lack of visibility is also reflected in wider evaluations of TM. When asked to rate NCC’s overall approach to TM, respondents produced a Net Promoter Score of −53 (see Figure 4.7), with a clear majority of detractors (56) compared to only five promoters. In contrast, when asked how likely they were to recommend NCC as an employer, the NPS improved to −22, with a more balanced distribution between detractors (36) and promoters (15). This distinction is important, as it indicates that while respondents are relatively more willing to recommend NCC as an employer, they are significantly less positive about its TM practices specifically. The data suggest that dissatisfaction is not directed at the organisation as a whole but is more strongly associated with how development and progression opportunities are experienced by employees.
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[bookmark: _Toc234320783]Figure 4.7: Net Promoter Score for TM approach (Question 15)

Perceptions of NCC as an employer provide further insight into these findings. Respondents identified the organisation as stable (31.3%) and inclusive (30.2%) however, a substantial proportion also selected slow-moving (26.0%), hierarchical (21.9%), outdated (15.6%), traditional (15.6%) and bureaucratic (14.6%) (see Figure 4.8). By contrast, only 6.3% described it as innovative and 5.2% as modern. The results indicate that while local government is associated with stability and inclusion, it is less strongly perceived as modern or progressive.
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[bookmark: _Toc234320784]Figure 4.8: Perceptions of NCC as an employer (Question 13)
Digital capability further shapes how NCC is perceived in terms of modernity and innovation. 73% agreed or strongly agreed that they would prefer to work for employers who are modern and digitally advanced, while 57.3% agreed or strongly agreed that enhancing digital tools would improve engagement and influence retention. The qualitative findings reinforce this interpretation. The theme digital systems, skills and modernisation generated 15 coded references, with participants repeatedly referring to older systems and outdated processes as indications that the Council has not kept pace with modern workplace expectations. One respondent referred to “outdated digital systems i.e. IDOX, People Safe app” (P23), while another described NCC as being “stuck in the ‘past’” (P52). P79 reduced the same issue to a single word recommendation: “Modernise.” These comments indicate that digital capability is interpreted not only as a functional issue but as a reflection of how modern and responsive NCC is perceived to be.
A lack of awareness and visibility of TM initiatives is also evident in qualitative responses. P50 explained they were unaware these TM practices existed before this survey and suggested that it would be helpful to meet with someone who could provide advice on progression at NCC. P79 similarly commented, “This is the first I’ve heard of TM practices.” P54 questioned the visibility of longer-term impact by noting that “it would be good to know from the last wave of apprenticeships how many retained a career within NCC.” These comments indicate that the issue is not only whether opportunities such as apprenticeships, shadowing or development routes exist but whether employees can see how those initiatives contribute to actual progression and retention. 
This is reinforced by wider development findings. Respondents clearly valued structured learning, mentoring, coaching and qualifications, with opportunities to gain formal qualifications (63.5%), mentoring or coaching (51.0%) and job rotation or shadowing (49.0%) among the most frequently selected options. However, fewer than half agreed that there were a clear career path in their role (49.0%) or clear opportunities for career development within the Council (42.7%). These responses highlight that while elements of the TM offer are present, they are not experienced as part of a coherent progression pathway.
[bookmark: _Toc234319642]4.3 Key Findings and Discussion
Career Progression, Learning and Development
Career progression, learning and development emerged as central factors shaping the Gen Z employee experience, aligning with literature that identifies growth and progression as key expectations among this cohort (Iorgulescu, 2016; Silicon UK, 2024). Public sector research similarly highlights development and progression as important for attracting and retaining younger employees (Forvis Mazars, 2023; Deegan et al., 2024). Deegan et al. (2024) are particularly relevant, finding that early-career employees in local government often expressed frustration at “hitting the ceiling” when promotion opportunities did not align with their career ambitions. Within NCC, a similar pattern emerges, with unclear progression routes creating a disconnect between the development opportunities available and employees’ expectations of career progression. This finding is particularly significant in the context of workforce ageing and succession planning, as limited progression visibility may weaken NCC’s ability to retain younger employees needed to replace future skills, knowledge and leadership capacity (Calo, 2008; OECD, 2021; Deegan et al., 2024).
The findings also provide further insight into self-directed learning. Although Gen Z is often described as proactive, digitally confident and self-directed (Pandita, 2022), survey responses suggested a lower preference for self-directed or online learning and revealed a stronger preference for structured learning, such as gaining formal qualifications or through mentoring and coaching. The findings therefore challenge both Pandita’s (2022) description of Gen Z as self-directed learners and Agarwal and Vaghela’s (2018) argument that Gen Z prefers fast, on-demand and flexible learning. Instead, in this context, learning appears to be valued most when it is organised, recognised and clearly linked to progression. Limited awareness of NCC’s TM Framework may also contribute to this by reducing the visibility of structured development pathways. This reflects wider public sector literature showing that TM can be difficult to operationalise where organisations face constraints such as traditional employment models, limited progression routes and workforce planning challenges (Boselie et al., 2017; Kravariti and Johnston, 2020; Forvis Mazars, 2023; Public Services Staff Commission, 2017). Overall, the findings demonstrate that development opportunities are most meaningful when employees can clearly see how learning contributes to future career progression, reinforcing the importance of visible and structured career pathways.
Age-Related Bias and Lack of Respect
Experiences of age-related bias and respect provide further insight into how Gen Z employees perceive their role within the organisation. While respondents rated NCC positively in broad terms of inclusion, the qualitative findings revealed more specific concerns around being underestimated or not taken seriously because of age. This supports literature suggesting that Gen Z places strong importance on equality, fair treatment and inclusive workplace cultures (Schroth, 2019; Zahra, Handoyo and Fajrianthi, 2025) but extends it by showing that inclusion is also experienced through everyday interactions involving age, respect and credibility. It also aligns with literature suggesting that Gen Z may prefer less hierarchical environments where contribution is not limited by job title or seniority (Pandita, 2022; Schroth, 2019). Organisational culture therefore plays a key role in shaping whether employees feel recognised, respected and trusted within the organisation.
Leadership, Management and Organisational Culture
Leadership, management and organisational culture were identified as important influences on the Gen Z employee experience at NCC. The importance of supportive management is consistent with Clarke (2017) and Clarke and Scurry (2020), who highlight the role of line managers in shaping development and engagement within the public sector. However, the findings add to this literature by showing that positive line manager relationships do not necessarily overcome wider organisational challenges, particularly around communication, decision-making and consistency. These challenges reflect public sector literature which highlights how TM can be constrained by bureaucratic structures, traditional employment models and resource limitations (Boselie et al., 2017; Kravariti and Johnston, 2020). This implies that while line managers can strengthen employee experience, wider organisational systems shape whether TM is experienced as visible and credible.
Flexible Working and Work–Life Balance
Flexible working and work–life balance were consistently identified as important factors across both attraction and retention. This supports one of the most clearly established themes in the literature, where flexibility is widely recognised as a key expectation among Gen Z employees (Kästner and Mattutat, 2024; Zahra, Handoyo and Fajrianthi, 2025; Shinde and Surve, 2025). Although this research did not directly examine COVID-19, the findings are also consistent with literature suggesting that life experiences, including the pandemic, have shaped Gen Z expectations around flexibility, autonomy and wellbeing (Strauss and Howe, 1991; Harari, Sela and Bareket-Bojmel, 2023; Jayathilake et al., 2021). Within NCC, respondents’ emphasis on flexible working further reinforces Deegan et al.’s (2024) finding that hybrid and remote working are important to younger employees in local government contexts.
Pay, Job Security and Rewards
Pay, job security and rewards were identified as important factors in the findings, although their influence varied across attraction and retention. Notably, NCC respondents continued to value traditional public sector employment features, particularly stability, security and longer-term career prospects, which have historically shaped public sector workforce models (Boselie et al., 2017; Kravariti and Johnston, 2020). Salary was especially prominent in relation to retention, with job security also ranking above factors such as meaningful work and development, suggesting that extrinsic rewards were prioritised more strongly when respondents considered retention.
However, the findings partially support but also challenge Madan and Nandan’s (2024) study, which identifies intrinsic factors such as meaning and purpose as more important than salary. In NCC, meaningful work and development remained important but competitive salary and job security ranked more highly in relation to retention. This reinforces that while public service purpose is valued, it is not sufficient to sustain retention, as intrinsic motivators appear to be most effective when supported by more tangible outcomes such as pay, security and progression (Acheampong, 2021). Together, these findings reinforce that Gen Z employees continue to value traditional public sector offerings alongside development, flexibility and meaningful work.
Digital Systems, Skills and Modernisation
Digital systems, skills and modernisation influenced how respondents perceived NCC as an employer. This supports literature indicating that Gen Z expects technology to be embedded throughout the employee experience, including recruitment, onboarding, development and daily work (Vieira, Costa and Santos, 2024). At the same time, the findings reflect wider public sector challenges, where digital transformation is often constrained by legacy systems, financial pressures and skills gaps (Civica, 2025). The findings therefore suggest that digital capability is not only an operational issue but also part of how Gen Z judge organisational modernity and adaptability. 
[bookmark: _Toc234319643]4.4 Chapter Summary
This chapter presented and analysed findings on how Gen Z employees experience TM at NCC, structured around three research objectives. It also synthesised these findings with the literature to explore areas of alignment and contrast. Overall, the findings highlight a gap between formal TM provision and how it is experienced by employees. The next chapter draws together these insights to present conclusions and recommendations.
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[bookmark: _Toc234319644]CHAPTER 5
[bookmark: _Toc234319645]CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc234319646]5.1 Chapter Introduction 
[bookmark: _Toc233023200]This final chapter draws together the key findings from Chapter 4 in relation to the research objectives, examining how Gen Z employees experience TM at NCC and the effectiveness of current strategies for engagement and retention. The conclusions are structured around the research objectives, followed by evidence-based recommendations addressing research objective 4. The chapter concludes by outlining implementation considerations, the study’s contribution, its limitations and areas for future research.
[bookmark: _Toc234319647]5.2 Conclusions 
Objective 1: Expectations, preferences and behaviours
In addressing the first objective, the research concludes that Gen Z employees do not assess local government employment primarily through organisational purpose alone, but through the extent to which the employment offer appears credible, supportive and future-oriented. While the opportunity to undertake meaningful work remains relevant, attraction is more strongly influenced by tangible conditions, including flexible working arrangements, job security and access to development opportunities. A key finding is that career progression is viewed not as an additional benefit but as a fundamental expectation that shapes how employment opportunities are evaluated. In this context, TM plays a significant role in influencing organisational attractiveness. Its impact is strongest where development pathways are visible, progression criteria are clearly communicated and employees perceive advancement to be realistically attainable. These findings suggest that Gen Z attraction is influenced less by organisational values alone and more by the organisation’s ability to demonstrate genuine opportunities for professional growth and long-term career development.
Objective 2: Engagement and Retention
Building on the attraction factors identified in Objective 1, the findings indicate that engagement and retention depend largely on whether organisational promises are realised in practice over time. Once employed, Gen Z employees place particular importance on the organisation’s ability to provide a credible long-term future through opportunities for advancement, competitive reward, job security and positive working conditions. Engagement and retention appear to weaken where development opportunities exist in principle but do not translate into visible progression, recognition or career advancement. Although flexible working arrangements and supportive line management are recognised as important strengths, they are insufficient to sustain long-term commitment in isolation. Their positive influence is weakened where wider organisational challenges persist, including perceived career stagnation, experiences of age-related bias and inconsistencies in organisational culture.
Objective 3: Effectiveness of Current TM Strategies
The evaluation of NCC’s current approach suggests that TM is perceived as fragmented rather than fully integrated. Although key elements are in place, employees do not consistently recognise them as part of a coherent or accessible system. The findings highlight three critical limitations: limited visibility, weak communication and insufficient connection between initiatives and progression outcomes. Low awareness of the TM Framework, combined with expectations of relatively rapid progression, reinforces the perception that TM lacks clarity and practical relevance. 
Overall Conclusion
[bookmark: _Toc233023201]Collectively, the findings indicate that while TM is present within NCC, its impact is constrained by a misalignment between organisational intent and employee experience. A clear gap exists between the formal design of TM initiatives and how they are experienced by employees, particularly in relation to progression, visibility and accessibility. Strengthening the visibility, accessibility and effective implementation of TM practices is therefore essential to improving the attraction, engagement and retention of Gen Z employees.
In the context of workforce ageing, recruitment pressures and increasing competition for early-career talent, this gap represents a strategic risk. If not addressed, it may contribute to higher turnover, reduced engagement and greater difficulty in attracting and retaining early-career employees, ultimately affecting workforce sustainability and long-term service delivery. This aligns with wider public sector evidence highlighting recruitment challenges and workforce pressures across local government (Deegan et al., 2024; Mangan et al., 2024), reinforcing the need for more visible, coherent and adaptable TM approaches. 
[bookmark: _Toc234319648][bookmark: _Toc233023202]5.3 Recommendations
In response to the findings, NCC should adopt a more integrated and strategically aligned approach to TM that strengthens engagement, retention and long-term workforce sustainability. Although many of the conditions valued by Gen Z employees are already present, their impact is constrained by inconsistent visibility, communication and implementation. This reflects wider public sector literature highlighting the importance of translating TM from formal policy into consistently experienced practice. The following recommendations address key gaps identified in the findings.
1. Develop clear and integrated career pathways linked to development.
Clear and accessible career pathways should be developed across services, outlining progression routes, expected criteria and the links between current roles, learning and development activity and future opportunities. This is necessary given the findings highlighting limited confidence in progression and a lack of visibility of how development translates into advancement, with opportunities often existing in isolation rather than as part of a coherent pathway. Strengthening this integration would improve career clarity, enhance motivation and support long-term retention.
2. Improve the visibility and communication of TM initiatives.
The visibility of NCC’s TM Framework should be improved by creating a single accessible platform and embedding regular communication into onboarding, line manager discussions and internal communications. This includes clearly outlining available opportunities and how to access them. This responds to low awareness identified in the findings, which limits employee engagement. Increasing visibility will improve uptake of development opportunities and ensure existing initiatives are experienced as accessible and relevant.
3. Maintain and ensure consistency in flexible working arrangements.
Flexible working should remain a core strength of NCC’s employee offer, with consistent application across departments supported by clear guidance for managers. This reflects findings that flexibility is a primary driver of both attraction and retention. Ensuring consistency will protect a key competitive advantage, improve employee satisfaction and strengthen NCC’s ability to attract and retain early-career talent.
4. Strengthen the transparency of pay, reward and job security.
Improving transparency around pay structures, progression, job security and wider public sector benefits would strengthen the perceived value of NCC’s employment offer. This is supported by findings showing that salary and job security become more influential in retention decisions than in attraction. Improved clarity will strengthen perceived value of employment, support retention and reduce uncertainty among early-career employees.
5. Address organisational culture and age-related bias.
A stronger focus should be placed on inclusive leadership, generational awareness and cross-generational collaboration. This responds to qualitative findings highlighting experiences of age-related bias and lack of respect. Strengthening inclusive leadership practices will improve workplace culture, increase engagement and support a more cohesive and supportive working environment.
6. Prioritise digital modernisation and strengthen employer attractiveness.
Investment in digital modernisation should be prioritised to improve both operational efficiency and perceptions of NCC as a modern employer. This is supported by findings linking outdated systems to negative perceptions of organisational relevance, suggesting that digital capability functions not only as a practical tool but also as a signal of organisational credibility for Gen Z employees. This should be complemented by clearer communication of employee experiences and career pathways, strengthening alignment between organisational messaging and employee experience.
[bookmark: _Toc234319649]5.4 Implementation Considerations
While the recommendations provide a clear strategic direction for improving TM, their successful implementation will depend on organisational capacity, leadership commitment and resource availability. Financial constraints, competing service demands and existing organisational structures may limit the pace of change. NCC should therefore adopt a phased and prioritised approach, initially focusing on high-impact areas such as improving career pathway visibility and strengthening communication of existing initiatives.
This is particularly significant given the relatively low proportion of Gen Z employees within the workforce (11%), which increases the strategic importance of attracting, retaining and developing this cohort to sustain future workforce capacity and leadership in the context of an ageing workforce (NCC, 2025). This local workforce profile reflects wider demographic pressures in Wales, where a declining working-age population and increasing replacement demand are likely to intensify competition for early-career talent (Universities Wales, 2019; Public Services Staff Commission, 2017).  Timely and targeted action is therefore necessary to maintain competitiveness in attracting early-career talent. Sustained leadership engagement and cross-departmental alignment will also be critical to embedding these changes and ensuring consistent implementation across the organisation.
[bookmark: _Toc233023203][bookmark: _Toc234319650][bookmark: _Toc233023204]5.5 Contribution to Knowledge
This research contributes to knowledge by addressing a recognised gap in the literature concerning Gen Z and TM within UK local government, particularly within a Welsh context where empirical evidence remains limited. Through the use of primary data collected from NCC employees, the study provides context-specific insight into how TM practices are experienced within a local authority environment and extends understanding of workforce sustainability challenges facing UK councils.
The findings both support and challenge existing literature. Consistent with previous research, flexibility, career development and meaningful work were identified as important influences on attraction and retention. However, the findings also challenge assumptions that Gen Z primarily favours self-directed and digitally enabled learning approaches. Instead, respondents demonstrated a stronger preference for structured development opportunities, including formal qualifications, mentoring and clearly defined progression pathways. This suggests that visibility and credibility of progression may be more influential than the mode of learning itself in shaping Gen Z perceptions of development opportunities. The study also highlights the importance of ensuring TM initiatives are visible and accessible to employees, extending understanding of how TM is experienced within local government settings.
[bookmark: _Toc234319651]5.6 Limitations of the Study
This study has several limitations that should be considered when interpreting the findings. The research focused on a single local authority, which limits the generalisability of the results to other councils or public sector organisations operating within different organisational, structural or resource contexts. The findings should therefore be interpreted as context-specific rather than directly transferable across the wider local government sector. The study also focuses exclusively on Gen Z employees and does not consider perspectives from other generations. As a result, the findings reflect generation-specific experiences and may not capture wider workforce dynamics or differences between age groups.
[bookmark: _Toc233023205]The sample size also presents limitations. Although the survey generated 96 valid responses, it may not fully represent the diversity of experiences across different service areas, job roles and contract types. In addition, the use of self-reported survey data introduces the potential for response bias, including social desirability and perception-based responses at a single point in time. As participation was voluntary, there is also a risk of self-selection bias, as individuals with stronger views or experiences may have been more inclined to participate (Saunders, Lewis and Thornhill, 2016).
[bookmark: _Toc234319652]5.7 Future Research Directions
Several opportunities for future research emerge from this study. Comparative research across multiple local authorities would allow the findings to be tested in different organisational contexts, helping to determine whether the patterns identified at NCC are consistent across councils facing varying levels of workforce ageing, recruitment pressure and service demand. Future research could also extend beyond Gen Z to examine whether similar experiences are shared across the wider workforce, enabling comparison between generational cohorts and identifying whether the challenges identified reflect generational preferences or broader organisational and structural factors.
Longitudinal research would be valuable to explore how Gen Z expectations, engagement and retention intentions evolve as individuals progress beyond early career stages. Future research could also examine how early‑career development translates into long‑term retention, particularly in the context of workforce ageing and increasing replacement demand. This would support a clearer understanding of how councils can sustain organisational capability amid ongoing demographic change and help to inform more effective recruitment and retention strategies for future generations, including Generation Alpha. Such research would provide greater insight into how TM strategies can support workforce sustainability over time and inform approaches to managing future generational cohorts.
[bookmark: _Toc233023206][bookmark: _Toc234319653]5.8 Chapter Summary 
This final chapter has discussed the study’s findings in relation to the research objectives, examining how TM shapes Gen Z expectations, experiences and retention within a local government context. It has presented key conclusions, provided recommendations for NCC and outlined the study’s limitations and areas for future research. 
Overall, the findings demonstrate how this research can support NCC in strengthening TM practices, while also contributing context-specific evidence to the wider literature on Gen Z and TM within UK local government. Attracting and retaining Gen Z employees is not simply an organisational priority but a critical requirement for sustaining workforce resilience and ensuring the long-term delivery of public services. As such, the ability of local authorities to effectively engage and retain Gen Z will play a defining role in shaping the future sustainability of the public sector workforce.
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15. Based on your experience s a Gen Z employee, how would you rate NCC's overall approach to talent management?  More details
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13. How would you describe your overall perception of local government as an employer?
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ETHICS FORM – IMH LEVELS 4 TO 6 & TAUGHT MASTERS 7 STUDENTS ONLY



APPLICATION FOR ETHICAL APPROVAL



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. 



The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.



The individual undertaking the research activity is known as the “principal researcher”.



This form must be completed and approved prior to undertaking any research activity. 



SECTION A: About You (Principal Researcher)

		1

		Full Name:

		Paige Grey



		2

		Student Number:

		

2316951



		3

		Email address:

		2316951@student.uwtsd.ac.uk



		4

		Programme of Study:

		Masters in Business Administration 



		5

		Supervisor:

		Helen Evans - Senior Lecturer- Institute of Management and Health









SECTION B:  Internal and External Ethical Guidance Materials

		

		Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific dodes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.



		1

		UWTSD Research Ethics & Integrity Code of Practice

		☒

		2

		UWTSD Research Data Management Policy

		☒







SECTION C: Details of Research Activity

		1

		Indicative title:

		Future Proofing Local Government: A Case Study of Generation Z and Talent Management at Newport City Council



		2

		Proposed start date:

		November 2025

		Proposed end date:

		September 2026 



		

		Introduction to the Research (maximum 300 words in each section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the three points below:

· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 



		3

		Purpose of Research Activity



The purpose of this research is to explore how Newport City Council can adapt its talent management strategies to better engage and retain Generation Z employees, with the broader goal of “future proofing” the local government workforce.





		4

		Research Question



How can Newport City Council adapt its talent management strategies to engage and retain Generation Z as part of future proofing its workforce?



		5

		Aims of Research Activity

To explore how Newport City Council manages talent with a focus on Generation Z, examining how their unique characteristics and evolving workforce dynamics influence recruitment, retention, development, and succession planning within the organisation.



		6

		Objectives of Research Activity

· To investigate the challenges and opportunities of engaging and retaining Generation Z in the public sector, including how their perspectives influence organisational culture, career development, and employee engagement.

· To assess the effectiveness of current talent management strategies in addressing the needs of Generation Z and supporting succession planning.

· To examine the characteristics, values, and expectations of Generation Z within Newport City Council's workforce.

· To provide recommendations to Newport City Council for enhancing talent management practices to ensure workforce sustainability and engagement with younger employees.



		

		Proposed data collection methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity to collect data, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.



		7

		Online Survey
An online survey will be distributed to Generation Z employees at Newport City Council. Participants will be identified through Human Resources records to ensure the study targets only individuals who meet the Generation Z criteria. The survey will include a mix of closed-ended questions (multiple choice and Likert scale) and open-ended questions to gather both quantitative and qualitative insights. Topics will cover values, expectations, experiences, and perceptions of talent management, engagement, and retention. The survey will be administered via Microsoft Forms to ensure accessibility and anonymity.

Semi-Structured Interviews
Following the survey analysis, semi-structured interviews may be conducted with a selection of participants to explore key themes in greater depth. Interviewees will be chosen based on survey responses to capture a range of perspectives. Interviews may take place via video call, depending on participant preference. With consent, interviews will be audio recorded and transcribed for analysis. Anonymity and confidentiality will be maintained throughout.







SECTION D: Scope of Research Activity

		

		Will the research activity include:

		YES

		NO



		1

		Use of a questionnaire or similar research instrument?

		☒

		☐



		2

		Use of interviews?

		☒

		☐



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☒

		☐



		5

		Use of video or audio recording?

		☒

		☐



		6

		Use of computer-generated log files?

		☒

		☐



		7

		Participant observation with their knowledge?

		☐

		☒



		8

		Participant observation without their knowledge?

		☐

		☒



		9

		Access to personal or confidential information without the participants’ specific consent?

		☐

		☒



		10

		Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		

		Details of any other primary data collection method:







(this box should expand as you type)

		

		







If you have ticked NO to every question then the research activity is (ethically) low risk and you may skip section E and continue to section F.



If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 



SECTION E: Intended Participants

		

		Who are the intended participants:

		

YES

		

NO



		1

		Students or staff at the University?

		☐

		☒



		2

		Adults (over the age of 18 and competent to give consent)?

		☒

		☐



		3

		Vulnerable adults?

		☐

		☒



		4

		Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)

		☐

		☒



		5

		Prisoners?

		☐

		☒



		6

		Young offenders?

		☐

		☒



		7

		Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?

		☐

		☒



		8

		People engaged in illegal activities?

		☐

		☒



		9

		Others. Please indicate the participants below, and specifically any group who may be unable to give consent.



		☐

		☒



		

		Details of any other participant groups:

N/A

		

		







		

		Participant numbers and source

Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 



		10

		How many participants are expected?



		Approximately 150 Generation Z employees at Newport City Council will be invited to complete the online survey, identified through Human Resources records and contacted via work email. After the survey, participants may be selected for follow-up interviews based on their survey responses to capture a range of perspectives.



		11

		Who will the participants be?



		

Newport City Council Employees





		12

		How will you identify the participants?

		

Participants will be identified through Human Resources records to ensure the study targets only individuals who meet the Generation Z criteria.











		

		Information for participants:

		

YES

		NO

		

N/A



		13

		Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?

		☒

		☐

		☐



		14

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		15

		Will you obtain written consent for participation?

		☒

		☐

		☐



		16

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☒

		☐

		☐



		17

		If the research is observational, will you ask participants for their consent to being observed?

		☒

		☐

		☐



		18

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☒

		☐

		☐



		19

		With questionnaires, will you give participants the option of omitting questions they do not want to answer?

		☒

		☐

		☐



		20

		Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?

		☒

		☐

		☐



		21

		Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?

		☒

		☐

		☐



		22

		If NO to any of above questions, please give an explanation 



		

		







		

		Information for participants:

		

YES

		NO

		

N/A



		24

		Will participants be paid?

		☐

		☒

		☐



		25

		Is specialist electrical or other equipment to be used with participants?

		☐

		☒

		☐



		26

		Are there any financial or other interests to the investigator or University arising from this study?

		☐

		☒

		☐



		27

		Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?

		☐

		☒

		☐



		28

		If YES to any question, please provide full details 



		

		







SECTION F: Anticipated Risks



		

		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them.  



		1

		Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information. If you have identified in section D that there are no participants then enter N/A and go skip to question 3.



		

		Risk to participants:

Participants may feel emotional distress when discussing work experiences. They might share sensitive organisational or personal information. There is a risk of privacy issues when transferring data.

		How you will mitigate the risk to participants:

Data will be anonymised and kept confidential. Participants can withdraw at any time.







		2

		If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities



		

		N/A



		3

		Risks to the investigator

For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest



		

		Risk to the investigator:

The researcher may experience emotional discomfort during interviews. There is a risk of accusations of bias or a conflict of interest could arise because the researcher works for the council.



		How you will mitigate the risk to the investigator:

The researcher will remain transparent and impartial.



Ethical guidelines will be followed. 



		4

		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:

The University may face negative publicity or data protection breaches.



(this box should expand as you type)

		How you will mitigate the risk to the University:



Data will be stored securely on approved platforms. All research will comply with data protection policies.



(this box should expand as you type)



		5

		Environmental risks

For example: accidental spillage of pollutants, damage to local ecosystems



		

		Risk to the environment:

No environmental risks identified.





(this box should expand as you type)

		How you will mitigate the risk to environment:

N/A



(this box should expand as you type)







SECTION G: Feedback, Consent and Confidentiality



If you have identified in section D that there are no participants then enter skip this section and continue to section H.



		1

		Feedback

What de-briefing and feedback will be provided to participants, how will this be done and when? 



		

		Participants will be offered a summary of the main findings after the study is complete. They will be reminded that all information shared will remain confidential. A contact email will be provided so they can request a summary of the research findings if they wish.



		2

		Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.



		

		Participants will receive full information about the study before taking part, including its purpose, methods, and how data will be used. The survey will be delivered using Microsoft Forms. A dedicated consent section will appear at the start of the form. Participants must confirm consent by selecting “Yes” before proceeding. For interviews, consent will be recorded verbally using Microsoft teams. 



		3

		Confidentiality / Anonymity

Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 



		

		All data will be anonymised and participants will not be identified in any outputs without explicit permission. Confidentiality will be maintained throughout the research process.







SECTION H: Data Protection and Storage



		

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		1

		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.

		☒

		☐



		

		If YES, provide a description of the data and explain why this data needs to be collected:



		2

		The research will collect participants age group as this is needed to analyse generational trends and workplace experiences. No names or direct identifiers will be collected or published. Consent forms will also be collected to confirm participation.

(this box should expand as you type)



		

		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		3

		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		

☐

		

☒



		

		If YES, provide a description of the special category data and explain why this data needs to be collected:



		4

		N/A







		

		
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?

		YES

		NO



		5

		Manual files (i.e. in paper form)?

		☐

		☒



		6

		University computers?

		☐

		☒



		7

		Private company computers?

		☒

		☐



		8

		Home or other personal computers?

		☐

		☒



		9

		Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

		☒

		☐



		10

		“Cloud” storage or websites?

		☐

		☒



		11

		Other – specify:



		☐

		☒



		12

		For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:



		

		All data will be stored on Newport City Council’s secure, password protected network, which is regularly backed up and GDPR-compliant. 







		

		Data Protection



		

		Will the research activity involve any of the following activities:

		YES

		NO



		13

		Electronic transfer of data in any form?

		☐

		☒



		14

		Sharing of data with others at the University outside of the immediate research team?

		☐

		☒



		15

		Sharing of data with other organisations?

		☐

		☒



		16

		Export of data outside the UK or importing of data from outside the UK?

		☐

		☒



		17

		Use of personal addresses, postcodes, faxes, emails or telephone numbers?

		☐

		☒



		18

		Publication of data that might allow identification of individuals?

		☐

		☒



		19

		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and/or any international equivalent):



		

		Personal emails will only be used for communication about the research and will not be shared outside the project. Data will be retained until the project is complete and then securely deleted. In line with the Data Protection Act 2018, participants can request access to their data at any time, and it will be deleted immediately if requested.





		20

		List all who will have access to the data generated by the research activity:



		

		The principal researcher and the academic supervisor will have access. If required for marking, an external examiner or second marker may also access anonymised data.



		21

		List who will have control of, and act as custodian(s) for, data generated by the research activity:



		

		Principal researcher will have full control and act as the custodian of all data.



		22

		Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. 



		

		All data will be stored on Newport City Council’s secure, password-protected network, which is GDPR-compliant and regularly backed up. Data will be anonymised before analysis and kept in digital form only (survey responses and interview transcripts). It will be retained until the project is complete and then securely deleted.





		22

		Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

		☒



		23

		Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding

		☒









SECTION I: Declaration

		

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 



		1

		Signature of applicant:

		Paige Grey

		Date:20/11/2025





		2

		Director of Studies/Supervisor:

		Helen Evans

		Date: 21/11/2025



		3

		Signature:

		

[image: ]

		











FOR INTERNAL USE ONLY:

		

		Ethical approval given 



		1

		Signature of assessor:

		

		Date:





		2

		Name:

		



		3

		Role:
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Appendix 2 - Survey Invitation Email.docx
Dear colleague,

My name is Paige Grey and I am conducting a survey as part of my MBA dissertation at the University of Wales Trinity Saint David. You are invited to take part because you are a member of Generation Z (born 1997–2012) and currently employed by Newport City Council (NCC).

Generation Z represents the future of the workforce, both globally and within the UK. Last year, Gen Z made up approximately 30% of the UK workforce, bringing new perspectives, values, and expectations to employment. As this generation becomes increasingly present in local government, it is important to understand their preferences regarding learning and development, workplace culture, flexibility, career progression, and talent management.

This survey aims to explore the experiences of Gen Z employees at NCC, including satisfaction with current talent management practices and the factors that influence retention, engagement and development.

Participation is voluntary and you may withdraw at any time before submitting your responses. No personal or identifiable data is collected, and all responses will remain strictly anonymous.

The outcomes of the survey will be analysed and presented as part of my MBA dissertation.

The survey should take approximately 8–10 minutes to complete.

Please complete the survey using the link below - Generation Z Employee Experience & Talent Management Survey – Newport City Council (NCC) – Fill in form

The survey will remain open until 13th March 2026.

Thank you for taking the time to contribute to this research.

Kind regards,
Paige Grey





image14.emf
Appendix 3-  Generation Z Employee Experience & Talent Management Survey – Newport City Council (NCC).pdf


Appendix 3- Generation Z Employee Experience & Talent Management Survey – Newport City Council (NCC).pdf
Generation Z Employee Experience & Talent Management
Survey — Newport City Council (NCC) 2.

My name is Paige Grey and this survey forms part of my MBA dissertation at the University of Wales Trinity Saint David.
You are invited to participate because you are a member of Generation Z/Gen Z (born 1997-2012) and currently
employed by Newport City Council (NCC).

Generation Z represents the future of the workforce, both globally and within the UK. Last year, Gen Z made up
approximately 30% of the UK workforce, bringing new perspectives, values, and expectations to employment. As this
generation becomes increasingly present in local government, it is important to understand their preferences regarding

learning and development, workplace culture, flexibility, career progression, and talent management.

This survey seeks to understand Gen Z employees’ experiences at NCC, including satisfaction with current talent
management practices and the factors that influence retention, engagement and development.

For the purposes of this study, talent management refers to the processes used within NCC to attract, develop, support,
and retain employees — including recruitment, onboarding, learning and development, performance support, career
progression and succession planning.

Participation in this survey is voluntary and you may withdraw at any time before submitting your responses. No
personal or identifiable data is collected, and all responses will remain strictly anonymous. If you have any questions or

concerns about the study, please contact the researcher or supervisor listed below.

Researcher: Paige Grey: 2316951@student.uwtsd.ac.uk
Supervisor: Helen Evans: h.evans1@uwtsd.ac.uk

The survey should take approximately 10 minutes to complete.

Thank you for taking the time to complete this survey.

1. By submitting this survey, you confirm that you understand and consent to your responses
being used as anonymous research data for this study. *

Select one:

O | AGREE and give my consent to participate in this survey

O | DO NOT AGREE to participate in this survey

2. Were you born between 1997 and 2012 (Gen Z)? *

Select one:

O Yes

O No (If no, please do not continue)



mailto:2316951@student.uwtsd.ac.uk

mailto:h.evans1@uwtsd.ac.uk



3. What two factors most influenced your decision to join NCC? *

Please select 2 options.

D Job security
D Work-life balance / Flexible working
D Opportunities for development and progression
D Public service values / meaningful work
Salary

D Desire to work in the public sector

Other

4. Where do you typically look for jobs? *

D Council / government job sites

D General job sites (e.g., Indeed, TotalJobs)

D LinkedIn

D Social media (e.g., Facebook, Instagram, TikTok)
D Recruitment agencies

D University/College career platforms

D Word of mouth / personal networks

D Other

5. When looking for a role, how important is it to you that the work feels meaningful? *
O Very important
Q Important

Moderately Important

Very Unimportant

O
Q Unimportant
O





6. Work Environment & Development Opportunities *

How strongly do you agree with the following statements about your work environment and development
opportunities at NCC?

Strongly Agree Agree Neutral Disagree Strongly Disagree

| am familiar

with the

Council’s Talent O O O O O
Management

Framework.

Workplace

culture reflects

the Council's

employee

values (e.g. O O O O O
fairness for all,

working
together).

The Council

promotes

equality,

diversity and

inclusio¥1 ina O Q Q O O
way that meets

my

expectations.

| feel like there

is a clear career O O O O O

path in my role.

Sufficient time
is dedicated to
Imy calreer O O O O O

development.

The current
talent
management
framework (e.g
apprenticeships
, graduate
schemes, job O O O O O
shadowing
opportunities)
meets my
needs.

| feel

comfortable

sharing ideas,

and | feel that O O O O O
my input is

taken seriously.





7. Digital support and flexible working *

To what extent do you agree with the following statements about digital support and flexible working at NCC?

Strongly Agree Agree Neutral Disagree Strongly Disagree

I have the

necessary

technology and

resources 1o O O @, O O
advance my

career.

The flexibility

provided by the

Council meets

o O O O O O
expectations.

Digital solutions

provided by the

Council support O Q O O Q
my work

effectively.

| prefer to work

for employers

who are

modern and O Q O O Q
digitally

advanced.

Enhancing
digital tools
would improve

rennygagement O Q Q O Q

and influence
my decision to
stay.





8. Retention & Engagement *

How strongly do you agree with the following statements about your engagement and likelihood of staying at
NCC?

Strongly Agree Agree Neutral Disagree Strongly Disagree
| see myself
working at NCC
for the next 5 O O O O O
years.
| feel

ised and
valued for my O O O O O

contributions.

There are clear
opportunities

for my career

development O O Q O O
within the

Council.

| receive
enough
learning and

development
opportunities O O O O O
(e.g., training,

courses,
mentoring).

My manager
supports my

development

and future O O O O O
career

aspirations.

9. Choose up to three talent management factors that are most significant for your retention. *

Please select 3 options.

D Opportunities for career progression
D Job security

Work-life balance

Competitive salary

Flexible working arrangements
Supportive leadership and management
Access to training and development
Organisational culture and values

Feeling valued and recognised

O 00 04dgdgo

Purpose and meaningful work





10. In your role at NCC, when would you ideally expect to experience your first significant
progression (e.g. promotion, increased responsibility, or expanded scope)? *

(O within 1 year
() 1-2years
() 3-4years
() 5+ Years

O | do not expect progression in this role

11. How important is rapid career progression to you? *

Q Very Important

Important
Moderately Important

Unimportant

O O O O

Very Unimportant

12. Do you believe that Gen Z are generally interested in pursuing careers in local government? *

O Yes
(O No
O Unsure





13. How would you describe your overall perception of local government as an employer? *

Select your top two choices.

Please select 2 options.

D Bureaucratic
Impactful
Inclusive
Innovative
Modern

Outdated

O 0O o0 4dd .

Slow-moving

D Stable

D Traditional

D Community-focused

D Hierarchical

14. Which learning and development opportunities are most important to you? *

Please select 3 options.

D Short, on-demand digital learning (e.g., quick videos, micro-modules, bite-sized content)
D Mentoring or coaching from experienced colleagues

Job rotation or shadowing opportunities

Instructor-led training (virtual or in-person)

Self-directed online learning (e.g., choosing your own resources, independent research, online tutorials you find
yourself)

Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification)

D Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross-team work)
D Trainee or management development programmes (e.g., graduate schemes, leadership pathways)

Other

15. Based on your experience as a Gen Z employee, how would you rate NCC's overall approach
to talent management? *

0 = Very Poor 10 = Excellent

0 1 2 3 4 5 6 7 8 9 10

Very Poor Excellent





16. Based on your experience, how likely are you to recommend NCC as an employer to other
Gen Z family and friends? *

0 = Not at all likely, 10 = Extremely likely

0 1 2 3 4 5 6 7 8 9 10

Not at all likely Extremely likely

17. What are the biggest challenges you face as a Gen Z employee in local government?

18. Based on your experience, what should NCC prioritise to retain and attract Gen Z
employees?

19. Do you have any additional comments or suggestions about talent management practices
for your generation?

This content is neither created nor endorsed by Microsoft. The data you submit will be sent to the form owner.
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Appendix 4 - Generation Z Employee Experience & Talent Management Survey.xlsx
Full Survey Results 

		ID		Start time		Completion time		Email		Name		Last modified time		By submitting this survey, you confirm that you understand and consent to your responses being used as anonymous research data for this study.		Were you born between 1997 and 2012 (Gen Z)?		What two factors most influenced your decision to join NCC?		Where do you typically look for jobs?		When looking for a role, how important is it to you that the work feels meaningful?		I am familiar with the Council’s Talent Management Framework.		Workplace culture reflects the Council’s employee values (e.g. fairness for all, working together).		The Council promotes equality, diversity and inclusion in a way that meets my expectations.		I feel like there is a clear career path in my role.		Sufficient time is dedicated to my career development.		The current talent management framework (e.g apprenticeships, graduate schemes, job shadowing opportunities) meets my needs.		I feel comfortable sharing ideas, and I feel that my input is taken seriously.		I have the necessary technology and resources to advance my career.		The flexibility provided by the Council meets my expectations.		Digital solutions provided by the Council support my work effectively.		I prefer to work for employers who are modern and digitally advanced.		Enhancing digital tools would improve my engagement and influence my decision to stay.		I see myself working at NCC for the next 5 years.		I feel recognised and valued for my contributions.		There are clear opportunities for my career development within the Council.    		I receive enough learning and development opportunities (e.g., training, courses, mentoring).		My manager supports my development and future career aspirations.    		Choose up to three talent management factors that are most significant for your retention.		In your role at NCC, when would you ideally expect to experience your first significant progression (e.g. promotion, increased responsibility, or expanded scope)?		How important is rapid career progression to you?		Do you believe that Gen Z are generally interested in pursuing careers in local government?		How would you describe your overall perception of local government as an employer?		Which learning and development opportunities are most important to you?		Based on your experience as a Gen Z employee, how would you rate NCC’s overall approach to talent management?		Based on your experience, how likely are you to recommend NCC as an employer to other Gen Z family and friends?		What are the biggest challenges you face as a Gen Z employee in local government?		Based on your experience,  what should NCC prioritise to retain and attract Gen Z employees?		Do you have any additional comments or suggestions about talent management practices for your generation?

		1		2/19/26 15:36:34		2/19/26 15:36:37		anonymous						I DO NOT AGREE to participate in this survey 

		2		2/19/26 16:49:56		2/19/26 17:02:03		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Agree		Agree		Strongly Agree		Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Job security;Work-life balance;		1-2 years		Important 		Yes		Inclusive;Community‑focused;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;		7		8		High turnover among younger employees can impact morale - whereas a greater representation of younger employees may help foster peer support networks and bring diverse perspective into organisational discussions.		Investment in digital tools and modern working practices as Gen Z value efficiency, flexibility, and innovation.  		Greater transparency around progression pathways would be beneficial. Clear guidance on how to progress would help younger employees plan long-term careers within the organisation. 

		3		2/20/26 10:09:40		2/20/26 10:15:47		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Opportunities for development and progression ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;Social media (e.g., Facebook, Instagram, TikTok);		Very important		Disagree		Agree		Agree		Disagree		Neutral		Neutral		Neutral		Neutral		Agree		Agree		Neutral		Neutral		Agree		Agree		Neutral		Neutral		Strongly Agree		Flexible working arrangements;Access to training and development;Feeling valued and recognised;		1-2 years		Moderately Important		No		Inclusive;Modern;		Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		7		7		I have not faced any challenges as a Gen Z employee 		To attract Gen Z employees i think it's important to advertise opportunities for progression whether that is career or the opportunity for training / other projects that they can get involved in. 		it's important to treat one another equally regardless of age / generation as each individual has something to bring. 

		4		2/20/26 13:21:07		2/20/26 13:49:33		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Salary;		Word of mouth / personal networks;Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);University/College career platforms;		Moderately Important		Disagree		Disagree		Neutral		Strongly Disagree		Disagree		Neutral		Strongly Disagree		Agree		Agree		Agree		Agree		Strongly Agree		Agree		Neutral		Neutral		Disagree		Disagree		Opportunities for career progression;Work-life balance;Access to training and development;		1-2 years		Moderately Important		No		Outdated;Slow‑moving;		Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		3		5		As a Gen Z employee, one of the biggest challenges I face is overcoming assumptions related to my age. At times, younger employees can be underestimated or viewed as less experienced, which can make it harder to have our ideas fully recognised or taken seriously, even when we are capable and motivated. There can also be a noticeable gap between newer and longer-standing employees, particularly around digital adoption and evolving ways of working. While Gen Z employees often bring strong digital confidence and adaptability, it can sometimes be challenging to align this with colleagues who are more comfortable with established processes or less open to change. Additionally, opportunities for mentorship can feel limited in some cases. As some more experienced employees approach retirement, there can be less focus on knowledge-sharing or developing newer talent, which makes it harder for younger employees to learn from their experience and grow within the organisation.		To retain and attract Gen Z employees, employers should prioritise structured development, meaningful mentorship, and a culture where younger employees feel respected and taken seriously. Clear progression pathways are essential. This includes defined career routes, regular development conversations, and access to training that builds both technical and professional skills. Gen Z employees want to understand how they can grow within the organisation rather than feeling stagnant. Mentorship is also critical. Pairing younger employees with experienced colleagues who are willing to share knowledge, provide guidance, and support development would help build confidence and capability, while also preserving valuable organisational knowledge. Employers should also prioritise embracing digital tools and modern ways of working. Gen Z employees are typically confident with technology and can add value in this area, but this requires openness from the organisation to adopt more efficient systems and be receptive to new ideas rather than relying solely on legacy processes. Recognition and inclusion in decision-making is another key factor. Being trusted with responsibility, having ideas listened to, and receiving constructive feedback helps build engagement and long-term commitment. Finally, fostering a collaborative culture between generations would make a significant difference. Encouraging knowledge-sharing, mutual respect, and two-way learning helps bridge gaps and creates a stronger workforce.		One area that would make a big difference is more structured mentorship and shadowing opportunities. There is a lot of knowledge within the organisation, but it can sometimes feel difficult to access or learn from more experienced employees. Having more opportunities to learn directly from others would help build confidence, improve skills, and create a clearer sense of direction. At times, there can be a sense that knowledge isn’t always openly shared, whether due to workload, lack of expectation, or some employees not seeing mentorship as part of their role. Encouraging a culture where knowledge-sharing is actively supported and valued would really help newer employees develop and feel more confident in their roles. It would also help to have clearer development pathways and more visibility around progression. Understanding how to grow, what opportunities are available, and how to build the right skills makes a big difference in feeling motivated and invested in staying long-term. Overall, creating an environment where learning is encouraged, knowledge is shared openly, and development is prioritised would help employees feel more supported, capable, and engaged.

		5		2/23/26 9:04:28		2/23/26 9:08:02		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);		Very important		Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Competitive salary;Flexible working arrangements;Supportive leadership and management;		3-4 years		Important 		No		Stable;Inclusive;		Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Job rotation or shadowing opportunities;Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		4		8		ofen seen as young and naive 		Social media input		n/a

		6		2/24/26 13:13:01		2/24/26 13:16:34		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Very important		Agree		Agree		Neutral		Strongly Agree		Agree		Neutral		Strongly Agree		Agree		Strongly Agree		Neutral		Agree		Agree		Disagree		Neutral		Neutral		Neutral		Agree		Competitive salary;Supportive leadership and management;Feeling valued and recognised;		I do not expect progression in this role		Important 		Yes		Slow‑moving;Hierarchical;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		5		N/A		Better IT access (quicker IT fixing etc.)		N/A

		7		2/24/26 13:13:57		2/24/26 13:16:41		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;Social media (e.g., Facebook, Instagram, TikTok);		Very important		Neutral		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Agree		Agree		Competitive salary;Opportunities for career progression;Purpose and meaningful work;		1-2 years		Moderately Important		No		Community‑focused;Traditional;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		8		8

		8		2/24/26 13:13:04		2/24/26 13:16:56		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;LinkedIn;Social media (e.g., Facebook, Instagram, TikTok);General job sites (e.g., Indeed, TotalJobs);		Moderately Important		Disagree		Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Competitive salary;Flexible working arrangements;		1-2 years		Moderately Important		Unsure		Inclusive;Bureaucratic;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		8		10

		9		2/24/26 13:13:20		2/24/26 13:17:16		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Desire to work in the public sector;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);NHS jobs;		Very important		Disagree		Agree		Neutral		Disagree		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Job security;Competitive salary;Purpose and meaningful work;		I do not expect progression in this role		Unimportant 		Yes		Stable;Impactful;		Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		7		progression				no

		10		2/24/26 13:11:41		2/24/26 13:19:48		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Desire to work in the public sector;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Very important		Agree		Agree		Agree		Disagree		Agree		Agree		Agree		Agree		Agree		Disagree		Disagree		Neutral		Neutral		Agree		Disagree		Agree		Strongly Agree		Supportive leadership and management;Purpose and meaningful work;Work-life balance;		3-4 years		Unimportant 		Unsure		Community‑focused;Hierarchical;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;		8		8		Uncertainty in contracts, inability to settle and make long term plans. 		Contractual stability and life experience in Newport. 

		11		2/24/26 13:12:14		2/24/26 13:20:14		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Agree		Agree		Strongly Agree		Disagree		Strongly Agree		Strongly Agree		Disagree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Work-life balance;Competitive salary;Access to training and development;		I do not expect progression in this role		Important 		Yes		Inclusive;Impactful;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Instructor‑led training (virtual or in‑person);		6		6		Job security - fixed term contract subject to funding 		Job security - more permanent contracts available especially after 2 years of service.  

		12		2/24/26 13:18:45		2/24/26 13:26:39		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Agree		Strongly Agree		Neutral		Agree		Neutral		Strongly Agree		Agree		Agree		Agree		Disagree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Competitive salary;Work-life balance;		3-4 years		Important 		No		Inclusive;Stable;		Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		8		10		A lot of in person training that could be online for better work life balance 		Management / progression schemes 		Fast track routes to management such as the civil service fast stream 

		13		2/24/26 13:16:12		2/24/26 13:28:25		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Opportunities for development and progression ;		Council / government job sites;		Important		Agree		Neutral		Neutral		Disagree		Neutral		Disagree		Agree		Neutral		Agree		Neutral		Neutral		Neutral		Agree		Agree		Disagree		Agree		Strongly Agree		Opportunities for career progression;Supportive leadership and management;Purpose and meaningful work;		1-2 years		Moderately Important		Yes		Stable;Traditional;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Peer support;		5		8		One of the biggest challenges I experience as a Gen Z employee in local government is the judgement that often comes from older generations. There can be an assumption that younger people have a weaker work ethic or are less committed, which is usually framed as a “Gen Z problem.” In reality, work ethic varies across every age group... there have always been individuals who work harder, differently, or toward different goals, and that’s completely normal. We’re also entering the workforce during a period of rapid social, technological, and economic change. This creates a unique sense of uncertainty and pressure that can shape how we approach work. Rather than seeing these differences as a lack of motivation, it’s more accurate to understand them as generational responses to a shifting world. Judging someone’s professionalism based solely on their generation overlooks the fact that people are individuals with their own values, priorities, and working styles.		NCC should focus on creating a culture where younger employees feel respected as individuals rather than judged by generational stereotypes. Gen Z doesn’t need special treatment, just fair understanding, clear communication, and opportunities to grow. Prioritising things like development pathways, supportive management, and a more open, respectful environment would naturally help attract and retain younger staff. When people feel valued and trusted, they’re far more likely to stay.		N.A

		14		2/24/26 13:12:58		2/24/26 13:29:07		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;the particular job role;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;Word of mouth / personal networks;		Important		Strongly Disagree		Neutral		Agree		Disagree		Disagree		Neutral		Disagree		Neutral		Neutral		Neutral		Agree		Agree		Neutral		Disagree		Disagree		Disagree		Disagree		Competitive salary;Purpose and meaningful work;Work-life balance;		I do not expect progression in this role		Moderately Important		Unsure		Slow‑moving;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		5		4

		15		2/24/26 13:25:14		2/24/26 13:30:41		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Very important		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Job security;Work-life balance;Supportive leadership and management;		5+ Years		Unimportant 		No		Modern;Inclusive;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		10		10		Balancing high expectations with limited capacity and resources. Local government work is meaningful and impactful, but austerity, vacancies and increasing demand can make workloads intense, particularly for early‑career staff who are still developing confidence and experience.		 While Gen Z workers are often motivated by public service values, rising living costs mean competitive pay, fair reward and visible recognition of effort are increasingly important.		Many Gen Z employees are highly motivated but may lack confidence early in their careers, so clear signalling around support, development and long‑term opportunity is crucial.

		16		2/24/26 13:26:57		2/24/26 13:35:15		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Word of mouth / personal networks;		Moderately Important		Disagree		Disagree		Agree		Strongly Disagree		Strongly Disagree		Disagree		Neutral		Neutral		Neutral		Disagree		Strongly Agree		Strongly Agree		Neutral		Disagree		Strongly Disagree		Disagree		Neutral		Work-life balance;Flexible working arrangements;Job security;		3-4 years		Important 		No		Outdated;Hierarchical;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Mentoring or coaching from experienced colleagues;		5		3		being limited in progression and not being able to work from home full time 		offer more apprenticeship, bonus schemes, flexible/agile working, modern technology and modern offices 

		17		2/24/26 13:30:16		2/24/26 13:35:47		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);Word of mouth / personal networks;		Important		Strongly Disagree		Agree		Agree		Neutral		Agree		Neutral		Agree		Neutral		Strongly Agree		Neutral		Agree		Agree		Disagree		Agree		Neutral		Agree		Strongly Agree		Flexible working arrangements;Supportive leadership and management;Organisational culture and values;		I do not expect progression in this role		Unimportant 		No		Traditional;Hierarchical;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		7		9		As a seasonal play worker, I struggle to travel to work without a car as it is often in different locations around Newport		Good pay and flexible hours

		18		2/24/26 13:33:16		2/24/26 13:40:30		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Opportunities for development and progression ;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;Social media (e.g., Facebook, Instagram, TikTok);Word of mouth / personal networks;		Very important		Strongly Disagree		Neutral		Neutral		Disagree		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Neutral		Neutral		Agree		Opportunities for career progression;Work-life balance;Purpose and meaningful work;		1-2 years		Important 		Yes		Outdated;Bureaucratic;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		3		7		Conforming to outdates ways of working		Good work-life balance 		n/a

		19		2/24/26 13:26:34		2/24/26 13:40:53		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;Word of mouth / personal networks;		Very important		Disagree		Agree		Disagree		Agree		Neutral		Agree		Strongly Agree		Agree		Strongly Agree		Agree		Neutral		Neutral		Agree		Agree		Neutral		Neutral		Agree		Work-life balance;Supportive leadership and management;Organisational culture and values;		3-4 years		Important 		Yes		Slow‑moving;Impactful;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		8		As i am female also, working amongst mainly men, i sometimes find i can be questioned more about a decision than a more experienced member of the team		Flexible working, as well as more and easier accessible training courses		N/A

		20		2/24/26 13:38:39		2/24/26 13:42:56		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Sector specific role;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Very important		Disagree		Strongly Agree		Strongly Agree		Disagree		Agree		Neutral		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Disagree		Agree		Disagree		Strongly Agree		Strongly Agree		Opportunities for career progression;Competitive salary;Access to training and development;		3-4 years		Very Important 		Unsure		Impactful;Slow‑moving;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		6		7		Progression opportunities		Competitive salaries, and clear career progression opportunities

		21		2/24/26 13:39:45		2/24/26 13:45:00		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Opportunities for development and progression ;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Important		Disagree		Agree		Agree		Agree		Strongly Agree		Neutral		Agree		Strongly Agree		Strongly Agree		Agree		Neutral		Neutral		Strongly Disagree		Strongly Agree		Neutral		Strongly Agree		Strongly Agree		Opportunities for career progression;Competitive salary;Flexible working arrangements;		1-2 years		Very Important 		Yes		Slow‑moving;Bureaucratic;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		8		10		Not being taken seriously as I'm younger than most of my colleagues		Career progression and qualification opportunities

		22		2/24/26 13:39:59		2/24/26 13:46:51		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);		Important		Agree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Strongly Agree		Work-life balance;Flexible working arrangements;Feeling valued and recognised;		I do not expect progression in this role		Moderately Important		Yes		Innovative;Modern;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;		7		8

		23		2/24/26 13:38:28		2/24/26 13:46:55		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Salary;		LinkedIn;Council / government job sites;		Moderately Important		Disagree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Disagree		Strongly Agree		Neutral		Strongly Agree		Strongly Agree		Agree		Agree		Neutral		Agree		Strongly Agree		Work-life balance;Competitive salary;Flexible working arrangements;		3-4 years		Very Important 		No		Slow‑moving;Stable;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;		5		8		Outdated digital systems i.e. IDOX, PeopleSafe app		The advancement of the digital systems used and the use of social media to promote opportunities within the Council		N/A

		24		2/24/26 13:41:34		2/24/26 13:47:52		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Salary;		General job sites (e.g., Indeed, TotalJobs);Word of mouth / personal networks;		Important		Disagree		Agree		Strongly Agree		Agree		Neutral		Neutral		Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Neutral		Neutral		Agree		Neutral		Agree		Agree		Flexible working arrangements;Competitive salary;Work-life balance;		I do not expect progression in this role		Moderately Important		Yes		Traditional;Inclusive;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Instructor‑led training (virtual or in‑person);		7		8				Work-life balance

		25		2/24/26 13:42:00		2/24/26 13:47:54		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Unimportant		Disagree		Neutral		Neutral		Neutral		Neutral		Disagree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Neutral		Agree		Competitive salary;Job security;Flexible working arrangements;		3-4 years		Moderately Important		Unsure		Stable;Impactful;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		5		5		Not enough opportunities to progress 		The flexibility 

		26		2/24/26 13:42:40		2/24/26 13:50:23		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Salary;		Indeed;		Very important		Strongly Disagree		Strongly Agree		Strongly Agree		Disagree		Disagree		Agree		Disagree		Agree		Strongly Agree		Disagree		Strongly Agree		Neutral		Neutral		Disagree		Neutral		Disagree		Disagree		Opportunities for career progression;Job security;Competitive salary;		I do not expect progression in this role		Important 		No		Slow‑moving;Stable;		Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		6		5		N/A		Increased salary’s to match your job role I.e road workers etc		No

		27		2/24/26 13:21:56		2/24/26 13:51:05		anonymous						I AGREE and give my consent to participate in this survey 		Yes		apprenticeship;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);		Moderately Important		Strongly Disagree		Strongly Agree		Strongly Agree		Disagree		Neutral		Neutral		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Neutral		Strongly Agree		Strongly Disagree		Neutral		Strongly Agree		Opportunities for career progression;Competitive salary;Supportive leadership and management;		1-2 years		Very Important 		No		Inclusive;Innovative;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		4		10		No room for career growth, can't move into a higher role unless someone leaves, don't get to interact with others often as office space is so run down (no canteen, needs redecorating, no set desks and have to desk share so can't personalise my workspace to make me feel more comfortable in the office, bad parking) if we had/improved these things it would encourage a lot more people to come into the office regularly - socialising and personalising our workspace is really important to me and other gen Z I know. Covid was 6 years ago and isn't a good enough excuse for the civic to still be in the state that it is, thinking into the future the civic would be a big part of why I would think about leaving the council.		career growth and opportunities to get qualifications, letting us have our own desks, a canteen space to socialise and buy proper food, more parking		I'm happy to speak more about this if needed - seren.thomas@newport.gov.uk

		28		2/24/26 13:30:04		2/24/26 13:52:00		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Important		Disagree		Agree		Agree		Neutral		Agree		Neutral		Agree		Strongly Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Strongly Agree		Strongly Agree		Feeling valued and recognised;Supportive leadership and management;Opportunities for career progression;		I do not expect progression in this role		Moderately Important		Unsure		Stable;Traditional;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		8		8		Some teams are not comprised of a diverse mix of ages - can be seen as the 'junior' member of staff irrespective of your actual role/experience.  No opportunities to meet others in a similar age group whereas other workplaces, like in the private sector, have more socials for this age group. Misconceptions around council employees lacking ambition and innovation.		They should promote the work/life balance flexibility available to all staff, not just traditionally for those balancing work and caring/family life. I have found that this flexibility is associated with a lot of council jobs which I don't necessarily think would be obvious to those that don't work for NCC. I think Gen Z values fair pay, plenty of opportunities for growth but also flexibility. Competitive salary is important but I think many deem opportunities to gain further additional qualifications or even through gaining more experience by learning from colleagues to be particularly valuable especially at the start of your career. Need to address the misconception that a council job is just for those seeking a stable job and with years of experience.		I have had a really positive experience being employed straight from university. Management was and continue to be more than willing to provide me with opportunities to grow within my role including supporting me through a part time MSc which is related to my role. There does have to be some more opportunities for career progression though as some teams have got a manager with years & years of experience and then junior members but seemingly no in between.

		29		2/24/26 13:44:23		2/24/26 13:52:09		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Opportunities for development and progression ;		Council / government job sites;		Moderately Important		Agree		Agree		Agree		Neutral		Strongly Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Neutral		Strongly Agree		Agree		Agree		Strongly Agree		Strongly Agree		Flexible working arrangements;Supportive leadership and management;Access to training and development;		5+ Years		Unimportant 		Unsure		Community‑focused;Innovative;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		8				continue apprenticeships and training		No

		30		2/24/26 13:49:46		2/24/26 14:03:15		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;		Important		Neutral		Agree		Strongly Agree		Agree		Agree		Agree		Agree		Agree		Strongly Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Work-life balance;Competitive salary;Job security;		3-4 years		Moderately Important		Yes		Hierarchical;Inclusive;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;		8		8		Slow/delayed decision making can be frustrating, especially when it's much higher level than yourself so difficult to chase for answers etc. This is a contract to general life where everything moves at quick pace		Better advertising of roles as Council job website feels quite outdated compared to other websites

		31		2/24/26 13:59:03		2/24/26 14:03:31		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Desire to work in the public sector;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;Social media (e.g., Facebook, Instagram, TikTok);University/College career platforms;Word of mouth / personal networks;		Very important		Neutral		Strongly Agree		Agree		Neutral		Neutral		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Agree		Agree		Flexible working arrangements;Access to training and development;Organisational culture and values;		I do not expect progression in this role		Moderately Important		No		Inclusive;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Instructor‑led training (virtual or in‑person);		5		6		Getting your voice heard and not appearing as 'the young one' or the 'inexperienced one' to employers and colleagues.		Critical feedback with advice/guidance, especially to new Gen Z employees.

		32		2/24/26 14:08:30		2/24/26 14:13:59		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		Council / government job sites;		Important		Agree		Neutral		Agree		Disagree		Disagree		Strongly Agree		Neutral		Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Agree		Neutral		Neutral		Agree		Agree		Job security;Work-life balance;Flexible working arrangements;		I do not expect progression in this role		Very Important 		Yes		Outdated;Traditional;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;		4		5		Lack of promotion within		try to eliminate outdated approaches

		33		2/24/26 14:24:13		2/24/26 14:29:04		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;It was an opportunity for me to become contracted rather than self-employed.;		General job sites (e.g., Indeed, TotalJobs);University/College career platforms;Word of mouth / personal networks;		Important		Strongly Disagree		Agree		Neutral		Disagree		Disagree		Strongly Disagree		Neutral		Disagree		Neutral		Strongly Disagree		Neutral		Neutral		Neutral		Neutral		Disagree		Neutral		Neutral		Opportunities for career progression;Job security;Feeling valued and recognised;		1-2 years		Moderately Important		No		Slow‑moving;Traditional;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		3		4		Pay and work-load

		34		2/24/26 14:36:56		2/24/26 14:43:49		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Desire to work in the public sector;		Council / government job sites;		Important		Neutral		Strongly Disagree		Strongly Disagree		Strongly Disagree		Strongly Disagree		Disagree		Strongly Disagree		Neutral		Neutral		Neutral		Agree		Agree		Agree		Strongly Disagree		Disagree		Disagree		Disagree		Work-life balance;Competitive salary;Feeling valued and recognised;		1-2 years		Moderately Important		No		Hierarchical;Bureaucratic;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Mentoring or coaching from experienced colleagues;		4		5		ageism		Nurture younger employee's and empower them.		no

		35		2/24/26 14:39:13		2/24/26 14:48:21		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Desire to work in the public sector;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Important		Disagree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Agree		Strongly Agree		Agree		Agree		Neutral		Disagree		Agree		Agree		Neutral		Agree		Work-life balance;Competitive salary;Flexible working arrangements;		1-2 years		Moderately Important		No		Bureaucratic;Stable;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		6		7		Team building opportunities and camaraderie as a result of remote working 		Flexibility and work-life balance

		36		2/24/26 14:41:22		2/24/26 14:49:23		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Desire to work in the public sector;		Word of mouth / personal networks;Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Moderately Important		Strongly Disagree		Agree		Disagree		Disagree		Neutral		Disagree		Agree		Neutral		Strongly Agree		Disagree		Agree		Agree		Strongly Disagree		Neutral		Disagree		Disagree		Strongly Agree		Competitive salary;Feeling valued and recognised;Opportunities for career progression;		1-2 years		Moderately Important		No		Bureaucratic;Slow‑moving;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		4		5		lack of social aspects between departments and young employees as compared to younger workplaces is a major drain.		modernisation of processes and systems used, clear pathways into careers in all departments of the council and required training for such roles to be offered.		No

		37		2/24/26 15:47:44		2/24/26 15:53:52		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Important		Strongly Disagree		Agree		Strongly Agree		Agree		Agree		Disagree		Agree		Agree		Agree		Agree		Neutral		Neutral		Neutral		Neutral		Neutral		Agree		Agree		Work-life balance;Competitive salary;Access to training and development;		3-4 years		Important 		Yes		Stable;Inclusive;		Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;		3		5

		38		2/24/26 13:28:09		2/24/26 16:05:32		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Important		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Neutral		Agree		Work-life balance;Flexible working arrangements;Job security;		1-2 years		Important 		Yes		Outdated;Stable;		Mentoring or coaching from experienced colleagues;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		7		7				WFH Based roles for all teams 

		39		2/24/26 15:45:43		2/24/26 16:37:24		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;University/College career platforms;Word of mouth / personal networks;		Very important		Disagree		Disagree		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Strongly Agree		Agree		Neutral		Agree		Neutral		Agree		Strongly Agree		Purpose and meaningful work;Supportive leadership and management;Organisational culture and values;		3-4 years		Important 		Unsure		Community‑focused;Bureaucratic;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Instructor‑led training (virtual or in‑person);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		6		7		Respect for my professional abilities, a lack of progressive attitudes to service delivery and solving the challenges of the future, inter-departmental working (some departments excellent, but several do not see the Council as one team in my view. We need to be driving towards the same outcomes and supporting each other to achieve objectives). A lack of natural exposure to other areas of the Council (I am only in once or twice a week, but wouldn't want to be more given offices are not open-plan, and so you do not meet those from other departments, or those with technical experience to learn from, often). A lack of social interaction, particularly with those of my age.		Greater opportunity for learning and development within work (support to enable this, whether with time, money or other assistance). An attractive workplace that feels exciting to be present in, one in which I want to attend and feel productive doing so, with opportunity for engaging with those outside my immediate team.		Though I have mentioned the wish to have more interaction in the office, I would caveat by saying I do not want mandatory office time unless it offered meaningful opportunities for learning from experienced colleagues (shadowing?) or cross-departmental collaboration / interaction.

		40		2/24/26 17:05:41		2/24/26 17:10:17		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);Recruitment agencies;Word of mouth / personal networks;		Very important		Neutral		Strongly Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Supportive leadership and management;Access to training and development;Feeling valued and recognised;		3-4 years		Moderately Important		No		Impactful;Inclusive;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Mentoring or coaching from experienced colleagues;		8		8		Being younger than most of my colleague. They don't always take me seriously because of my age 		Supportive leadership and management teams, flexible working and recognition for work you do

		41		2/24/26 17:36:10		2/24/26 17:48:19		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		LinkedIn;General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Agree		Agree		Strongly Agree		Agree		Strongly Agree		Agree		Agree		Strongly Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Work-life balance;Competitive salary;		1-2 years		Important 		Yes		Stable;Community‑focused;		Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		7		9		A lack of other Gen Z employees. All my colleagues are older 		Improvements in workplace conditions and more opportunities for further training and development 

		42		2/24/26 18:21:09		2/24/26 18:24:53		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		Council / government job sites;Recruitment agencies;		Very important		Disagree		Agree		Agree		Agree		Agree		Disagree		Agree		Agree		Neutral		Neutral		Agree		Neutral		Agree		Agree		Neutral		Agree		Strongly Agree		Work-life balance;Competitive salary;Supportive leadership and management;		3-4 years		Very Important 		Unsure		Stable;Traditional;		Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		5		7		Opportunities for progression		competitive salary, continue opportunities for training and development 		no

		43		2/24/26 18:58:02		2/24/26 19:02:54		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Agree		Agree		Agree		Agree		Agree		Agree		Disagree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Work-life balance;Competitive salary;Purpose and meaningful work;		1-2 years		Important 		Unsure		Inclusive;Traditional;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		8

		44		2/24/26 21:10:22		2/24/26 21:14:46		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		LinkedIn;Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Important		Disagree		Neutral		Neutral		Neutral		Agree		Neutral		Agree		Neutral		Neutral		Neutral		Neutral		Agree		Agree		Agree		Neutral		Neutral		Agree		Opportunities for career progression;Supportive leadership and management;Competitive salary;		3-4 years		Moderately Important		Yes		Traditional;Impactful;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Instructor‑led training (virtual or in‑person);		6		7		Fixed term contracts 		Career progression pathways, leadership training

		45		2/25/26 5:57:19		2/25/26 6:00:30		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;		Moderately Important		Neutral		Agree		Neutral		Agree		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Agree		Opportunities for career progression;Work-life balance;Flexible working arrangements;		1-2 years		Very Important 		Yes		Modern;Outdated;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		5		6		Not meeting people my age		Have more jobs open and apprenticeships with progression 

		46		2/25/26 7:56:44		2/25/26 7:59:48		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Salary;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Recruitment agencies;		Important		Agree		Agree		Agree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Job security;Flexible working arrangements;Competitive salary;		1-2 years		Very Important 		Yes		Slow‑moving;Outdated;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Job rotation or shadowing opportunities;		6		6		Not being given the opportunity or option to be able to career progress		Treat all employees fairly, given equal opportunity and equal chances to be able to thrive and progress. 

		47		2/25/26 8:54:17		2/25/26 8:59:49		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		Council / government job sites;Recruitment agencies;		Very important		Disagree		Agree		Agree		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Opportunities for career progression;Work-life balance;Supportive leadership and management;		3-4 years		Important 		Unsure		Traditional;Inclusive;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Job rotation or shadowing opportunities;		7		9		Being newly qualified and competing with older colleagues- being seen as young and inexperienced.		support career progression.		n/a

		48		2/25/26 9:25:33		2/25/26 9:30:37		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		Council / government job sites;		Important		Neutral		Agree		Neutral		Agree		Neutral		Neutral		Agree		Agree		Neutral		Agree		Neutral		Disagree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Opportunities for career progression;Job security;Supportive leadership and management;		5+ Years		Important 		No		Inclusive;Impactful;		Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		4		8

		49		2/25/26 10:14:57		2/25/26 10:20:38		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Job security;		Council / government job sites;Word of mouth / personal networks;		Moderately Important		Agree		Agree		Agree		Neutral		Disagree		Agree		Agree		Strongly Agree		Neutral		Agree		Agree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Job security;Work-life balance;Flexible working arrangements;		1-2 years		Moderately Important		No		Outdated;Hierarchical;		Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		6		4		Hours spent in the office, travelling to and from office		More WFH, food available to buy, water stations, better office conditions 

		50		2/25/26 9:17:08		2/25/26 10:22:14		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Desire to work in the public sector;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;Word of mouth / personal networks;		Very important		Strongly Disagree		Strongly Agree		Strongly Agree		Neutral		Agree		Neutral		Strongly Agree		Neutral		Strongly Agree		Agree		Strongly Agree		Neutral		Agree		Strongly Agree		Neutral		Neutral		Agree		Organisational culture and values;Purpose and meaningful work;Feeling valued and recognised;		1-2 years		Very Important 		No		Impactful;Community‑focused;		Mentoring or coaching from experienced colleagues;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		7		10		I do not feel I experience any challenges specifically because of my age.		Unsure about all people of similar age but I prioritise challenging work and continual learning.		I would like to know more about talent management practices as I was unaware these existed before this survey. It would be beneficial to be able to meet up with someone who can provide advice and assistance regarding progressing at NCC.

		51		2/25/26 10:27:44		2/25/26 10:31:35		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Salary;		Recruitment agencies;General job sites (e.g., Indeed, TotalJobs);		Important		Strongly Disagree		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Disagree		Agree		Neutral		Neutral		Disagree		Agree		Agree		Strongly Agree		Agree		Job security;Work-life balance;Flexible working arrangements;		1-2 years		Unimportant 		Unsure		Inclusive;Community‑focused;		Job rotation or shadowing opportunities;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Instructor‑led training (virtual or in‑person);		7		6		We’re often seen as too young to lead / lack of experience 		Digital opportunities and flexible work patterns 		No

		52		2/25/26 10:44:35		2/25/26 10:48:09		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Desire to work in the public sector;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Important		Neutral		Neutral		Agree		Disagree		Neutral		Neutral		Disagree		Neutral		Neutral		Neutral		Agree		Agree		Neutral		Neutral		Neutral		Neutral		Neutral		Opportunities for career progression;Job security;Competitive salary;		3-4 years		Very Important 		Yes		Inclusive;Slow‑moving;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Job rotation or shadowing opportunities;		3		4		That Local Government are stuck in the 'past' and doing things how they've always done it.		Development, understanding of age and that the younger generation do things differently, progression.

		53		2/25/26 14:10:31		2/25/26 14:16:54		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Placement for social worker course was based in Newport;		Word of mouth / personal networks;		Very important		Strongly Disagree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Disagree		Agree		Agree		Agree		Agree		Agree		Feeling valued and recognised;Purpose and meaningful work;Organisational culture and values;		3-4 years		Very Unimportant 		Unsure		Stable;Community‑focused;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;Instructor‑led training (virtual or in‑person);		5		7		Budgetary limitations in my community work		Flexibility in working hours, respect from management and colleagues

		54		2/25/26 12:39:12		2/25/26 16:12:44		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;LinkedIn;Social media (e.g., Facebook, Instagram, TikTok);		Important		Neutral		Agree		Agree		Agree		Strongly Agree		Agree		Strongly Agree		Neutral		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Purpose and meaningful work;Competitive salary;		1-2 years		Very Important 		No		Bureaucratic;Hierarchical;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Instructor‑led training (virtual or in‑person);		6		7		The lack of other younger employees. I think the apprenticeship scheme is a great way to onboard younger employees but pooling them together more often to allow them to build relationships and collaborate more opposed to multiple apprentices being places all across the council without the chance to collaborate and work together often. It is also important that those staff higher up value the perspectives of Gen Z as traditional ways of working & traditional processes are becoming less appealing & impactful to the newer wave of workers.		Solid career growth opportunities and pathways. Communal office working spaces to allow in-person collaboration and new working relationships		It would be good to know from the last wave of apprenticeships how many retained a career within NCC.

		55		2/25/26 10:02:19		2/25/26 16:45:33		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);		Important		Disagree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Neutral		Strongly Agree		Agree		Agree		Neutral		Agree		Agree		Neutral		Neutral		Agree		Work-life balance;Flexible working arrangements;Feeling valued and recognised;		1-2 years		Moderately Important		Unsure		Hierarchical;Inclusive;		Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		7		6		n/a		the work life balance is very important to me and I think this is definitely attractive to those who have gone through Covid lock downs at pivotal stages in life		n/a

		56		2/26/26 13:39:01		2/26/26 13:47:51		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Job security;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Moderately Important		Neutral		Agree		Strongly Agree		Strongly Agree		Agree		Neutral		Agree		Strongly Agree		Strongly Agree		Agree		Agree		Neutral		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Opportunities for career progression;Job security;Feeling valued and recognised;		1-2 years		Moderately Important		Unsure		Inclusive;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);		9		9		Outdated technology systems		Career Progression opportunities 		Nil

		57		2/26/26 17:45:58		2/26/26 17:49:49		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		Council / government job sites;LinkedIn;		Very important		Disagree		Disagree		Neutral		Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Job security;Competitive salary;Supportive leadership and management;		1-2 years		Very Important 		Yes		Slow‑moving;Hierarchical;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;		4		5

		58		2/27/26 0:42:43		2/27/26 0:47:52		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Recruitment agencies;		Very important		Neutral		Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Opportunities for career progression;Feeling valued and recognised;Supportive leadership and management;		1-2 years		Moderately Important		Unsure		Inclusive;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);		9		9

		59		2/28/26 9:13:34		2/28/26 9:27:59		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Important		Neutral		Agree		Agree		Agree		Agree		Neutral		Agree		Disagree		Agree		Neutral		Agree		Strongly Agree		Agree		Strongly Agree		Neutral		Disagree		Agree		Job security;Access to training and development;Purpose and meaningful work;		1-2 years		Moderately Important		Unsure		Traditional;Hierarchical;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;		6		7

		60		3/2/26 8:59:51		3/2/26 9:04:38		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Salary;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;Word of mouth / personal networks;		Important		Agree		Strongly Agree		Strongly Agree		Disagree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Neutral		Strongly Agree		Strongly Agree		Disagree		Strongly Agree		Strongly Agree		Work-life balance;Competitive salary;Supportive leadership and management;		I do not expect progression in this role		Unimportant 		Unsure		Community‑focused;Innovative;		Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		9		10		Pace of change can sometimes be slow but this does seem to be improving		Wellbeing support, flexible working/home working, work/life balance		N/A but just to say that I have chosen disagree not because I do not feel I could progress but that there is little/no movement in my area and I don't mind that - I am very happy in the role I am in

		61		3/2/26 9:05:05		3/2/26 9:09:42		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Strongly Agree		Strongly Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Agree		Agree		Opportunities for career progression;Work-life balance;Flexible working arrangements;		3-4 years		Important 		Yes		Inclusive;Impactful;		Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		8		8		not having as much experience as other staff members in certain areas of work. Training is longer, etc. 		n.a		n.a

		62		3/2/26 9:20:36		3/2/26 9:50:51		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;location;		General job sites (e.g., Indeed, TotalJobs);LinkedIn;Council / government job sites;		Important		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Disagree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Feeling valued and recognised;Work-life balance;Supportive leadership and management;		1-2 years		Moderately Important		Unsure		Slow‑moving;Hierarchical;		Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Instructor‑led training (virtual or in‑person);		8		8		people assuming lack of knowledge.		equality of perspectives, ensuring younger workers are valued the same and have the same level of respect.

		63		3/2/26 11:09:21		3/2/26 13:05:49		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Public service values / meaningful work;		LinkedIn;Council / government job sites;Recruitment agencies;General job sites (e.g., Indeed, TotalJobs);		Very important		Neutral		Agree		Agree		Agree		Agree		Neutral		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Strongly Agree		Flexible working arrangements;Work-life balance;Supportive leadership and management;		Within 1 year		Important 		Yes		Inclusive;Community‑focused;		Instructor‑led training (virtual or in‑person);Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;		8		9		behind on technological systems (at times). 		promote more work-life balance/flexible working schedules as it can make us feel more at ease when we are at work. Can also significantly help with mental health. 		I believe using more advanced digital tools withing NCC and using it when working with public as it makes it a lot easier to record, collect and store information quickly. I think it’s also important for talent management to recognise the importance of mental health for my generation. We appreciate workplaces that understand stress, burnout, and work–life balance. Supportive policies, well being initiatives, and open conversations can make a big difference. 

		64		3/2/26 18:06:42		3/2/26 18:12:32		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);		Important		Disagree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Agree		Disagree		Neutral		Neutral		Neutral		Strongly Disagree		Strongly Agree		Neutral		Agree		Agree		Job security;Work-life balance;Purpose and meaningful work;		3-4 years		Moderately Important		Unsure		Traditional;Hierarchical;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;		5		5		I don't know		Yes		N/A

		65		3/3/26 13:33:56		3/3/26 13:40:30		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Public service values / meaningful work;		Council / government job sites;LinkedIn;University/College career platforms;		Very important		Disagree		Neutral		Agree		Neutral		Neutral		Disagree		Agree		Neutral		Neutral		Disagree		Neutral		Neutral		Disagree		Neutral		Neutral		Neutral		Strongly Agree		Purpose and meaningful work;Supportive leadership and management;Competitive salary;		3-4 years		Moderately Important		Yes		Slow‑moving;Impactful;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		5		7		Managing employers who are older than me - they tend to not treat me with respect		flexible hours, respect from colleagues, qualification based training in work, higher pay for qualification based roles

		66		3/4/26 9:02:10		3/4/26 9:22:42		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		LinkedIn;University/College career platforms;Council / government job sites;Word of mouth / personal networks;		Important		Agree		Agree		Strongly Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Neutral		Neutral		Agree		Agree		Agree		Strongly Agree		Agree		Opportunities for career progression;Work-life balance;Supportive leadership and management;		1-2 years		Moderately Important		Unsure		Inclusive;Innovative;		Job rotation or shadowing opportunities;Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		8		8		Navigating the world of local authority/government, networking		Unsure		No

		67		3/5/26 15:53:04		3/5/26 15:57:58		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Neutral		Neutral		Agree		Agree		Agree		Neutral		Neutral		Neutral		Agree		Agree		Neutral		Agree		Neutral		Neutral		Neutral		Agree		Agree		Opportunities for career progression;Purpose and meaningful work;Supportive leadership and management;		Within 1 year		Very Important 		Yes		Community‑focused;Inclusive;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		6		7

		68		3/5/26 15:53:31		3/5/26 15:58:04		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Job security;		General job sites (e.g., Indeed, TotalJobs);		Unimportant		Disagree		Agree		Agree		Agree		Disagree		Disagree		Neutral		Agree		Agree		Agree		Agree		Agree		Neutral		Disagree		Neutral		Agree		Neutral		Opportunities for career progression;Competitive salary;Access to training and development;		1-2 years		Very Important 		No		Outdated;Slow‑moving;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;		4		5		Scope of work increases but pay does not		career progression , more competitive salaries 

		69		3/5/26 15:53:51		3/5/26 15:58:24		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Public service values / meaningful work;		Council / government job sites;Social media (e.g., Facebook, Instagram, TikTok);		Very important		Neutral		Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Agree		Agree		Disagree		Disagree		Agree		Agree		Agree		Agree		Agree		Opportunities for career progression;Access to training and development;Purpose and meaningful work;		3-4 years		Moderately Important		No		Inclusive;Community‑focused;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		6		8

		70		3/5/26 15:53:08		3/5/26 15:59:04		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Moderately Important		Neutral		Agree		Agree		Neutral		Neutral		Disagree		Disagree		Neutral		Neutral		Agree		Strongly Agree		Neutral		Disagree		Disagree		Neutral		Agree		Agree		Work-life balance;Competitive salary;Flexible working arrangements;		Within 1 year		Very Important 		No		Stable;Hierarchical;		Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		5		5				Better approach to flexible working, more flexibility with carrying leave over. Better pay.

		71		3/5/26 15:57:37		3/5/26 16:02:37		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Salary;		Council / government job sites;		Moderately Important		Disagree		Neutral		Agree		Agree		Disagree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Job security;Work-life balance;Flexible working arrangements;		1-2 years		Unimportant 		Unsure		Inclusive;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		5		8		Promotions seems to be about your other connections higher up in the council 		Hybrid working, Flexible hours. We’re not children and as long as we get our work done that should be paramount. 		No

		72		3/5/26 15:57:36		3/5/26 16:07:25		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Desire to work in the public sector;More pay but with pro rota the pay is less then I thought ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Very important		Disagree		Neutral		Neutral		Neutral		Disagree		Neutral		Neutral		Disagree		Neutral		Neutral		Agree		Agree		Strongly Disagree		Neutral		Disagree		Strongly Disagree		Disagree		Access to training and development;Organisational culture and values;Opportunities for career progression;		3-4 years		Very Important 		Unsure		Slow‑moving;Outdated;		Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		6		2		• lack of resources for children especially those with ALN needs. • Lack of funding within the school • Teacher assistants being paid L2 but doing L3 work • NO SEN allowance for TA working in an LRB setting • lack of wellbeing for staff • stress levels in schools 		Improve staffing and their wellbeing		• ALN training • support staff with well-being 

		73		3/5/26 15:53:09		3/5/26 16:13:33		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Important		Neutral		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Strongly Agree		Opportunities for career progression;Flexible working arrangements;Work-life balance;		1-2 years		Moderately Important		No		Stable;Community‑focused;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;		8		9		Maybe having someone to relate to more socially but its not that bad		Promote council roles within schools / Sixth form assemblies		No

		74		3/5/26 16:10:40		3/5/26 16:19:11		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Strongly Agree		Neutral		Disagree		Strongly Disagree		Strongly Disagree		Strongly Disagree		Disagree		Agree		Neutral		Strongly Agree		Agree		Neutral		Disagree		Disagree		Strongly Disagree		Strongly Disagree		Opportunities for career progression;Work-life balance;Feeling valued and recognised;		1-2 years		Important 		Yes		Outdated;Slow‑moving;		Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);Job rotation or shadowing opportunities;		3		7		Keeping a role that meets my needs and actually getting a job I've applied for. (took 4 months to secure my current job) 		Keep pushing forward modern ideas and keep the pay up to scratch with inflation. 

		75		3/5/26 16:16:07		3/5/26 16:20:39		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Job security;		General job sites (e.g., Indeed, TotalJobs);		Very important		Disagree		Agree		Disagree		Agree		Agree		Neutral		Agree		Neutral		Neutral		Neutral		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Supportive leadership and management;Feeling valued and recognised;Purpose and meaningful work;		1-2 years		Unimportant 		Unsure		Hierarchical;Traditional;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;		7		8

		76		3/5/26 16:16:04		3/5/26 16:25:39		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		General job sites (e.g., Indeed, TotalJobs);		Important		Strongly Disagree		Strongly Disagree		Disagree		Disagree		Disagree		Neutral		Disagree		Neutral		Neutral		Neutral		Neutral		Disagree		Disagree		Strongly Disagree		Strongly Disagree		Disagree		Disagree		Opportunities for career progression;Supportive leadership and management;Competitive salary;		1-2 years		Important 		No		Slow‑moving;Hierarchical;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Instructor‑led training (virtual or in‑person);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);		4		4		Not being taken seriously, feeling like a number in the system, pay not being sufficient for the job role.		Help to push a pay rise for support staff, helping employees feel more valued and advertising more opportunities for progression. 		N/a

		77		3/5/26 16:22:36		3/5/26 16:25:59		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Desire to work in the public sector;		Council / government job sites;Recruitment agencies;		Very important		Strongly Disagree		Strongly Disagree		Neutral		Strongly Disagree		Strongly Disagree		Disagree		Strongly Disagree		Disagree		Disagree		Disagree		Agree		Neutral		Neutral		Strongly Disagree		Strongly Disagree		Disagree		Agree		Opportunities for career progression;Work-life balance;Competitive salary;		1-2 years		Moderately Important		Unsure		Bureaucratic;Outdated;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Job rotation or shadowing opportunities;Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		7		7		Salary is not based on the work load 		Not sure 		No

		78		3/5/26 16:23:45		3/5/26 16:39:36		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Job security;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Word of mouth / personal networks;Recruitment agencies;		Important		Neutral		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Strongly Agree		Neutral		Strongly Agree		Agree		Agree		Strongly Agree		Neutral		Supportive leadership and management;Access to training and development;Opportunities for career progression;		5+ Years		Moderately Important		Unsure		Innovative;Impactful;		Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);		5		8		less experienced 		career development, good salary, job benefits, appropriate training		n/a

		79		3/5/26 17:10:42		3/5/26 17:14:40		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Pension;		Word of mouth / personal networks;		Important		Strongly Disagree		Neutral		Agree		Strongly Disagree		Strongly Disagree		Strongly Disagree		Disagree		Strongly Disagree		Neutral		Agree		Neutral		Neutral		Disagree		Strongly Disagree		Strongly Disagree		Disagree		Neutral		Competitive salary;Feeling valued and recognised;Job security;		I do not expect progression in this role		Important 		Unsure		Slow‑moving;Stable;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;		3		3		Progression in training and promotions		Modernise		This is the first I’ve heard of talent management practices

		80		3/5/26 17:09:02		3/5/26 17:17:37		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Lives locally;		Council / government job sites;search engine results in general;		Very important		Strongly Agree		Agree		Agree		Agree		Disagree		Neutral		Strongly Agree		Strongly Agree		Neutral		Strongly Disagree		Strongly Agree		Strongly Agree		Agree		Disagree		Agree		Disagree		Neutral		Purpose and meaningful work;Competitive salary;Opportunities for career progression;		1-2 years		Very Important 		Yes		Bureaucratic;Slow‑moving;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		5		4		Lack of recognition of workload from management / job creep. (school office based) 		Clear progression and improved IT infrastructure / systems. Also keeping the intranet fully up to date would be great.

		81		3/5/26 17:26:39		3/5/26 17:31:09		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		General job sites (e.g., Indeed, TotalJobs);		Very Unimportant 		Strongly Disagree		Strongly Agree		Strongly Agree		Strongly Disagree		Strongly Disagree		Neutral		Agree		Strongly Disagree		Strongly Agree		Neutral		Agree		Disagree		Neutral		Strongly Agree		Strongly Disagree		Agree		Neutral		Job security;Work-life balance;Flexible working arrangements;		1-2 years		Important 		No		Stable;Traditional;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		6		8		I’m not sure		Advertising on job sites, making the work place look fun 

		82		3/5/26 19:15:26		3/5/26 19:24:28		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Job security;		Council / government job sites;		Very important		Disagree		Disagree		Strongly Disagree		Disagree		Neutral		Neutral		Neutral		Agree		Agree		Neutral		Neutral		Neutral		Agree		Disagree		Strongly Disagree		Neutral		Agree		Job security;Work-life balance;Flexible working arrangements;		I do not expect progression in this role		Moderately Important		Unsure		Stable;Slow‑moving;		Job rotation or shadowing opportunities;Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);		5		0		Discrimination 		Better salary		No

		83		3/5/26 19:30:26		3/5/26 19:48:02		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		Word of mouth / personal networks;		Important		Disagree		Disagree		Disagree		Disagree		Disagree		Disagree		Strongly Disagree		Neutral		Neutral		Disagree		Disagree		Disagree		Neutral		Strongly Disagree		Disagree		Agree		Neutral		Work-life balance;Job security;Supportive leadership and management;		Within 1 year		Important 		No		Bureaucratic;Slow‑moving;		Job rotation or shadowing opportunities;Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		1		1		Having to adhere to tight policy and endless plans in place when we are given nothing in return to uphold this (I.e crisis in schools right now with lack of ALN placements and behaviour support, staff are being stretched thin on a poor salary, cannot say they care about mental health when this is the reality)		Flexible working times and trust based rather than rigid schedules. Having a good work-life balance and actually caring about mental health not just ticking a box. Leadership should be honest with staff and so should the council with leaders about hurdles we have to overcome, and what they’re trying to do to fix it. Offer help and support, solutions to these. Leaders should appreciate workers on the frontlines and always offer help. Should value listening to others struggles and finding a way to help (job related issues). Career progression should be clear as day with a step by step structure. Online forms asking for suggestions or reporting problems should be made available in the workplace (I.e school) where a member of the council can reply and find ways to help. People within the council should be inclusive and consist of people from all walks of life , all of their voices should mean something so given the opportunity to speak on our behalf and SERVE the community (us).

		84		3/5/26 22:43:38		3/5/26 22:49:22		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Desire to work in the public sector;		General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);Word of mouth / personal networks;		Very important		Disagree		Neutral		Neutral		Disagree		Disagree		Neutral		Disagree		Neutral		Disagree		Neutral		Agree		Agree		Agree		Neutral		Disagree		Neutral		Disagree		Access to training and development;Organisational culture and values;Purpose and meaningful work;		I do not expect progression in this role		Moderately Important		Yes		Modern;Slow‑moving;		Mentoring or coaching from experienced colleagues;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Instructor‑led training (virtual or in‑person);		5		6		A disconnect 		Active development and change 

		85		3/6/26 7:15:47		3/6/26 7:20:58		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);LinkedIn;Social media (e.g., Facebook, Instagram, TikTok);		Very important		Neutral		Disagree		Agree		Neutral		Disagree		Neutral		Agree		Neutral		Agree		Neutral		Neutral		Disagree		Neutral		Neutral		Agree		Neutral		Neutral		Competitive salary;Opportunities for career progression;Purpose and meaningful work;		1-2 years		Important 		No		Outdated;Stable;		Job rotation or shadowing opportunities;Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		6		7		Being over looked		Unsure		N/A

		86		3/6/26 7:36:18		3/6/26 7:46:58		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Convenience as I live in Newport ;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);		Moderately Important		Disagree		Agree		Strongly Agree		Strongly Agree		Agree		Neutral		Strongly Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Flexible working arrangements;Supportive leadership and management;Access to training and development;		5+ Years		Unimportant 		Unsure		Hierarchical;Stable;		Mentoring or coaching from experienced colleagues;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		7		6		In my job role people do not believe I look old enough to be doing my job effectively and are hesitant		work-life balance, underpinning collaborative and supportive characteristics, highlighting career development opportunities in each role		Council need better training on the IT software we use such as Uniform, it is not being used to its full potential and therefore, a waste of resources which would help make our jobs more efficient

		87		3/6/26 8:19:37		3/6/26 8:30:41		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Job security;		Council / government job sites;		Very important		Disagree		Disagree		Disagree		Disagree		Disagree		Neutral		Neutral		Agree		Neutral		Disagree		Strongly Agree		Agree		Agree		Disagree		Disagree		Disagree		Strongly Disagree		Competitive salary;Feeling valued and recognised;Work-life balance;		3-4 years		Important 		Yes		Outdated;Hierarchical;		Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		5		5		Hierarchy and stubbornness within higher positions of NCC		Modernisation and more trust in staff instead of micromanaging and preventing growth		High staff turnover has been as a result of the hierarchy of management who micromanage and put lower level staff down rather than provide adequate support. Ex employees have taken pay cuts to get away from the toxic work environment. Nobody should feel like they have to walk on eggshells around management. Social media should be accessible away from the NCC page as that does not properly reflect all the services that NCC provide

		88		3/6/26 9:02:42		3/6/26 9:07:06		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		General job sites (e.g., Indeed, TotalJobs);Council / government job sites;		Important		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Work-life balance;Competitive salary;Flexible working arrangements;		1-2 years		Moderately Important		Unsure		Community‑focused;Impactful;		Job rotation or shadowing opportunities;Instructor‑led training (virtual or in‑person);Mentoring or coaching from experienced colleagues;		7		8		N/A		N/A		N/A

		89		3/6/26 9:24:10		3/6/26 9:31:15		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Opportunities for development and progression ;		General job sites (e.g., Indeed, TotalJobs);Recruitment agencies;		Very important		Strongly Disagree		Agree		Neutral		Disagree		Disagree		Disagree		Neutral		Neutral		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Disagree		Agree		Feeling valued and recognised;Purpose and meaningful work;Supportive leadership and management;		1-2 years		Moderately Important		Unsure		Inclusive;Outdated;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Instructor‑led training (virtual or in‑person);		6		5		Ultimatums 		Security & salary 		Care more

		90		3/6/26 9:52:15		3/6/26 9:55:45		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Salary;Desire to work in the public sector;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Strongly Disagree		Agree		Agree		Agree		Strongly Agree		Disagree		Agree		Strongly Agree		Agree		Neutral		Strongly Agree		Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Job security;Competitive salary;Feeling valued and recognised;		I do not expect progression in this role		Unimportant 		No		Impactful;Stable;		Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		6		6				N/A		N/A

		91		3/6/26 10:49:52		3/6/26 10:57:25		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Word of mouth / personal networks;		Very important		Disagree		Neutral		Strongly Agree		Disagree		Disagree		Disagree		Agree		Disagree		Agree		Disagree		Strongly Agree		Strongly Agree		Disagree		Agree		Disagree		Strongly Agree		Agree		Opportunities for career progression;Job security;Flexible working arrangements;		Within 1 year		Important 		No		Bureaucratic;Hierarchical;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;		4		8		Lack of social media use. Mangment micro mange - lack of career oppertunities past a grade 6 in youth work 		More career opportunities / progression  

		92		3/6/26 12:10:16		3/6/26 12:14:53		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Public service values / meaningful work;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);		Very important		Neutral		Agree		Neutral		Agree		Neutral		Neutral		Agree		Agree		Neutral		Agree		Neutral		Neutral		Agree		Agree		Agree		Strongly Agree		Agree		Job security;Competitive salary;Purpose and meaningful work;		I do not expect progression in this role		Very Unimportant 		Unsure		Slow‑moving;Bureaucratic;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Instructor‑led training (virtual or in‑person);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		7		7

		93		3/6/26 13:04:14		3/6/26 13:09:39		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Public service values / meaningful work;Close to where I live;		Council / government job sites;General job sites (e.g., Indeed, TotalJobs);Social media (e.g., Facebook, Instagram, TikTok);		Very important		Disagree		Agree		Strongly Agree		Agree		Agree		Neutral		Agree		Strongly Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Job security;Work-life balance;Feeling valued and recognised;		3-4 years		Unimportant 		Unsure		Community‑focused;Stable;		Mentoring or coaching from experienced colleagues;Instructor‑led training (virtual or in‑person);Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		7		7

		94		3/6/26 14:08:52		3/6/26 14:14:03		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Salary;		General job sites (e.g., Indeed, TotalJobs);		Important		Neutral		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Neutral		Neutral		Strongly Agree		Opportunities for career progression;Access to training and development;Job security;		1-2 years		Moderately Important		Unsure		Stable;Inclusive;		Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);Mentoring or coaching from experienced colleagues;Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);		6		6		Meeting people my own age 		Unsure 		N/A

		95		3/6/26 17:48:58		3/6/26 17:52:45		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Job security;Work–life balance / Flexible working ;		Council / government job sites;LinkedIn;General job sites (e.g., Indeed, TotalJobs);		Important		Strongly Disagree		Agree		Strongly Agree		Neutral		Agree		Neutral		Neutral		Agree		Neutral		Neutral		Agree		Neutral		Disagree		Neutral		Neutral		Neutral		Neutral		Opportunities for career progression;Job security;Work-life balance;		1-2 years		Moderately Important		Yes		Impactful;Hierarchical;		Mentoring or coaching from experienced colleagues;Job rotation or shadowing opportunities;Leading or contributing to a project outside my usual role (e.g., improvement project, pilot, or cross‑team work);		4		3		Poor management		More progression opportunities 		N/A

		96		3/7/26 9:34:56		3/7/26 9:38:42		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Opportunities for development and progression ;Work–life balance / Flexible working ;		Word of mouth / personal networks;Council / government job sites;Social media (e.g., Facebook, Instagram, TikTok);		Very important		Neutral		Agree		Agree		Agree		Agree		Agree		Neutral		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Agree		Opportunities for career progression;Job security;Purpose and meaningful work;		1-2 years		Moderately Important		Unsure		Impactful;Stable;		Short, on‑demand digital learning (e.g., quick videos, micro‑modules, bite‑sized content);Job rotation or shadowing opportunities;Self‑directed online learning (e.g., choosing your own resources, independent research, online tutorials you find yourself);		6		8		N/A		Social media posts 		N/A

		97		3/10/26 14:32:51		3/10/26 14:40:01		anonymous						I AGREE and give my consent to participate in this survey 		Yes		Work–life balance / Flexible working ;Opportunities for development and progression ;		Council / government job sites;		Important		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Agree		Agree		Agree		Agree		Neutral		Disagree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Strongly Agree		Opportunities for career progression;Work-life balance;Supportive leadership and management;		1-2 years		Very Important 		Unsure		Bureaucratic;Hierarchical;		Mentoring or coaching from experienced colleagues;Trainee or management development programmes (e.g., graduate schemes, leadership pathways);Opportunities to gain a formal qualification (e.g., apprenticeship, accredited course, professional certification);		10		10				Work life balance/flexible working
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		Paricipant 		Raw Data		Initial Code		Final Theme

		2		High turnover among younger employees can impact morale - whereas a greater representation of younger employees may help foster peer support networks and bring diverse perspective into organisational discussions.		Impact of high turnover on morale and peer support		Lack of social connection and peer support

		3		I have not faced any challenges as a Gen Z employee 		No challenges experienced		No perceived age-related challenges

		4		As a Gen Z employee, one of the biggest challenges I face is overcoming assumptions related to my age. At times, younger employees can be underestimated or viewed as less experienced, which can make it harder to have our ideas fully recognised or taken seriously, even when we are capable and motivated. There can also be a noticeable gap between newer and longer-standing employees, particularly around digital adoption and evolving ways of working. While Gen Z employees often bring strong digital confidence and adaptability, it can sometimes be challenging to align this with colleagues who are more comfortable with established processes or less open to change. Additionally, opportunities for mentorship can feel limited in some cases. As some more experienced employees approach retirement, there can be less focus on knowledge-sharing or developing newer talent, which makes it harder for younger employees to learn from their experience and grow within the organisation.		Age assumptions, resistance to change, limited mentorship		Age-related bias and lack of respect

		5		ofen seen as young and naive 		Perceived immaturity due to age		Age-related bias and lack of respect

		9		progression		Difficulty progressing		Limited career progression

		10		Uncertainty in contracts, inability to settle and make long term plans. 		Contract insecurity affecting stability		Job security and pay pressures

		11		Job security - fixed term contract subject to funding 		Insecure employment contracts		Job security and pay pressures

		12		A lot of in person training that could be online for better work life balance 		Inflexible training delivery		Work–life balance and flexibility

		13		One of the biggest challenges I experience as a Gen Z employee in local government is the judgement that often comes from older generations. There can be an assumption that younger people have a weaker work ethic or are less committed, which is usually framed as a “Gen Z problem.” In reality, work ethic varies across every age group... there have always been individuals who work harder, differently, or toward different goals, and that’s completely normal. We’re also entering the workforce during a period of rapid social, technological, and economic change. This creates a unique sense of uncertainty and pressure that can shape how we approach work. Rather than seeing these differences as a lack of motivation, it’s more accurate to understand them as generational responses to a shifting world. Judging someone’s professionalism based solely on their generation overlooks the fact that people are individuals with their own values, priorities, and working styles.		Generational stereotyping and judgement		Age-related bias and lack of respect

		15		Balancing high expectations with limited capacity and resources. Local government work is meaningful and impactful, but austerity, vacancies and increasing demand can make workloads intense, particularly for early‑career staff who are still developing confidence and experience.		High workload with limited resources		Workload, resources and pressure

		16		being limited in progression and not being able to work from home full time 		Restricted progression and flexibility		Limited career progression

		17		As a seasonal play worker, I struggle to travel to work without a car as it is often in different locations around Newport		Travel and access challenges		Work–life balance and flexibility

		18		Conforming to outdates ways of working		Outdated working practices		Outdated systems and ways of working

		19		As i am female also, working amongst mainly men, i sometimes find i can be questioned more about a decision than a more experienced member of the team		Greater scrutiny of decisions		Age-related bias and lack of respect

		20		Progression opportunities		Lack of progression opportunities		Limited career progression

		21		Not being taken seriously as I'm younger than most of my colleagues		Dismissal due to age		Age-related bias and lack of respect

		23		Outdated digital systems i.e. IDOX, PeopleSafe app		Legacy digital systems		Outdated systems and ways of working

		25		Not enough opportunities to progress 		Limited progression opportunities		Limited career progression

		27		No room for career growth, can't move into a higher role unless someone leaves, don't get to interact with others often as office space is so run down (no canteen, needs redecorating, no set desks and have to desk share so can't personalise my workspace to make me feel more comfortable in the office, bad parking) if we had/improved these things it would encourage a lot more people to come into the office regularly - socialising and personalising our workspace is really important to me and other gen Z I know. Covid was 6 years ago and isn't a good enough excuse for the civic to still be in the state that it is, thinking into the future the civic would be a big part of why I would think about leaving the council.		Blocked progression and poor workplace environment		Limited career progression

		28		Some teams are not comprised of a diverse mix of ages - can be seen as the 'junior' member of staff irrespective of your actual role/experience.  No opportunities to meet others in a similar age group whereas other workplaces, like in the private sector, have more socials for this age group. Misconceptions around council employees lacking ambition and innovation.		Being labelled junior due to age		Lack of social connection and peer support

		30		Slow/delayed decision making can be frustrating, especially when it's much higher level than yourself so difficult to chase for answers etc. This is a contract to general life where everything moves at quick pace		Slow organisational processes		Management, leadership and organisational culture

		31		Getting your voice heard and not appearing as 'the young one' or the 'inexperienced one' to employers and colleagues.		Difficulty being heard		Age-related bias and lack of respect

		32		Lack of promotion within		No promotion opportunities		Limited career progression

		33		Pay and work-load		Pay not reflecting workload		Job security and pay pressures

		34		ageism		Age discrimination		Age-related bias and lack of respect

		35		Team building opportunities and camaraderie as a result of remote working 		Reduced team connection		Lack of social connection and peer support

		36		lack of social aspects between departments and young employees as compared to younger workplaces is a major drain.		Lack of social interaction		Lack of social connection and peer support

		39		Respect for my professional abilities, a lack of progressive attitudes to service delivery and solving the challenges of the future, inter-departmental working (some departments excellent, but several do not see the Council as one team in my view. We need to be driving towards the same outcomes and supporting each other to achieve objectives). A lack of natural exposure to other areas of the Council (I am only in once or twice a week, but wouldn't want to be more given offices are not open-plan, and so you do not meet those from other departments, or those with technical experience to learn from, often). A lack of social interaction, particularly with those of my age.		Lack of respect and silo working		Management, leadership and organisational culture

		40		Being younger than most of my colleague. They don't always take me seriously because of my age 		Not taken seriously due to age		Age-related bias and lack of respect

		41		A lack of other Gen Z employees. All my colleagues are older 		Isolation as younger employee		Lack of social connection and peer support

		42		Opportunities for progression		Limited progression		Limited career progression

		44		Fixed term contracts 		Non-permanent employment		Job security and pay pressures

		45		Not meeting people my age		Limited peer interaction		Lack of social connection and peer support

		46		Not being given the opportunity or option to be able to career progress		Blocked career progression		Limited career progression

		47		Being newly qualified and competing with older colleagues- being seen as young and inexperienced.		Viewed as inexperienced		Age-related bias and lack of respect

		49		Hours spent in the office, travelling to and from office		Commuting burden		Work–life balance and flexibility

		50		I do not feel I experience any challenges specifically because of my age.		No age-related challenges		No perceived age-related challenges

		51		We’re often seen as too young to lead / lack of experience 		Leadership credibility issues		Age-related bias and lack of respect

		52		That Local Government are stuck in the 'past' and doing things how they've always done it.		Resistance to change		Outdated systems and ways of working

		53		Budgetary limitations in my community work		Funding constraints		Workload, resources and pressure

		54		The lack of other younger employees. I think the apprenticeship scheme is a great way to onboard younger employees but pooling them together more often to allow them to build relationships and collaborate more opposed to multiple apprentices being places all across the council without the chance to collaborate and work together often. It is also important that those staff higher up value the perspectives of Gen Z as traditional ways of working & traditional processes are becoming less appealing & impactful to the newer wave of workers.		Limited peer networks and voice		Lack of social connection and peer support

		56		Outdated technology systems		Legacy technology		Outdated systems and ways of working

		60		Pace of change can sometimes be slow but this does seem to be improving		Slow pace of change		Management, leadership and organisational culture

		61		not having as much experience as other staff members in certain areas of work. Training is longer, etc. 		Confidence and experience gap		Age-related bias and lack of respect

		62		people assuming lack of knowledge.		Assumed incompetence		Age-related bias and lack of respect

		63		behind on technological systems (at times). 		Technology lag		Outdated systems and ways of working

		65		Managing employers who are older than me - they tend to not treat me with respect		Lack of respect from senior colleagues		Age-related bias and lack of respect

		66		Navigating the world of local authority/government, networking		Navigating organisational environment		Management, leadership and organisational culture

		68		Scope of work increases but pay does not		Role expansion without reward		Job security and pay pressures

		71		Promotions seems to be about your other connections higher up in the council 		Perceived unfair progression		Management, leadership and organisational culture

		72		• lack of resources for children especially those with ALN needs. • Lack of funding within the school • Teacher assistants being paid L2 but doing L3 work • NO SEN allowance for TA working in an LRB setting • lack of wellbeing for staff • stress levels in schools 		Under-resourcing and stress		Workload, resources and pressure

		73		Maybe having someone to relate to more socially but its not that bad		Limited social relatability		Lack of social connection and peer support

		74		Keeping a role that meets my needs and actually getting a job I've applied for. (took 4 months to secure my current job) 		Recruitment delays and insecurity		Management, leadership and organisational culture

		76		Not being taken seriously, feeling like a number in the system, pay not being sufficient for the job role.		Respect and pay concerns		Age-related bias and lack of respect

		77		Salary is not based on the work load 		Pay/workload imbalance		Job security and pay pressures

		78		less experienced 		Perceived lack of experience		Age-related bias and lack of respect

		79		Progression in training and promotions		Restricted advancement		Limited career progression

		80		Lack of recognition of workload from management / job creep. (school office based) 		Unrecognised workload		Management, leadership and organisational culture

		82		Discrimination 		Discriminatory treatment		Age-related bias and lack of respect

		83		Having to adhere to tight policy and endless plans in place when we are given nothing in return to uphold this (I.e crisis in schools right now with lack of ALN placements and behaviour support, staff are being stretched thin on a poor salary, cannot say they care about mental health when this is the reality)		Pressure without adequate support		Workload, resources and pressure

		84		A disconnect 		Disconnection from organisation		Management, leadership and organisational culture

		85		Being over looked		Feeling overlooked		Age-related bias and lack of respect

		86		In my job role people do not believe I look old enough to be doing my job effectively and are hesitant		Judged on appearance/age		Age-related bias and lack of respect

		87		Hierarchy and stubbornness within higher positions of NCC		Rigid hierarchy		Management, leadership and organisational culture

		89		Ultimatums 		Coercive management approaches		Management, leadership and organisational culture

		91		Lack of social media use. Mangment micro mange - lack of career oppertunities past a grade 6 in youth work 		Poor communication and micromanagement		Management, leadership and organisational culture

		94		Meeting people my own age 		Lack of peer interaction		Lack of social connection and peer support

		95		Poor management		Ineffective management		Management, leadership and organisational culture
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		Paricipant 		Raw Data		Initial Code		Final Theme

		2		Investment in digital tools and modern working practices as Gen Z value efficiency, flexibility, and innovation.  		Need for modern digital tools		Digital modernisation and innovation

		3		To attract Gen Z employees i think it's important to advertise opportunities for progression whether that is career or the opportunity for training / other projects that they can get involved in. 		Visibility of progression opportunities		Career progression and development

		4		To retain and attract Gen Z employees, employers should prioritise structured development, meaningful mentorship, and a culture where younger employees feel respected and taken seriously. Clear progression pathways are essential. This includes defined career routes, regular development conversations, and access to training that builds both technical and professional skills. Gen Z employees want to understand how they can grow within the organisation rather than feeling stagnant. Mentorship is also critical. Pairing younger employees with experienced colleagues who are willing to share knowledge, provide guidance, and support development would help build confidence and capability, while also preserving valuable organisational knowledge. Employers should also prioritise embracing digital tools and modern ways of working. Gen Z employees are typically confident with technology and can add value in this area, but this requires openness from the organisation to adopt more efficient systems and be receptive to new ideas rather than relying solely on legacy processes. Recognition and inclusion in decision-making is another key factor. Being trusted with responsibility, having ideas listened to, and receiving constructive feedback helps build engagement and long-term commitment. Finally, fostering a collaborative culture between generations would make a significant difference. Encouraging knowledge-sharing, mutual respect, and two-way learning helps bridge gaps and creates a stronger workforce.		Structured development, mentorship and inclusion		Career progression and development

		5		Social media input		Use of social media for attraction		Recruitment, attraction and employer branding

		6		Better IT access (quicker IT fixing etc.)		IT access and responsiveness		Digital modernisation and innovation

		10		Contractual stability and life experience in Newport. 		Job stability linked to location		Pay, security and rewards

		11		Job security - more permanent contracts available especially after 2 years of service.  		Desire for permanent contracts		Pay, security and rewards

		12		Management / progression schemes 		Formal progression schemes		Career progression and development

		13		NCC should focus on creating a culture where younger employees feel respected as individuals rather than judged by generational stereotypes. Gen Z doesn’t need special treatment, just fair understanding, clear communication, and opportunities to grow. Prioritising things like development pathways, supportive management, and a more open, respectful environment would naturally help attract and retain younger staff. When people feel valued and trusted, they’re far more likely to stay.		Respectful and supportive culture		Inclusive and supportive culture

		15		 While Gen Z workers are often motivated by public service values, rising living costs mean competitive pay, fair reward and visible recognition of effort are increasingly important.		Importance of fair pay and recognition		Pay, security and rewards

		16		offer more apprenticeship, bonus schemes, flexible/agile working, modern technology and modern offices 		Mix of pay, flexibility and modernisation		Flexible working and work–life balance

		17		Good pay and flexible hours		Pay and flexibility		Flexible working and work–life balance

		18		Good work-life balance 		Work-life balance		Flexible working and work–life balance

		19		Flexible working, as well as more and easier accessible training courses		Flexibility and accessible development		Flexible working and work–life balance

		20		Competitive salaries, and clear career progression opportunities		Pay linked to progression		Career progression and development

		21		Career progression and qualification opportunities		Development and qualifications		Career progression and development

		23		The advancement of the digital systems used and the use of social media to promote opportunities within the Council		Digital systems and promotion		Digital modernisation and innovation

		24		Work-life balance		Work-life balance		Flexible working and work–life balance

		25		The flexibility 		Flexibility		Flexible working and work–life balance

		26		Increased salary’s to match your job role I.e road workers etc		Pay reflecting role responsibility		Pay, security and rewards

		27		career growth and opportunities to get qualifications, letting us have our own desks, a canteen space to socialise and buy proper food, more parking		Career growth and workplace facilities		Career progression and development

		28		They should promote the work/life balance flexibility available to all staff, not just traditionally for those balancing work and caring/family life. I have found that this flexibility is associated with a lot of council jobs which I don't necessarily think would be obvious to those that don't work for NCC. I think Gen Z values fair pay, plenty of opportunities for growth but also flexibility. Competitive salary is important but I think many deem opportunities to gain further additional qualifications or even through gaining more experience by learning from colleagues to be particularly valuable especially at the start of your career. Need to address the misconception that a council job is just for those seeking a stable job and with years of experience.		Promotion of flexibility and progression		Flexible working and work–life balance

		29		continue apprenticeships and training		Apprenticeships and development		Career progression and development

		30		Better advertising of roles as Council job website feels quite outdated compared to other websites		Outdated recruitment advertising		Recruitment, attraction and employer branding

		31		Critical feedback with advice/guidance, especially to new Gen Z employees.		Constructive feedback and guidance		Leadership, management and trust

		32		try to eliminate outdated approaches		Removing outdated practices		Digital modernisation and innovation

		34		Nurture younger employee's and empower them.		Empowerment of younger employees		Inclusive and supportive culture

		35		Flexibility and work-life balance		Flexibility and balance		Flexible working and work–life balance

		36		modernisation of processes and systems used, clear pathways into careers in all departments of the council and required training for such roles to be offered.		Modern systems and clear pathways		Digital modernisation and innovation

		38		WFH Based roles for all teams 		Remote working		Flexible working and work–life balance

		39		Greater opportunity for learning and development within work (support to enable this, whether with time, money or other assistance). An attractive workplace that feels exciting to be present in, one in which I want to attend and feel productive doing so, with opportunity for engaging with those outside my immediate team.		Learning opportunities and engaging workplace		Career progression and development

		40		Supportive leadership and management teams, flexible working and recognition for work you do		Supportive leadership and recognition		Leadership, management and trust

		41		Improvements in workplace conditions and more opportunities for further training and development 		Working conditions and development		Wellbeing and workplace conditions

		42		competitive salary, continue opportunities for training and development 		Pay and development		Pay, security and rewards

		44		Career progression pathways, leadership training		Leadership development pathways		Career progression and development

		45		Have more jobs open and apprenticeships with progression 		Apprenticeship pathways		Career progression and development

		46		Treat all employees fairly, given equal opportunity and equal chances to be able to thrive and progress. 		Fair treatment and opportunity		Inclusive and supportive culture

		47		support career progression.		Career progression support		Career progression and development

		49		More WFH, food available to buy, water stations, better office conditions 		Workplace facilities and flexibility		Wellbeing and workplace conditions

		50		Unsure about all people of similar age but I prioritise challenging work and continual learning.		Challenging work and learning		Career progression and development

		51		Digital opportunities and flexible work patterns 		Digital work and flexibility		Digital modernisation and innovation

		52		Development, understanding of age and that the younger generation do things differently, progression.		Age-aware development and progression		Inclusive and supportive culture

		53		Flexibility in working hours, respect from management and colleagues		Respect and flexibility		Inclusive and supportive culture

		54		Solid career growth opportunities and pathways. Communal office working spaces to allow in-person collaboration and new working relationships		Career pathways and collaboration spaces		Career progression and development

		55		the work life balance is very important to me and I think this is definitely attractive to those who have gone through Covid lock downs at pivotal stages in life		Importance of work-life balance		Flexible working and work–life balance

		56		Career Progression opportunities 		Career progression		Career progression and development

		60		Wellbeing support, flexible working/home working, work/life balance		Wellbeing and flexibility		Wellbeing and workplace conditions

		62		equality of perspectives, ensuring younger workers are valued the same and have the same level of respect.		Valuing younger workers equally		Inclusive and supportive culture

		63		promote more work-life balance/flexible working schedules as it can make us feel more at ease when we are at work. Can also significantly help with mental health. 		Flexibility supporting mental health		Wellbeing and workplace conditions

		65		flexible hours, respect from colleagues, qualification based training in work, higher pay for qualification based roles		Flexibility, respect and qualifications		Flexible working and work–life balance

		68		career progression , more competitive salaries 		Progression and pay		Career progression and development

		70		Better approach to flexible working, more flexibility with carrying leave over. Better pay.		Flexibility and pay		Flexible working and work–life balance

		71		Hybrid working, Flexible hours. We’re not children and as long as we get our work done that should be paramount. 		Trust-based flexibility		Leadership, management and trust

		72		Improve staffing and their wellbeing		Staffing levels and wellbeing		Wellbeing and workplace conditions

		73		Promote council roles within schools / Sixth form assemblies		Early careers outreach		Recruitment, attraction and employer branding

		74		Keep pushing forward modern ideas and keep the pay up to scratch with inflation. 		Modernisation and fair pay		Pay, security and rewards

		76		Help to push a pay rise for support staff, helping employees feel more valued and advertising more opportunities for progression. 		Pay rises and progression visibility		Pay, security and rewards

		78		career development, good salary, job benefits, appropriate training		Development with rewards		Pay, security and rewards

		79		Modernise		Modernisation		Digital modernisation and innovation

		80		Clear progression and improved IT infrastructure / systems. Also keeping the intranet fully up to date would be great.		IT and progression clarity		Digital modernisation and innovation

		81		Advertising on job sites, making the work place look fun 		Employer image and advertising		Recruitment, attraction and employer branding

		82		Better salary		Pay		Pay, security and rewards

		83		Flexible working times and trust based rather than rigid schedules. Having a good work-life balance and actually caring about mental health not just ticking a box. Leadership should be honest with staff and so should the council with leaders about hurdles we have to overcome, and what they’re trying to do to fix it. Offer help and support, solutions to these. Leaders should appreciate workers on the frontlines and always offer help. Should value listening to others struggles and finding a way to help (job related issues). Career progression should be clear as day with a step by step structure. Online forms asking for suggestions or reporting problems should be made available in the workplace (I.e school) where a member of the council can reply and find ways to help. People within the council should be inclusive and consist of people from all walks of life , all of their voices should mean something so given the opportunity to speak on our behalf and SERVE the community (us).		Trust, flexibility and wellbeing		Leadership, management and trust

		84		Active development and change 		Continuous improvement		Digital modernisation and innovation

		86		work-life balance, underpinning collaborative and supportive characteristics, highlighting career development opportunities in each role		Balance and supportive culture		Wellbeing and workplace conditions

		87		Modernisation and more trust in staff instead of micromanaging and preventing growth		Trust and reduced micromanagement		Leadership, management and trust

		89		Security & salary 		Job security and pay		Pay, security and rewards

		91		More career opportunities / progression  		Progression opportunities		Career progression and development

		95		More progression opportunities 		Progression opportunities		Career progression and development

		96		Social media posts 		Social media recruitment		Recruitment, attraction and employer branding

		97		Work life balance/flexible working		Flexibility and balance		Flexible working and work–life balance
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		Paricipant 		Raw Data		Initial Code		Final Theme

		2		Greater transparency around progression pathways would be beneficial. Clear guidance on how to progress would help younger employees plan long-term careers within the organisation. 		Lack of clarity around progression		Career progression and development

		3		it's important to treat one another equally regardless of age / generation as each individual has something to bring. 		Equal treatment across generations		Inclusion

		4		One area that would make a big difference is more structured mentorship and shadowing opportunities. There is a lot of knowledge within the organisation, but it can sometimes feel difficult to access or learn from more experienced employees. Having more opportunities to learn directly from others would help build confidence, improve skills, and create a clearer sense of direction. At times, there can be a sense that knowledge isn’t always openly shared, whether due to workload, lack of expectation, or some employees not seeing mentorship as part of their role. Encouraging a culture where knowledge-sharing is actively supported and valued would really help newer employees develop and feel more confident in their roles. It would also help to have clearer development pathways and more visibility around progression. Understanding how to grow, what opportunities are available, and how to build the right skills makes a big difference in feeling motivated and invested in staying long-term. Overall, creating an environment where learning is encouraged, knowledge is shared openly, and development is prioritised would help employees feel more supported, capable, and engaged.		Need for structured mentorship, knowledge sharing, and career pathways		Learning, development and progression

		12		Fast track routes to management such as the civil service fast stream 		Desire for accelerated progression routes		Career progression and development

		15		Many Gen Z employees are highly motivated but may lack confidence early in their careers, so clear signalling around support, development and long‑term opportunity is crucial.		Need for visible support and development reassurance		Learning, development and progression

		28		I have had a really positive experience being employed straight from university. Management was and continue to be more than willing to provide me with opportunities to grow within my role including supporting me through a part time MSc which is related to my role. There does have to be some more opportunities for career progression though as some teams have got a manager with years & years of experience and then junior members but seemingly no in between.		Positive early career support but limited progression structure		Career progression and development

		39		Though I have mentioned the wish to have more interaction in the office, I would caveat by saying I do not want mandatory office time unless it offered meaningful opportunities for learning from experienced colleagues (shadowing?) or cross-departmental collaboration / interaction.		Desire for meaningful learning-focused office interaction		Learning and knowledge sharing

		50		I would like to know more about talent management practices as I was unaware these existed before this survey. It would be beneficial to be able to meet up with someone who can provide advice and assistance regarding progressing at NCC.		Low awareness of talent management support		Talent management awareness

		54		It would be good to know from the last wave of apprenticeships how many retained a career within NCC.		Interest in long-term retention outcomes		Talent management and retention

		60		N/A but just to say that I have chosen disagree not because I do not feel I could progress but that there is little/no movement in my area and I don't mind that - I am very happy in the role I am in		Contentment despite limited progression		Career expectations and satisfaction

		63		I believe using more advanced digital tools withing NCC and using it when working with public as it makes it a lot easier to record, collect and store information quickly. I think it’s also important for talent management to recognise the importance of mental health for my generation. We appreciate workplaces that understand stress, burnout, and work–life balance. Supportive policies, well being initiatives, and open conversations can make a big difference. 		Importance of digital capability and wellbeing support		Wellbeing and modern ways of working

		72		• ALN training • support staff with well-being 		Training needs and wellbeing support		Wellbeing and development

		79		This is the first I’ve heard of talent management practices		Lack of awareness of talent management		Talent management awareness

		86		Council need better training on the IT software we use such as Uniform, it is not being used to its full potential and therefore, a waste of resources which would help make our jobs more efficient		Insufficient IT training		Digital skills and training

		87		High staff turnover has been as a result of the hierarchy of management who micromanage and put lower level staff down rather than provide adequate support. Ex employees have taken pay cuts to get away from the toxic work environment. Nobody should feel like they have to walk on eggshells around management. Social media should be accessible away from the NCC page as that does not properly reflect all the services that NCC provide		Poor management culture affecting retention		Management culture and retention

		89		Care more		Perceived lack of organisational care		Organisational culture





Codes from all questions 

		Themes		Count		Refined Theme

		Career progression and development		20		Career progression, learning and development

		Age-related bias and lack of respect		17		Age-related bias and lack of respect

		Flexible working and work–life balance		13		Flexible working and work–life balance

		Management, leadership and organisational culture		12		Leadership, management and organisational culture

		Pay, security and rewards		10		Pay, job security and rewards

		Digital modernisation and innovation		9		Digital systems, skills and modernisation

		Lack of social connection and peer support		9		Lack of social connection and peer support

		Limited career progression		9		Career progression, learning and development

		Inclusive and supportive culture		6		Inclusive and supportive culture

		Job security and pay pressures		6		Pay, job security and rewards

		Wellbeing and workplace conditions		6		Wellbeing and workplace conditions

		Leadership, management and trust		5		Leadership, management and organisational culture

		Outdated systems and ways of working		5		Digital systems, skills and modernisation

		Recruitment, attraction and employer branding		5		Recruitment, attraction and employer branding

		Workload, resources and pressure		4		Workload, resources and pressure

		Work–life balance and flexibility		3		Flexible working and work–life balance

		Learning, development and progression		2		Career progression, learning and development

		Talent management awareness		2		Talent management awareness

		No perceived age-related challenges		2		No perceived age-related challenges

		Career expectations and satisfaction		1		Career progression, learning and development

		Learning and knowledge sharing		1		Career progression, learning and development

		Digital skills and training		1		Digital systems, skills and modernisation

		Inclusion		1		Inclusive and supportive culture

		Talent management and retention		1		Talent management awareness

		Wellbeing and development		1		Wellbeing and workplace conditions

				151





Final Refined Themes 

		Top 6		Final Refined Themes		Total Count

		1		Career progression, learning and development		33

		2		Age-related bias and lack of respect		17

		3		Leadership, management and organisational culture		17

		4		Flexible working and work–life balance		16

		5		Pay, job security and rewards		16

		6		Digital systems, skills and modernisation		15

				Lack of social connection and peer support		9

				Inclusive and supportive culture		7

				Wellbeing and workplace conditions		7

				Recruitment, attraction and employer branding		5

				Workload, resources and pressure		4

				Talent management awareness		3

				No perceived age-related challenges		2

						151





6 Themes- Raw Data Extract

		Raw data pulled from Q17, Q18 & Q19 



		Refined Theme		Question		Participant		Raw Data

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		4		As a Gen Z employee, one of the biggest challenges I face is overcoming assumptions related to my age. At times, younger employees can be underestimated or viewed as less experienced, which can make it harder to have our ideas fully recognised or taken seriously, even when we are capable and motivated. There can also be a noticeable gap between newer and longer-standing employees, particularly around digital adoption and evolving ways of working. While Gen Z employees often bring strong digital confidence and adaptability, it can sometimes be challenging to align this with colleagues who are more comfortable with established processes or less open to change. Additionally, opportunities for mentorship can feel limited in some cases. As some more experienced employees approach retirement, there can be less focus on knowledge-sharing or developing newer talent, which makes it harder for younger employees to learn from their experience and grow within the organisation.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		5		ofen seen as young and naive 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		13		One of the biggest challenges I experience as a Gen Z employee in local government is the judgement that often comes from older generations. There can be an assumption that younger people have a weaker work ethic or are less committed, which is usually framed as a “Gen Z problem.” In reality, work ethic varies across every age group... there have always been individuals who work harder, differently, or toward different goals, and that’s completely normal. We’re also entering the workforce during a period of rapid social, technological, and economic change. This creates a unique sense of uncertainty and pressure that can shape how we approach work. Rather than seeing these differences as a lack of motivation, it’s more accurate to understand them as generational responses to a shifting world. Judging someone’s professionalism based solely on their generation overlooks the fact that people are individuals with their own values, priorities, and working styles.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		19		As i am female also, working amongst mainly men, i sometimes find i can be questioned more about a decision than a more experienced member of the team

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		21		Not being taken seriously as I'm younger than most of my colleagues

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		31		Getting your voice heard and not appearing as 'the young one' or the 'inexperienced one' to employers and colleagues.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		34		ageism

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		40		Being younger than most of my colleague. They don't always take me seriously because of my age 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		47		Being newly qualified and competing with older colleagues- being seen as young and inexperienced.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		51		We’re often seen as too young to lead / lack of experience 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		61		not having as much experience as other staff members in certain areas of work. Training is longer, etc. 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		62		people assuming lack of knowledge.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		65		Managing employers who are older than me - they tend to not treat me with respect

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		76		Not being taken seriously, feeling like a number in the system, pay not being sufficient for the job role.

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		78		less experienced 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		82		Discrimination 

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		85		Being over looked

		Age-related bias and lack of respect		Q17 – Challenges (Gen Z employee)		86		In my job role people do not believe I look old enough to be doing my job effectively and are hesitant

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		9		progression

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		16		being limited in progression and not being able to work from home full time 

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		20		Progression opportunities

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		25		Not enough opportunities to progress 

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		27		No room for career growth, can't move into a higher role unless someone leaves, don't get to interact with others often as office space is so run down (no canteen, needs redecorating, no set desks and have to desk share so can't personalise my workspace to make me feel more comfortable in the office, bad parking) if we had/improved these things it would encourage a lot more people to come into the office regularly - socialising and personalising our workspace is really important to me and other gen Z I know. Covid was 6 years ago and isn't a good enough excuse for the civic to still be in the state that it is, thinking into the future the civic would be a big part of why I would think about leaving the council.

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		32		Lack of promotion within

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		42		Opportunities for progression

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		46		Not being given the opportunity or option to be able to career progress

		Career progression, learning and development		Q17 – Challenges (Gen Z employee)		79		Progression in training and promotions

		Digital systems, skills and modernisation		Q17 – Challenges (Gen Z employee)		18		Conforming to outdates ways of working

		Digital systems, skills and modernisation		Q17 – Challenges (Gen Z employee)		23		Outdated digital systems i.e. IDOX, PeopleSafe app

		Digital systems, skills and modernisation		Q17 – Challenges (Gen Z employee)		52		That Local Government are stuck in the 'past' and doing things how they've always done it.

		Digital systems, skills and modernisation		Q17 – Challenges (Gen Z employee)		56		Outdated technology systems

		Digital systems, skills and modernisation		Q17 – Challenges (Gen Z employee)		63		behind on technological systems (at times). 

		Flexible working and work–life balance		Q17 – Challenges (Gen Z employee)		12		A lot of in person training that could be online for better work life balance 

		Flexible working and work–life balance		Q17 – Challenges (Gen Z employee)		17		As a seasonal play worker, I struggle to travel to work without a car as it is often in different locations around Newport

		Flexible working and work–life balance		Q17 – Challenges (Gen Z employee)		49		Hours spent in the office, travelling to and from office

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		30		Slow/delayed decision making can be frustrating, especially when it's much higher level than yourself so difficult to chase for answers etc. This is a contract to general life where everything moves at quick pace

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		39		Leadership practices and organisational culture were central to how participants experienced working at NCC, with supportive leadership linked to engagement and development, and hierarchical or rigid management approaches associated with frustration and disengagement.

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		60		Pace of change can sometimes be slow but this does seem to be improving

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		66		Navigating the world of local authority/government, networking

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		71		Promotions seems to be about your other connections higher up in the council 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		74		Keeping a role that meets my needs and actually getting a job I've applied for. (took 4 months to secure my current job) 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		80		Lack of recognition of workload from management / job creep. (school office based) 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		84		A disconnect 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		87		Hierarchy and stubbornness within higher positions of NCC

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		89		Ultimatums 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		91		Lack of social media use. Mangment micro mange - lack of career oppertunities past a grade 6 in youth work 

		Leadership, management and organisational culture		Q17 – Challenges (Gen Z employee)		95		Poor management

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		10		Uncertainty in contracts, inability to settle and make long term plans. 

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		11		Job security - fixed term contract subject to funding 

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		33		Pay and work-load

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		44		Fixed term contracts 

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		68		Scope of work increases but pay does not

		Pay, job security and rewards		Q17 – Challenges (Gen Z employee)		77		Salary is not based on the work load 

		Career progression, learning and development		Q18 – Priorities to retain/attract		3		To attract Gen Z employees i think it's important to advertise opportunities for progression whether that is career or the opportunity for training / other projects that they can get involved in. 

		Career progression, learning and development		Q18 – Priorities to retain/attract		4		To retain and attract Gen Z employees, employers should prioritise structured development, meaningful mentorship, and a culture where younger employees feel respected and taken seriously. Clear progression pathways are essential. This includes defined career routes, regular development conversations, and access to training that builds both technical and professional skills. Gen Z employees want to understand how they can grow within the organisation rather than feeling stagnant. Mentorship is also critical. Pairing younger employees with experienced colleagues who are willing to share knowledge, provide guidance, and support development would help build confidence and capability, while also preserving valuable organisational knowledge. Employers should also prioritise embracing digital tools and modern ways of working. Gen Z employees are typically confident with technology and can add value in this area, but this requires openness from the organisation to adopt more efficient systems and be receptive to new ideas rather than relying solely on legacy processes. Recognition and inclusion in decision-making is another key factor. Being trusted with responsibility, having ideas listened to, and receiving constructive feedback helps build engagement and long-term commitment. Finally, fostering a collaborative culture between generations would make a significant difference. Encouraging knowledge-sharing, mutual respect, and two-way learning helps bridge gaps and creates a stronger workforce.

		Career progression, learning and development		Q18 – Priorities to retain/attract		12		Management / progression schemes 

		Career progression, learning and development		Q18 – Priorities to retain/attract		20		Competitive salaries, and clear career progression opportunities

		Career progression, learning and development		Q18 – Priorities to retain/attract		21		Career progression and qualification opportunities

		Career progression, learning and development		Q18 – Priorities to retain/attract		27		career growth and opportunities to get qualifications, letting us have our own desks, a canteen space to socialise and buy proper food, more parking

		Career progression, learning and development		Q18 – Priorities to retain/attract		29		continue apprenticeships and training

		Career progression, learning and development		Q18 – Priorities to retain/attract		39		Greater opportunity for learning and development within work (support to enable this, whether with time, money or other assistance). An attractive workplace that feels exciting to be present in, one in which I want to attend and feel productive doing so, with opportunity for engaging with those outside my immediate team.

		Career progression, learning and development		Q18 – Priorities to retain/attract		44		Career progression pathways, leadership training

		Career progression, learning and development		Q18 – Priorities to retain/attract		45		Have more jobs open and apprenticeships with progression 

		Career progression, learning and development		Q18 – Priorities to retain/attract		47		support career progression.

		Career progression, learning and development		Q18 – Priorities to retain/attract		50		Unsure about all people of similar age but I prioritise challenging work and continual learning.

		Career progression, learning and development		Q18 – Priorities to retain/attract		54		Solid career growth opportunities and pathways. Communal office working spaces to allow in-person collaboration and new working relationships

		Career progression, learning and development		Q18 – Priorities to retain/attract		56		Career Progression opportunities 

		Career progression, learning and development		Q18 – Priorities to retain/attract		68		career progression , more competitive salaries 

		Career progression, learning and development		Q18 – Priorities to retain/attract		91		More career opportunities / progression  

		Career progression, learning and development		Q18 – Priorities to retain/attract		95		More progression opportunities 

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		2		Investment in digital tools and modern working practices as Gen Z value efficiency, flexibility, and innovation.  

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		6		Better IT access (quicker IT fixing etc.)

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		23		The advancement of the digital systems used and the use of social media to promote opportunities within the Council

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		32		try to eliminate outdated approaches

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		36		modernisation of processes and systems used, clear pathways into careers in all departments of the council and required training for such roles to be offered.

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		51		Digital opportunities and flexible work patterns 

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		79		Modernise

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		80		Clear progression and improved IT infrastructure / systems. Also keeping the intranet fully up to date would be great.

		Digital systems, skills and modernisation		Q18 – Priorities to retain/attract		84		Active development and change 

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		16		offer more apprenticeship, bonus schemes, flexible/agile working, modern technology and modern offices 

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		17		Good pay and flexible hours

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		18		Good work-life balance 

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		19		Flexible working, as well as more and easier accessible training courses

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		24		Work-life balance

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		25		The flexibility 

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		28		They should promote the work/life balance flexibility available to all staff, not just traditionally for those balancing work and caring/family life. I have found that this flexibility is associated with a lot of council jobs which I don't necessarily think would be obvious to those that don't work for NCC. I think Gen Z values fair pay, plenty of opportunities for growth but also flexibility. Competitive salary is important but I think many deem opportunities to gain further additional qualifications or even through gaining more experience by learning from colleagues to be particularly valuable especially at the start of your career. Need to address the misconception that a council job is just for those seeking a stable job and with years of experience.

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		35		Flexibility and work-life balance

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		38		WFH Based roles for all teams 

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		55		the work life balance is very important to me and I think this is definitely attractive to those who have gone through Covid lock downs at pivotal stages in life

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		65		flexible hours, respect from colleagues, qualification based training in work, higher pay for qualification based roles

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		70		Better approach to flexible working, more flexibility with carrying leave over. Better pay.

		Flexible working and work–life balance		Q18 – Priorities to retain/attract		97		Work life balance/flexible working

		Leadership, management and organisational culture		Q18 – Priorities to retain/attract		31		Critical feedback with advice/guidance, especially to new Gen Z employees.

		Leadership, management and organisational culture		Q18 – Priorities to retain/attract		40		Supportive leadership and management teams, flexible working and recognition for work you do

		Leadership, management and organisational culture		Q18 – Priorities to retain/attract		71		Hybrid working, Flexible hours. We’re not children and as long as we get our work done that should be paramount. 

		Leadership, management and organisational culture		Q18 – Priorities to retain/attract		83		Flexible working times and trust based rather than rigid schedules. Having a good work-life balance and actually caring about mental health not just ticking a box. Leadership should be honest with staff and so should the council with leaders about hurdles we have to overcome, and what they’re trying to do to fix it. Offer help and support, solutions to these. Leaders should appreciate workers on the frontlines and always offer help. Should value listening to others struggles and finding a way to help (job related issues). Career progression should be clear as day with a step by step structure. Online forms asking for suggestions or reporting problems should be made available in the workplace (I.e school) where a member of the council can reply and find ways to help. People within the council should be inclusive and consist of people from all walks of life , all of their voices should mean something so given the opportunity to speak on our behalf and SERVE the community (us).

		Leadership, management and organisational culture		Q18 – Priorities to retain/attract		87		Modernisation and more trust in staff instead of micromanaging and preventing growth

		Pay, job security and rewards		Q18 – Priorities to retain/attract		10		Contractual stability and life experience in Newport. 

		Pay, job security and rewards		Q18 – Priorities to retain/attract		11		Job security - more permanent contracts available especially after 2 years of service.  

		Pay, job security and rewards		Q18 – Priorities to retain/attract		15		 While Gen Z workers are often motivated by public service values, rising living costs mean competitive pay, fair reward and visible recognition of effort are increasingly important.

		Pay, job security and rewards		Q18 – Priorities to retain/attract		26		Increased salary’s to match your job role I.e road workers etc

		Pay, job security and rewards		Q18 – Priorities to retain/attract		42		competitive salary, continue opportunities for training and development 

		Pay, job security and rewards		Q18 – Priorities to retain/attract		74		Keep pushing forward modern ideas and keep the pay up to scratch with inflation. 

		Pay, job security and rewards		Q18 – Priorities to retain/attract		76		Help to push a pay rise for support staff, helping employees feel more valued and advertising more opportunities for progression. 

		Pay, job security and rewards		Q18 – Priorities to retain/attract		78		career development, good salary, job benefits, appropriate training

		Pay, job security and rewards		Q18 – Priorities to retain/attract		82		Better salary

		Pay, job security and rewards		Q18 – Priorities to retain/attract		89		Security & salary 

		Career progression, learning and development		Q19 – Additional comments		2		Greater transparency around progression pathways would be beneficial. Clear guidance on how to progress would help younger employees plan long-term careers within the organisation. 

		Career progression, learning and development		Q19 – Additional comments		4		One area that would make a big difference is more structured mentorship and shadowing opportunities. There is a lot of knowledge within the organisation, but it can sometimes feel difficult to access or learn from more experienced employees. Having more opportunities to learn directly from others would help build confidence, improve skills, and create a clearer sense of direction. At times, there can be a sense that knowledge isn’t always openly shared, whether due to workload, lack of expectation, or some employees not seeing mentorship as part of their role. Encouraging a culture where knowledge-sharing is actively supported and valued would really help newer employees develop and feel more confident in their roles. It would also help to have clearer development pathways and more visibility around progression. Understanding how to grow, what opportunities are available, and how to build the right skills makes a big difference in feeling motivated and invested in staying long-term. Overall, creating an environment where learning is encouraged, knowledge is shared openly, and development is prioritised would help employees feel more supported, capable, and engaged.

		Career progression, learning and development		Q19 – Additional comments		12		Fast track routes to management such as the civil service fast stream 

		Career progression, learning and development		Q19 – Additional comments		15		Many Gen Z employees are highly motivated but may lack confidence early in their careers, so clear signalling around support, development and long‑term opportunity is crucial.

		Career progression, learning and development		Q19 – Additional comments		28		I have had a really positive experience being employed straight from university. Management was and continue to be more than willing to provide me with opportunities to grow within my role including supporting me through a part time MSc which is related to my role. There does have to be some more opportunities for career progression though as some teams have got a manager with years & years of experience and then junior members but seemingly no in between.

		Career progression, learning and development		Q19 – Additional comments		39		Though I have mentioned the wish to have more interaction in the office, I would caveat by saying I do not want mandatory office time unless it offered meaningful opportunities for learning from experienced colleagues (shadowing?) or cross-departmental collaboration / interaction.

		Career progression, learning and development		Q19 – Additional comments		60		N/A but just to say that I have chosen disagree not because I do not feel I could progress but that there is little/no movement in my area and I don't mind that - I am very happy in the role I am in

		Digital systems, skills and modernisation		Q19 – Additional comments		86		Council need better training on the IT software we use such as Uniform, it is not being used to its full potential and therefore, a waste of resources which would help make our jobs more efficient
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6. Work Environment & Development Opportunities
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7. Digital support and flexible working More details

@Strongly Agree @ Agree  © Neutral @ Disagree  ® Strongly Disagree
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8. Retention & Engagement

@Strongly Agree @ Agree  © Neutral @ Disagree  ® Strongly Disagree

I see myself working at NCC for the next 5 years.

I feel recognised and valued for my contributions.
There are clear opportunities for my career development within
the Council

I receive enough leaming and development opportunities (¢.g.
training, courses, mentoring).

My manager supports my development and future career
aspirations.

100%

(S —
0%

More details

100%






image9.png

9. Choose up to three talent management factors that are most significant for your retention.
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10. In your role at NCC, when would you ideally expect to experience your first significant progression (e.g. promotion, in

creased responsibility, or expanded scope)?
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1. How important is rapid career progression to you?
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12. Do you believe that Gen Z are generally interested in pursuing careers in local government? More details
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13. How would you describe your overall perception of local government as an employer?
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14, Which learning and development opportunities are most important to you?
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15. Based on your experience s a Gen Z employee, how would you rate NCC's overall approach to talent management?  More details
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16. Based on your experience, how likely are you to recommend NCC as an employer to other Gen Z family and friends?  More details
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17. What are the biggest challenges you face as a Gen Z employee in local government? More details
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18. Based on your experience, what should NCC prioritise to retain and attract Gen Z employees? More details
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19. Do you have any additional comments or suggestions about talent management practices for your generation? More details
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3. What two factors most influenced your dedsion to join NCC?
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4. Where do you typically look for jobs?
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