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Introduction
Having worked in the retail and manufacturing industry for over 25 years and now employed by one of Europe’s leading prepacked cereal, grain, and durra manufactures, as the recruitment and compliance coordinator for this very prestigious privately sustained organisation at their head office in the UK. The researcher is not only an academic but in all actuality is a practitioner within the field of human resources. Having experienced situations, occurrences, and changes in the discipline of human resources that raised more questions than answers, the researcher felt the need to become more cognizant with their chosen profession. 
The researcher attended the University of South Wales and gained a Master of Science in Human Resources Management. Then using the degree returned to work in the manufacturing as a Recruitment Coordinator but found a myriad of questions and dilemmas that still needed to be resolved. The researcher then took the decision to return to university part-time at a higher level and is now studying a Doctor of Business and Administration at the University of Wales Trinity St. Davids with the intention of answering some if not all of her questions around the HR disciple. The researcher recently wrote an assignment on retention and turnover in which most of the empirical questions were answered or given illumination to the justifications why this area of the dilemma would need further research. One such area categorised as having very little investigation or consideration is the motivation of the generation “Z” employees and why they may have different needs or values to other of the members workforce. The researcher considered it crucial and significant to further investigate the motivational values of this up-and-coming generational sub-group as these employees will be the future leaders and managers of industry.
The Need for this Study
Since the year 2015 generation “Z” have been joining the UK workforce with over twenty million in this peer group employed at this time (Clark, 2024). Much has been written about the generation “Z” convocation and how it will or will not impact the United Kingdom’s labour markets (Bejtkovsky,2016; Berkup, 2014 p.218; Brunjes, 2019; Dimock, 2019; Francis and Hoefel 2018 pp.2; Gabrielova and Buchko, 2021; Maloni, Hiatt, and Campbell, 2019; Nieżurawska, Kycia and Niemczynowicz, 2023; Rowley and Papandreou, 2023; Tulgan, 2023; Twenge, 2017, pp.4).
Extensively the literature concludes that this workforce has been accredit as being hard to motivate and engage, therefore gaining a reputation as “challenging, lazy, technologically empowered, preservationists who are more globally aware than any other generational group. It is claimed by authors and academics that this group of young people are hard to manage due to their need for freedoms and a good standard of work-life balanced (Bejtkovsky, 2016; Nieżurawska, Kycia and Niemczynowicz, 2023; Rowley and Papandreou, 2023). 
It has been identified by the CIPD (the Chartered Institute of Personnel and Development), CIPHR (Computers in Personnel Holdings Limited) and other contributors that retention is supremely more economic and less chronophagous than recruitment. Practitioners have described a short fall in the UK’s work force that has seen an ageing population and a decreasing birth rate create by a decline of younger workers in the employment market (CIPD, 2023; Walker, 2024). Because of this many organisations have had to critically reconceptualise their turnover and retention strategies in the last few years (Bachmann, Ligon and Skerritt, 2022; CIPD, 2023; Porter and Steers,1973; Vivian et al., 2016). However, industry still struggles to retain its employee in this tight labour market and still use one size fits all approach when dealing with its employees. It has been concluded by many authors and practitioners that this will not yield the desired results because there are too many individual ages groups and cultures with different motivators and values. These motivating factors have been determined as being critical to the dependency that the employee will stay with an organisation if they provide what is classed as the basic need as pre-determined by Maslow (1943). However, overwhelming evidence suggest that these theoretical frameworks and models do not function correctly for this generation, and it is the intention of the researcher to show a balance assessment of the literature.
Aims of this Inquiry
The aim of this research is to investigate if generation “Z” are as predetermined by many contributors, difficult to motivate and retain which is predicted by authors such as Bejtkovsky (2016) and (Berkup, 2014) or as argued by Twenge (2017) are these future leaders of industry more globally connected and ethical that any other generation which allows them to have key values and principles. 
Is there a question of stereotyping within the philosophies surrounding the sub-group of generation “Z” and is it a deficiency in “understanding this this sub-group” that is sustaining the negative thought processes towards them. 
Because of this should organisations manage its workforce in a more diverse approach to accomplish the methodology in which interactions within groups such as generation “Z”, generation “Y” and baby boomers occur to maximise and encourage engagement and the process information gathering and open-ended two-way dialog.
Are organisations employing inappropriate theoretical strategies when collaborating with different sub-groups by using the one-size-fits-all approach and indirectly causing conflict. 
As a consequence of this should organisations look to build new theoretical frameworks and strategies to support the different mindsets and stimuli disposition of this new cohort and those to come after (generation alpha).
Are “HR” philosophies antiquated and no longer fitting for this alleged new mindset of the younger employee, does the HR depart need to do something different when dealing with these sub-sets. 
Should organisations be more pro-active and perceptive when using strategies – does the organisation need to have more than one plan of action for dealing with employee turnover? Should the plan be aimed more than one generic sub-set or group to avoid feeling of bias and non-conformity. 
Is there a generation classification or has this categorisation been developed to describe or label a group of humans born at a point in time rather than to evaluate them as being born at point X to point Y, they are simply labelled and called a subculture.
If the questions introduced in this inquiry can be answered, then a structure or proportion of an explanation can potentially be built into help guide or framework to support in planning for future of employees. According to Peyton-Jones (2016) the future of work in the UK can “be predicted to being made of up many different cultures by 2030”. He also states that “by 2030, there will be a shortfall of 2.5 million highly skilled workers” with many employees being female and many of the older generation sub-set (Peyton-Jones, 2016). 
This inquiry will engage this undertaking by using a qualitive approach while the researcher endeavours to accomplish the task of evaluating the literature and evidence. It is intended by the researcher to evaluate both contemporary and retrospective literature to build an immutable edification data base to comprehend the outcomes of the questions raised in this inquiry. It is the intention of the researcher to examine the philosophies and principles of precedently recognised frameworks organisational and social theories to illuminate possible facsimiles.
Parameters
The researcher has set the parameters of this inquiry to the UK only. This is attributed to limitations in the word count and time restraints. 
The researcher will use UK literature for this inquiry supplementing it with international and European literature, while augmenting this literature with appropriate news articles and other journalistic testimonials.
The researcher will use both modern and historical literature when appropriate, however most of the literature will be from 2015 to 2024 as this attributed to when the generation “Z” cohort joined the workforce.
It is the intention of the researcher to show a balanced well round argument in this subject matter. It is not the intention of the researcher cause any distress and to present an ethical and principled enquiry without causing harm to others.
Limitations 
Because of the limitation on word count the researcher will be limiting this study to the generation “Z” in the UK only. The researcher will be excluding the argument for chromosome related needs values in the field of male and female employee motivation as this will also need to cover other diverse identifies and draws a far different argument and conclusion that could be ethically and morally sensitive. The researcher would like to treat this discussion with the respect it deserves and will do so at a later date.  The researcher has while searching for authentic evidence on the subject of generation “Z” uncovered a limited amount of available literature that is exclusive to the UK. Rational determines that the researcher has supplemented the available literature with international literature so that there is a balanced discussion. Some of the international journals quote a different time frame for the birth of this cohort, which is reflected as one to two years earlier depending on which country the literature is descended.
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Literature Review
Motivation! What is the Big Secret for Generation ‘Z’?
Should practitioners be doing something different for the Z generation.
Chapter 1. Retention Over Recruitment
Mayne (2024) while writing for the CIPD enunciate that “retention in the workplace will be even more contributory prevalent than antecedent to previous years, with a myriad of employees switching organisations with enhancements such as increase numeration and emotional fulfilment” (Mayne, 2024). In a recent survey conducted by CIPHR, HR, practitioners were asked to complete a survey on “the biggest challenges they would face in 2024”, the results of the research determined that “fifty one percent of HR professionals indicated that retention is or will be the biggest challenge for HR” (Jones, 2024).  This seems to be the theorised paradigm for other HR based editorials with Westall (2024) on behalf of “Forbes magazine” suggesting that “retention is the key to the long-term success of an organisation” (Westall, 2024). 
Research has shown that the benefits of retention regarding organisational employees is unprecedent if achieved with companies flourishing in the advantages of dedicated, impassioned, and motivated employees (Vivian et al., 2016). For those who are found to be deficient in this terrain it is a continuous, expensive, time-consuming, arduous endeavor (Bachmann, Ligon and Skerritt, 2022). Committed organisations strive to reach a compromise between economics and emotionality, research reflects that many institutions continue to exercise an antiquated methodology (Simon et al., 2023). A further dilemma for organisations is that not all employees’ requirements can be fulfilled (Dhingra et al., 2021).
Chapter 2. The employee Requirements 
The employee survey has been determined as a beneficial tool into comprehending what an employee desires to motivate them (Bachmann, Ligon and Skerritt, 2022). Historically and traditionally the employee survey has a multitude of outcomes, however, there are five that if tracked can be seen as routinely appear rotating for the pinnacle spot. These five, which are often called and referred to as motivators (Bachmann, Ligon and Skerritt, 2022; Wiley, 1997). These five motivators “value, work life balance, development, salary, and respect historically command the top five spots with the pinnacle changing as to the political and financial climate of the year. (Gallup, 2023; Hackman and Oldham, 1976; Hom et al., 2017; Lee, 1996; Rubenstein et al., 2017; Wiley, 1997).  A myriad of organisational employee surveys illustrate that there are a convergence of continuous requirements that challenge for the pinnacle position perennially (Bachmann, Ligon and Skerritt, 2022). Wigert (2022) argues that “pay and wellbeing have risen to the first and second spot in conjunction with what the employee would like in their next job” (Wigert, 2022). However, it is alleged by the World Economic Forum (2023) one year later that “Job security and work life balance” is the salient point (World Economic Forum, 2023). The aforementioned people survey also purports that this paradox is more prevalent in the generation aged between eighteen and twenty-four and synchronically by those aged between twenty-five and thirty-four (World Economic Forum, 2023).
Chapter 3. Who Are Generation “Z”?
This group of developing employees are frequently categorised by authors, researchers, academics, and contributors as “generation Z” which is the designation given to those individuals born between 1997 to 2012 and “generation Y”, also referred to as millennials, who were born between 1981 and 1996 (Brunjes, 2019; Dimock, 2019).
Research has shown that generation “Z” have culminated numerous descriptive characteristics, such as those described by Berkup (2014) when they indicate that generation “Z” employees are “irrepressible by nature, freedom loving, individualistic, free-thinking techno-holicks”(Bejtkovsky,2016; Berkup, 2014 p.218).Other contributors such as Rowley and Radhika Papandreou (2023) indicate that “generation “Z” individuals are difficult to work with citing that they are influenced by technology and lack motivation and effort” (Bejtkovsky, 2016; Rowley and Papandreou, 2023). The conclusion of many practitioners such as Rowley and Papandreou (2023) is that generation “Z” are potentially unique when compared with other generations to ante cede and therefore are considered theoretically challenging to manage (Bejtkovsky, 2016; Nieżurawska, Kycia and Niemczynowicz, 2023; Rowley and Papandreou, 2023). Chapter 4. An Alternative Evaluation
Maloni, Hiatt, and Campbell (2019) challenge this thought process by arguing that every generation has a unique prospective and it is not how we manage that prospective but how we integrate that prospective with the expectation of other generations (Maloni, Hiatt, and Campbell, 2019). Tulgan (2023) states that in fact “generation “Z” don’t want to be pandered to and praised. Intellectuality they wish to be treated with fairness and respect like any other member of the team” and “that generation “Z” has the same occupational needs an employee from any other generation” (Tulgan, 2023).
Chapter 5. Opinions Differ 
Francis and Hoefel (2018) offer the opinion that generation Z are far more globally aware due to the nature of their formative years and the open access to the internet (Francis and Hoefel 2018 pp.2). Tulgan (2023) suggests that “there is evidence to suggest that the root cause can be found in the way parenting is conducted with the parental/child relationship configuration becoming obscured” (Bejtkovsky, 2016; Tulgan 2023). However, Twenge, (2017) contradicts this theoretical conclusion by observing that adolescent young people do not have the freedoms of other generations inasmuch as “actually spending parent free time during what would be considered a normal activity like shopping with friends alone” and further suggests that generation “Z” find it inordinately proficient to socialise online and have acquaintances from a myriad of different nationalities and cultures (Dimock, 2019; Twenge, 2017, pp.4). It is acceptable and common place to have the same kind of interactional relationship as they would with an acquaintance on social media as they would interact with a person that they would patronise school or work with (Dimock; 2019; Francis and Hoefel 2018 pp.2; Maloni, Hiatt, and Campbell, 2019; Rowley and Papandreou, 2023; Twenge, 2017, pp.4). Evidence suggests that all generations have been homogeneously characterised by previous forebearers and such is the circumstance that has transpired into ubiquitous “Stereotyping” bias toward generation “Z” (Dimock, 2019; Power, 2023; Rudolph et al., 2020). The research suggests that according to authors such as Power (2023) that this populace born between 1997 to 2012 are significantly more antiquated in their philosophy and value systems than previous generations (Padhy and Ganguli, 2023; Power 2023; Twenge, 2017, pp.4). 
Research reflects that some value influences remain from generation “Y” inasmuch as to the way technology is used or processed and the need to progress rapidly within a chosen career (Dimock, 2019; Gabrielova and Buchko, 2021), a myriad of authors also suggest that generation “Z” are concerned with rates of remuneration (Maloni, Hiatt, and Campbell, 2019; Padhy and Ganguli, 2023; Power 2023; Rue, 2018). Similarities can also be considered by influences such parenting and generational role modelling that are experienced when growing up (Rue, 2018; Strauss; 2010), it is also advocated that generation “Z” carries many of the philosophies of the “baby boomer” population (Padhy and Ganguli, 2023). Contributors and practitioners such as Padhy and Ganguli (2023) and Park and Shaw (2013) suggest that motivation in the generation Z populace is achievable in the workplace using the same intrinsic motivators, which is wanting to do a task for pleasure (Ryan and Deci, 2017, pp.99) and extrinsic motivators, which is doing a task for reward or recognition (Ryan and Deci, 2017, pp.129) stimuli as any  other generational groups (Rudolph et al., 2020; Padhy and Ganguli, 2023; Park and Shaw, 2013; Straus, 2010). 
Figure 1.  Reasons people are likely to leave their employment based on Brinkley (2023) and Wheatley (2019)
	2019 (2022)
	 2023

	Better pay and conditions
	34%
	Better pay and conditions
	16.5%

	Increased job satisfaction
	26%
	Increased job satisfaction
	13.1%

	Better work–life balance
	23%
	Better work–life balance
	11.1%

	Different type of work
	22%
	Different type of work
	10.1%

	Senior management
	19%
	Senior management
	10.1%

	Opportunities for promotion
	12%
	Opportunities for promotion
	6.3%

	More flexible working hours
	10%
	More flexible working hours
	4.8%

	Dislike line manager or colleagues
	8..0%
	Dislike line manager or colleagues
	4.36%

	Increased job security
	5.0%
	Increased job security
	3.8%

	Better training and development
	9.0%
	Better training and development
	3.8%

	Discrimination/harassment/bullying
	4.0%
	Discrimination/harassment/bullying
	1.4%

	Ethical or green employer
	5.0%
	Ethical or green employer
	1.4%

	COVID has changed my career path
	5.0%
	COVID has changed my career path
	0.97%

	Some other reason
	25%
	Some other reason 
	12.1%

	Don’t know
	0.0%
	Don’t know (Question not included)
	0.48%

	  Opportunity for remote working 
	7.0%
	   Opportunity for remote working
	0.0%


			     	
The researcher found that these reports may show a significant difference in how these employee motivational requirements have or have not been met. Brinkley (2023) indicates that the report is generationally inclusive however it is suggested by Brinkley (2023) that “work-life balance is significantly higher in the eighteen to twenty-four-year-old group and the over fifty group” (Brinkley, 2023 p.23; Wheatley,2019 pp.24). Padhy and Ganguli (2023) and Twenge (2017) indicate that a multitude of idiosyncrasies align the generation “Z” population and the “baby boomer” demographic (Litman, 2024; Padhy and Ganguli, 2023 and Twenge, 2017). They further propose that by examining these conformities some conclusions can be ascertained as to the classification of motivators could best represent both these generations (Litman, 2024; Padhy and Ganguli, 2023 and Twenge, 2017; Stauss, 2010). 
Chapter 6. The Chromosome Argument
Some scholars such as Lašáková, Vojteková and Procházková (2023) cite that when investigating motivation within this generational group that subgroups should be considered both male, female, and non-binary as they believe that it is unacceptable and bias to not do so. They also make the claim that by including this in any motivational study will result in different needs for motivation (Berkup, 2014; Hofstede, 1984, pp.174; Lašáková, Vojteková and Procházková, 2023; Ng et al., 2022). The researcher suggests that although it is an important factor as motivators for men are found to be extrinsic   compared to women Róbert Štefko et al. (2017) where the motivators are more intrinsic it is suggested, this is an argument left for further discussion where the intricacies of the arguments may be given due process.
Chapter 7. Why Motivation is Key
According to Wiley (1997) Motivation is the key to unlocking many of the secrets to employee retention. Employee motivation can be viewed as integral to the success of an organisation and can be recognised as being one of the essential imperatives to contribute to the overall profitability and stability of how other organisations employees and stakeholders may view the corporation or institution (Ambler and Barrow, 1996; Latham, 2012, pp.3–309). Innumerable contributors, scholars, and authors like Wiley (1997) and Maslow (1943, pp.5–38), have throughout the discipline of organisational phycology and occupational health argue that motivation is the predominant principle of incitement in the nurturing of a well-balanced and mentally healthy workplace (Ambler and Barrow, 1996; Maslow, 1943, pp.5–38; Thi, Velasquez- Tuliao and Chen, 2022 pp.49; Wiley, 1997). Organisations have strived to discover, comprehend, and evaluate the nucleus of this endeavor and its many, sometimes contradictory, theoretical studies and evaluations (Thi, Velasquez- Tuliao and Chen, 2022). 
Chapter 8. History
According to Weiner (1990), motivational studies historically can be traced back to the late 1930’s and early 1940’s in relation to research within the academic classification of Motivating adolescents (Weiner, 1990 pp.616). However, other authors such as Wren (2011) indicate that the investigation into motivation as a study began with Fredrick Taylors (1910) “Scientific Management Theory” in the early 1900’s. In his first directive of this hypothesis, he systematically excludes individual election and freedoms to think as individuals, thereby allegedly abstracting room for error (Mindtools content team, 2024; Taylor, 1910 pp.2; Wren, 2011 pp.13). Taylor built his theory around the thesis that all workers were commonly motivated by financial rewards without consideration for other justifications or principles of his work force. According to Littler (1978) this theoretical prospective was proved in accurate in the 1920, s they dictate that “the view of the worker as an individual personality emerged strongly in the 1920’s, at this time the employee was to be seen as psychologically complex and the physiological man faltered, and sociology entered industry” (Littler, 1978 pp.186).  
Chapter 9. Reading the Signs 
It is evidenced by Burnett, Besant, and Chatman (2001) that research conducted by Chatman (1999) that sociology in the workplace began to characterize how the thinking employees collaborated with other employees in select groups in their combined workspace. Chatman (1999) describes these behaviors as comportments as “daily routines, speech patterns, interactions, body language and ethical and unethical thought processes as “normative codes”. Chatman also describes that “there is a perceived hierarchy and culture which individuals are expected to recognize and conform too” (Burnett, Besant, and Chatman, 2001 pp.537; Burnett, Jaeger, and Thompson, 2008; Chatman, 1999 pp.213). 
Gabrielova and Buchko (2021) state that “this lack of collaboration, interaction, and communication between generations in the workplace or group can be seen as a stimulant to disruption and the deconstruction of interrelationship quality. However, if these interactions are managed carefully, they can be a virtue to the managerial team and organisation” (Gabrielova and Buchko, 2021 p.490; Rudolph et al., 2020; Ruff, 2024).
Chapter 10. A Motivational Theory for Gen “Z”
Pink, (2015) is of the opinion that “senescent theories of motivation are no longer viable” and proposes that “Autonomy, the desire to direct one’s own life, Mastery, the urge to get better at something that matters, and Purpose, the yearning to do what we do in the service of something larger than themselves” (Pink, 2015 pp.1). Tulgan (2023) is of the opinion that “Young people are not a bunch of disloyal, delicate, lazy, greedy, disrespectful, inappropriate slackers with short attention spans and won’t take “no” for an answer. Just like their older colleagues, most young people want leaders who take them seriously at work. They want leaders who set them up for success in the real world, not leaders who pretend they are succeeding no matter what they do” (Tulgan, 2023 pp. 14). 
Chapter 11. Comparisons of Theories 
Da Silva, (2022) concludes that human motivational theories in comparison to the generation “Z” group subsets that “some answers can begin to be formed on the best conclusions as to what works” (Da Silva, 2022 pp.56). They indicate that for example, the free flowing and individualistic thought process of the proposed generation “Z” population can automatically drastically show that when measure against Maslow’s “Hierarchy of Needs Theory”, the comparison is out of synchronisation for this new socially aware and diverse generation (Carter-Stewart, 2009; Da Silva, 2022). Byrne (2006) states “Herzberg et al., "motivational hygiene" theory proposes that certain "motivators" and "hygiene" factors can respectively affect job satisfaction and dissatisfaction” (Byrne 2006 pp.7). Baldonado, (2018) determines that “Gen Z employees want meaningful and challenging work that lets them grow in their jobs. Likewise, Gen Z workers value the importance of balancing their personal and professional lives”. By comparing the results of a study, Baldonado completed in 2018 it can be reflected upon that “Herzberg et al., Hygiene Theory” is very relevant to the generation “Z” population.  Baldonado, concludes that not all points were significant to all of this study group, but the results presented a primary asseveration that this model maybe reasonably used for this general convergence (Baldonado, 2018 pp.58). However, Herzberg, (1987) states that “hygiene factors do not lead to higher levels of motivation” but can lead to higher levels of satisfaction in the workplace (Herzberg, 1987 pp.6). 
Figure 2.  Leadership and Gen Z: Motivating Gen Z Workers and Their Impact to the Future, Baldonado (2018)
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[bookmark: _Hlk167654108]Fried and Ferris (1987) argue that Hackman & Oldham’s Job characteristics model works on the hypothesis that challenging jobs in which application is necessary are reflective of “elevated job satisfaction, motivation, and work performance” (Fried and Ferris, 1987 pp.287). Other literature reflects that Vroom’s (1995) expectancy theory works on the assumption that the employee choose to work for pleasure or to avoid consequences of not doing the work or a good job. This theory necessitates the believe that the employee has the ethical principle of caring about the outcome. (Miner, 2005, pp.94–112; Vroom, 1995, pp.1–397). Nieżurawska (2023) suggests that “Adams (1965) Equity Theory and Skinners (1954) Instrumentality Theory work on the same principle as Vroom’s (1995) Expectancy theory, which is to be effective for the employee is matter of choosing that concept or behaviour (Adams, 1965; Miner, 2005, pp.94–112; Nieżurawska, 2023 pp.9; Skinner, 2014, pp.3–449).
Nieżurawska (2023) indicates that “many theories of motivation work on the hypothesis that to motivate employees they must gain either perceived or materialistic rewards. However, they also state that to be achievable then more than one theory should be exploited with an amalgamation of contemporary and retro concepts to build an anomalous framework work that can be dynamic” (Nieżurawska, 2023 pp. 10). Cook and Artino (2016) and Sandilands (2017) argue that this could be problematic and confusing to implement for the management teams (Cook and Artino, 2016; Sandilands, 2017).
Chapter 12.A Natural Evolution
According to authors such as Hom.et.al (2016) this is accredited to several paradigm shifts within a selected generation (Augustine, 2024; Hom.et.al 2016). As suggested by Kuhn (1962) as these paradigm shifts transpire, the momentum of the shift changes, causing the direction or frequency to disrupt, creating a new paradigm or in this case a more contemporary requirement or thought process. Successionally this creates new questions to be answered triggering a distorted continuum in the paradigm shift (Kuhn, 1962, p.43). However, Mannheim (1952) offers the argument that these are “natural evolutionary processes that continue as the human mind expands bringing with it new ideas” (Mannheim, 1952 pp.163). Ridgway et al. (2019) proports that a myriad of influences that have augmented expectations and requirements within the political, financial, and cultural climate over the decades and can be seen to have a linear effect on personal needs and values (Hom.et.al 2016; March and Simon 1993, pp.1–263; Ridgway et al., 2019; Rudolph et al., 2020, Strauss, 2010). Molteni (2023) relates that beliefs and philosophy processes become ingrained in a person’s neuro-network at an early age. Evidence suggested by Molteni (2023) reflects that this can be between thirty to sixty percent of our thought processes as we grow (Hofstede, 1984, p.174; Molteni, 2023). Hofstede (1984) further collaborates that “values and cultural beliefs are inclusive of what we identify from our peers, colleagues, and teachers in later years” (Hofstede, 1984, p.174; Rudolph et al., 2020; Strauss, 2010). 
Chapter 13. Conclusion
Evidence indicates that the generation Z population are already employed in leadership roles in many organisations (Črešnar and Nedelko, 2020 pp.1; Knight, 2023). It is evidenced by many authors that this generation values the ability to learn and can adapt to situations (Baldonado, 2018), It is also evidence that they expect to be paid for their work in a fair and productive way (Berkup, 2014).  Authors conclude that this not independent or unique to any generational group of employees (Camfield, Moore and Allen, 2020).  Many organisations are finding the benefit of these younger employees refreshing and intuitive with the establishment of innovative and creative ideas (Knight, 2023). However, Costanza, Rudolph and Zacher (2023) put forward the argument that every new generation brings with it a new way of social thinking which is import to anthropological change (Costanza, Rudolph and Zacher, 2023; Mannheim, 1952). Mannheim (1952) writes that “this is a natural process for every generation and that the experiences change as new concepts and advances are made”. He also indicates that “if this process were to desist due to the non-existence of a new population, then the human brain would find a way to supersede this predicament and allow the natural evolution to continue” (Costanza, Rudolph and Zacher, 2023 pp.2; Mannheim, 1952 pp. 171).
Bachmann, Ligon and Skerritt (2022) and a myriad of other practitioners, argue that process of retention will always need to be conscientiously managed (Bachmann, Ligon and Skerritt, 2022; Birt, Wallis and Winternitz, 2004; Duffield et al., 2010; Mayne, 2024; Vivian et al., 2016; Westall, 2024; Wigert, 2022). It is suggested by much of the current literature that for the generation “Z” population that this will be difficult considering their independent, nonconformist nature and their disposition of frequently changing employers. (Bejtkovsky,2016; Berkup, 2014 p.218; Rowley and Papandreou, 2023). The literature reflects that there is an alternative argument that generation “Z” in all actuality is not as depicted by contributors such as Rowley and Papandreou (2023) and other authors but have the same requirements and moral beliefs as every employee (Nieżurawska, Kycia and Niemczynowicz, 2023). The literary evidence presented by Francis and Hoefel (2018) and other practitioners reflects that this group of individuals are well educated and aware of their individuality (Bachmann, Ligon and Skerritt, 2022; Birt, Wallis and Winternitz, 2004; Duffield et al., 2010; Francis and Hoefel, 2018; Gabrielova and Buchko, 2021). Evidence reflects that they bring something different and new to the work force (Gabrielova and Buchko, 2021). Many believe it is how managers harness that perspective and use it within organisations is the way forward (Nieżurawska, Kycia and Niemczynowicz, 2023). From the current perspective and testimony of practitioners, there are critical indications that many authors and contributors have a predisposed thought process towards this generation as sometimes happens in the form of (Dimock, 2019; Maloni, Hiatt, and Campbell, 2019; Power, 2023; Rudolph et al., 2020).  Costanza, Rudolph and Zacher (2023) give an alternative argument that these alleged generations do not exist but are a natural evolutionary process that will continue to advance as is the nature of humanity (Mannheim, 1952 pp. 171; Costanza, Rudolph and Zacher, 2023 pp.2).  
Conclusions can be drawn as to the principles of the social philosophy when dealing with individuals and as research reflects understanding the human mind is an impossible task (Baumeister, 2005 pp.169 - 224). Motivation, needs, and values are personal to the individual (Wiley, 1997 pp. 168) and as the literature review reflects, they are driven by outside cogence’s (Hom.et.al 2016; March and Simon 1993, pp.1–263; Ridgway et al., 2019; Rudolph et al., 2020, Strauss, 2010).These are shaped by an individual’s parentage, culture, teacher and peers, the political and financial climate at the time of growing up (Rudolph et al., 2020, Strauss, 2010). The argument for the motivation clearly indicates that gen “Z” have already become a multi-dimensional workforce and are in leadership roles (Knight, 2023) which indicates the individuality and drive that has been described by the literature (Dimock, 2019; Maloni, Hiatt, and Campbell; Nieżurawska, Kycia and Niemczynowicz, 202). 
It is evidenced by the literature that like all generations, this generation needs to be encouraged and communicated too, however, for a truly multi-generational work force to coexist the management team will need to use their skills to encourage a sharing of information and capability from all generations to build a moveable, meanable, satisfied, and balanced work force.
Orwell, (1954) summarises this eloquently and elucidates that “Each generation imagines itself to be more intelligent than the one that went before it, and wiser than the one that comes after it. Be kind, don't judge, and have respect for others. If we can all do this, the world would be a better place. The point is to teach this to the next generation” (Orwell, 1954; Thomas, 2021).
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Factors mean ‘median ‘mode
growth 118 1 1
achievement 1.27 1 1
‘work itself’ 127 15 1
responsibilit 1.27 1 1
advancement 1.27 1 1
securit 1.45 1 1
personal life 145 15 1
relationship w/ subordinates 154 15 2
relationship w/ peers 154 1 2
relationship w/ supervisor 172 1 2
salary 19 2 2
supervision 19 15 2
company policy and administration 19 15 2
work conditions 2.09 25 2
recognition 227 2 2
status 263 3 3





