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ABATRACT 

In a period of fast workplace change, organisations confront problems in hiring and keeping 

Generation Z talent. This research tries to dive into these issues and provide a complete overview of 

the present scenario. Our key goals are to identify the recruiting and retention challenges that 

employers face, to investigate new and effective recruitment techniques geared to Generation Z, and 

to understand the retention measures that promote employee happiness and loyalty. Using a mix of 

literature analysis, research reports discovered that Gen Z valued flexibility, technological 

integration, and a strong match with their own values and professional goals. Effective recruiting 

techniques include using social media channels, hosting virtual recruitment events, and presenting 

clear professional advancement options. Retention tactics emphasise the importance a friendly work 

environment, opportunity for continual development, and mental health assistance. The findings 

show that organisations must adapt to Gen Z's dynamic expectations by creating an inclusive and 

engaging work environment. These findings are critical for companies who want to establish a 

resilient and engaged workforce capable of delivering long-term organisational success. 
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INDRODUCTION 

The contemporary work environment is undergoing rapid and profound changes, driven by 

technological advancements, globalization, and shifting societal values. Amidst this evolving 

landscape, organizations face the significant challenge of recruiting and retaining Generation Z (Gen 

Z), individuals born between 1997 and 2012 (Pew Research Center, 2019). As the newest entrants 

into the workforce, Gen Z brings distinct characteristics, expectations, and work behaviours that 

differ from previous generations. Understanding and adapting to these differences is crucial for 

organizations aiming to attract and maintain a motivated and productive Gen Z workforce. 

Gen Z is the first generation to grow up as true digital natives, deeply immersed in technology from 

an early age. This pervasive digital engagement has shaped their communication preferences, 

learning styles, and work expectations (Seemiller & Grace, 2016). Unlike previous generations, Gen Z 

values flexibility, work-life balance, and meaningful work experiences. They are also characterized 

by a strong desire for career development opportunities and are inclined towards workplaces that 

offer continuous learning and growth (Francis & Hoefel, 2018). Consequently, traditional recruitment 

and retention strategies may fall short when applied to Gen Z, necessitating innovative and adaptive 

approaches. 

Research highlights that Gen Z's entry into the workforce coincides with a period of significant 

economic and social transformation. The COVID-19 pandemic, for instance, has accelerated remote 

work adoption, reshaping workplace dynamics and expectations (Carnevale & Hatak, 2020). This 

shift has further underscored the importance of technological proficiency and adaptability—traits that 

Gen Z naturally embodies. However, the same circumstances have also heightened their need for job 

security and stability, influencing their employment choices and loyalty (Vogels, 2021). 

To effectively recruit Gen Z, organizations must leverage digital platforms and social media, which 

are integral to this generation's daily life. Platforms such as LinkedIn, Instagram, and TikTok are not 

only tools for social interaction but also vital channels for employer branding and talent acquisition 

(Smith & Anderson, 2018). Crafting compelling, authentic, and transparent employer value 

propositions (EVPs) that resonate with Gen Z's values can significantly enhance recruitment efforts 

(Deloitte, 2019). Additionally, the use of data analytics and artificial intelligence in the recruitment 

process can provide personalized and engaging candidate experiences, aligning with Gen Z's 

expectations for efficiency and innovation (Sivertzen, Nilsen, & Olafsen, 2013). 

Retention strategies must equally evolve to address Gen Z's unique needs. Flexible work 
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arrangements, such as remote work and flexible hours, are highly valued by this generation (PwC, 

2020). Furthermore, fostering an inclusive and diverse workplace culture can enhance Gen Z's sense 

of belonging and commitment to the organization (Catalyst, 2020). Organizations should also prioritize 

mental health and well-being initiatives, as Gen Z places a high emphasis on holistic well-being 

(Twenge, 2017). Providing clear career pathways, mentorship programs, and opportunities for skills 

development are critical in retaining Gen Z employees, who are keen on continuous learning and 

career progression (Robert Half, 2021). 

Classification of Generations 

Classification of Generations Indian believes in the philosophy that every world is considered and 

accepted as family as vasudhaiva kutumbakam. India is the nation with Unity in diversity having 

Twenty-Eight states, seven union territories having official languages of twenty-two with 1.2 billion 

of population. Nation is having diversity in context of languages, dances, traditions, religions, 

cultures, geography, and socio-economic measures. Every nation is unique with different parameters- 

India is unique and growing over the period evolving itself in terms of social, economic, political and 

cultural. Therefore, it becomes inevitable to modify and adapt the generational meaning and 

definitions with reference to Indian workforce along with widespread life occasions over the years or 

era. The enormous gathering of devising thoughts and debates with large discussions was conducted 

in year 2010 ( Karthik Ekambaram and Dr.Saundarya Rajesh )where around 240 - 250 corporates 

employees from diverse age groups. The intention for these discussions was to create the definition of 

various generations of Indian workforce. Based on literatures available on generations, the years 

listed in can be used to identify the various generations' birth years. 

In their 2014 study( Saundarya and Ekamabaram )explored the classification of generations, often 

referred to as generational cohorts. These classifications are typically based on the years of birth and 

shared experiences that shape the attitudes, values, and behaviours of each generation. Here is a brief 

overview of the commonly recognized generational cohorts as detailed in similar studies. 

Silent 

Generation 

(Traditionalists) 

Birth Years: 1928-

1945 

Baby Boomers 

Birth Years: 1946-

1964 

Generation X 

Birth Years: 1965-

1980 

Millennials 

(Generation Y) 

Birth Years: 1981-

1996 

Generation Z Birth 

Years: 1997-2012 

Characteristics: 

Hardworking, 

loyal, and 

financially 

conservative. 

 

They value job 

security and 

have a strong 

sense of civic duty. 

Characteristics: 

Optimistic, 

team-oriented, and 

driven by success. 

 

They have a strong 

work 

ethic and value 

personal growth 

and 

achievement. 

Characteristics: 

Independent, 

resourceful, and 

sceptical. 

 

They value work-

life 

balance and are 

technologically 

adept. 

Characteristics: 

Tech-savvy, 

collaborative, and 

value diversity 

and inclusion. 

 

They seek 

meaningful work 

and a 

good work-life 

balance. 

Characteristics: 

Digital natives, 

entrepreneurial, 

and value 

authenticity. 

They are socially 

conscious and 

expect instant 

access to 

information. 

 

Traditionalists 

The Traditionalists, also known as the Silent Generation, generally include individuals born between 

1928 and 1945. This generation is characterized by their formative experiences during the Great 

Depression, World War II, and the early post-war years, which significantly shaped their values and 
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behaviours. According to research by Howe and Strauss, Traditionalists are often seen as 

hardworking, disciplined, and loyal, having grown up in a time of economic hardship and national 

unity. Their values emphasize duty before pleasure, adherence to rules, and a strong sense of 

responsibility. This generation values job security, stability, and a clear organizational structure in the 

workplace. 

In terms of communication, Traditionalists prefer face-to-face interactions and written 

correspondence over digital methods. Studies suggest they tend to be less tech-savvy compared to 

younger generations, which can influence their adaptation to modern workplaces. 

Furthermore, research by (Gursoy, Maier, and Chi) underscores that Traditionalists are characterized 

by their respect for authority and preference for formalized, hierarchical work environments. They 

often bring a wealth of experience and institutional knowledge, making them valuable mentors to 

younger colleagues. Overall, the Traditionalists' experiences and values significantly contribute to 

their distinct work ethic and perspectives in multi- generational workforces Baby boomers 

Baby boomers are considered as the eldest generation in the workplace. The birth year to identify of 

Baby Boomers has been considered differently by different scholars. However, most common age 

group considered by scholars for research for this generation is 1946 to 1960 (Erickson,2008; 

Hagevik, 2009). While the older baby boomers have already retired, the younger baby boomers are 

oldest employees in the workplace, on verge of retirement. Globally Boomers grew up competing 

world, with limited opportunities. Boomers encompass the richest generation, are optimistic, and are 

motivated by position, perks and prestige (Wiedmer, 2015). In India, this generation witnessed 

improved agricultural productivity due to Green revolution. With Indo –Pak war of 1965 and 1971 

and Indian Emergency of 1975, this generation grew with scepticism of political leaders (Erickson, 

1971). Baby Boomers tend to be more work- centric and hierarchical, while Generation Xers value 

work-life balance and independence (Twenge, J. M., et al. ,2012). 

 

Generation X 

Generation X, individuals born between 1965 and 1980, exhibit a distinctive working style 

influenced by their formative experiences. Research indicates that Gen Xers value independence, 

flexibility, and work-life balance, often prioritizing these over traditional corporate loyalty. Having 

witnessed economic fluctuations and the rise of technology, they are adaptable and resourceful, 

demonstrating a pragmatic approach to their careers. 

A study by Lub et al. (2016) highlights that Gen X employees appreciate transparent communication 

and direct feedback, preferring to work autonomously rather than under micromanagement. They are 

seen as self-reliant and confident, often taking on leadership roles that leverage their experience and 

skepticism toward rigid corporate structures. Furthermore, research by Smola and Sutton (2002) 

reveals that Gen Xers seek meaningful work that aligns with their personal values, fostering a sense 

of purpose and engagement in their professional lives. Technological adeptness is another hallmark, 

as Gen X was the first generation to integrate personal computers and the internet into their work 

routines, according to Gursoy et al. (2008). This familiarity with technology enhances their efficiency 

and adaptability in the rapidly evolving digital landscape. In summary, Generation X’s working style 

is characterized by independence, flexibility, technological competence, and a quest for meaningful 

work, driven by a pragmatic and adaptable mindset. 

Generation Y 

Generation Y, also known as Millennials, encompasses individuals born roughly between 1981 and 

1996. one of the most distinguishing features of Generation Y is their adeptness with technology. 

Raised during the digital revolution, Millennials are comfortable with rapid technological changes 

and digital tools. According to Ng, Schweitzer, and Lyons (2010), Millennials are highly proficient in 

leveraging technology for efficiency and communication. This tech-savviness translates into a 

preference for flexible and remote working environments, as well as the use of social media and 

collaborative platforms to enhance workplace communication. Millennials seek purpose in their 

professional endeavors. According to research by Deloitte (2016), Generation Y employees are 

motivated by work that aligns with their values and provides a sense of accomplishment. ontinuous 
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learning and development are crucial to Generation Y. Ng and Gossett (2013) emphasize that 

Millennials are eager for professional growth opportunities and value mentorship and feedback. They 

prefer workplaces that offer clear career progression paths and invest in employee development 

through training programs and educational opportunities. Millennials thrive in collaborative work 

environments. Myers and Sadaghiani (2010) found that Generation Y prefers teamwork and values 

diverse perspectives. They are comfortable with flat organizational structures where open 

communication and inclusivity are encouraged. This preference for collaboration is often facilitated 

by their comfort with digital communication tools. Generation Y is known for its adaptability and 

innovative mindset. According to Martin (2005), Millennials are open to change and willing to 

embrace new ideas and processes. This adaptability makes them valuable in dynamic and fast-paced 

work environments where continuous innovation is necessary for success. 

Generation Z 

Generation Z, often defined as those born between 1997 and 2012, is entering the workforce with 

unique characteristics and preferences that differentiate them from previous generations. Researchers 

consistently highlight Gen Z's comfort with technology as a defining trait. According to a report by( 

McKinsey & Company,)Gen Z workers are digital natives, having grown up with the internet, 

smartphones, and social media. This proficiency translates into a preference for workplaces that 

leverage advanced technology for communication, collaboration, and productivity. A study by the 

Pew Research Center emphasizes that this generation expects seamless integration of technology in 

their work environments, which not only enhances their efficiency but also aligns with their personal 

values of innovation and connectivity. Flexibility is another cornerstone of Gen Z's working style. 

According to a survey conducted by Deloitte, Gen Z highly values flexible work arrangements, 

including remote work options and flexible hours. This preference is driven by their emphasis on 

work-life balance and the ability to manage personal commitments alongside professional 

responsibilities. Researchers at Gallup found that the ability to work remotely is often seen as a 

necessity rather than a perk, with many Gen Z employees willing to forgo higher salaries for 

increased flexibility. Diversity and inclusion are critical values for Gen Z, influencing their choice of 

employers and their approach to work. Research from the Society for Human Resource Management 

(SHRM) indicates that Gen Z workers seek out organizations that demonstrate a genuine commitment 

to diversity and inclusivity . This generation not only values diverse workplaces but also expects 

inclusive policies and practices that foster a sense of belonging and equity. Gen Z's approach to 

career development is characterized by a strong desire for continuous learning and growth. A report 

by LinkedIn Learning highlights that this generation prioritizes opportunities for skill development 

and career advancement . Unlike previous generations, Gen Z employees are more likely to switch 

jobs frequently to gain diverse experiences and enhance their skill sets. They prefer employers who 

invest in their professional development through training programs, mentorship, and clear career 

progression pathways. Purpose-driven work is a significant motivator for Gen Z. According to a 

study by the IBM Institute for Business Value, Gen Z workers are attracted to companies that align 

with their personal values and contribute positively to society. This generation places high importance 

on corporate social responsibility and seeks to work for organizations that have a meaningful impact 

on issues such as environmental sustainability, social justice, and ethical business practices. Finally, 

Gen Z Favors a collaborative and inclusive work culture. Research by the Harvard Business Review 

indicates that this generation thrives in team-oriented environments where open communication and 

collective problem-solving are encouraged. They prefer flat organizational structures over 

hierarchical ones, valuing transparency and direct access to leadership. 
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Recruitment. 

Recruitment Human resource is one of the important sources of competitive advantage (Wright and 

McMahan, 1992). Scholars describe recruitment as the process of identifying prospective workers 

and motivating them to apply for open jobs inside the organisation. When more people apply for jobs 

then there is a scope for recruiting better people. Recruitment is a significant tool that links employers 

to potential employees. It also helps organizations create a talent pool of prospective candidates which 

enables the selection of best candidates to meet the human capital requirement of the organization. 

Elsaid (2013) states that recruitment activity is the core and imperative HR process for any company 

as it directly deals with the current and future human resource requirements of an organization. 

Recruiting the applicants with the most potential gives organizations a competitive edge. Hence, 

employers strategically attempt to hire only the best candidates who would be the best fit in their 

culture and whose ethics are in line with the ethics of the company (Price 2007). Recruitment 

involves identifying people from outside the organization and also from within for existing and future 

opportunities. Selection, on the other hand, is choosing the individual, with the right attitude and 

caliber who can contribute to achieving organizational goals (Walker, 2009). Silzer et al. (2010) 

assert that the process of recruitment does not end with the application of candidature and selection of 

the appropriate candidates, but also involves retaining and motivating the selected. Organizations 

acquire technology, techniques, invest capital, however acquiring a smart, talented pool of qualified 

resources requires having an effective recruitment process and medium (Dhamija, 2012; Dixit, 16). 

Retention 

Employee retention refers to the ability of an organization to retain its employees and reduce 

turnover. High employee retention rates are crucial for maintaining organizational stability, ensuring 

continuity, and fostering a skilled and experienced workforce. Various researchers have explored the 

multifaceted aspects of employee retention, identifying key factors that influence an employee's 

decision to stay with or leave an organization. 

One prominent factor affecting retention is job satisfaction. Locke (1976) defined job satisfaction as a 

pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences. 

Numerous studies, such as those by Judge et al. (2001), have shown a strong correlation between job 

satisfaction and employee retention. When employees are satisfied with their job, they are more 

likely to remain with the organization. 

Another critical element is organizational commitment, which refers to the emotional attachment, 

identification, and involvement that an employee has with their organization (Meyer & Allen, 1991). 

High levels of organizational commitment can significantly enhance retention rates. Research by 

Allen and Meyer (1996) demonstrated that employees who feel a strong commitment to their 
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organization are less likely to leave. 

Work-life balance is also a significant predictor of retention. The increasing demands of work and 

family life necessitate that employees find a balance between these domains. Studies by Greenhaus 

and Powell (2006) indicate that organizations that provide flexible working arrangements, such as 

telecommuting and flexible hours, tend to have higher retention rates. This flexibility allows 

employees to better manage their work and personal responsibilities, reducing stress and increasing 

job satisfaction. 

Career development opportunities are another vital factor influencing employee retention. Employees 

are more likely to stay with an organization that provides clear paths for career advancement and 

professional growth. According to research by Arnold (1996), opportunities for promotion, training, 

and development are positively related to retention. When employees perceive that they have a future 

within the organization, their loyalty and willingness to stay increase. 

Compensation and benefits also play a crucial role in retention. Competitive salaries, bonuses, health 

benefits, and retirement plans can attract and retain employees. According to a study by Heneman and 

Judge (2000), compensation satisfaction is a significant predictor of turnover intentions. When 

employees feel fairly compensated, their motivation to seek alternative employment decreases. 

The organizational culture and work environment are also important in retaining employees. A 

positive and inclusive culture where employees feel valued and supported can lead to higher retention 

rates. Research by Sheridan (1992) found that cultural fit between employees and the organization 

significantly impacts retention. Employees who perceive a good fit with the organizational culture 

are more likely to remain with the company. 

 

Literature Review. 

Parker & Igielnik (2020) conducted a study for Pew research center in US and findings of their study 

point out that Gen Zers are similar to Millennials in terms of their comfort in using pronouns that are 

gender neutral. Also, older members of Generation Z were found to be different educational 

trajectories compared to previous generations and they are less likely to drop out of high school and 

also more likely to be enrolled in college. Shatto & Erwin (2016) in their study point out that 

members of Gen Z learn best through observation and practice rather than by reading and listening to 

presentations since their affinity to Google information is outstanding. However, this generation may 

lack the ability to analyze the validity of this information. 

(Ruhil Amani Said, Mas Anom Abdul Rashid, Mohd Azman Othman, 2020) a study was conducted 

in Malaysia to understand the expectations of Generation Z particularly to give an idea to employers 

to be ready to embrace them. Among the fundamental traits of Generation Z are autonomy, self-

confidence and independence. They are not as dependent on their parents as earlier generations of 

teenagers were. The employers are suggested to stay prepared on the factors like working 

atmosphere, management style, and communication mode expected by GenZ. This is because modern 

technology, including internet availability, allows them to earn a source of living much sooner than 

their previous generations. A paper was written by (Shilpa Gaidhani, Dr. Lokesh Arora, and 

Bhuvanesh Kumar Sharma, 2019) was focused to know the preferences of Generation Z when it 

comes to workplaces. They must have enough flexibility to make their own decisions and receive 

prompt approval. They expect their bosses to respect their feelings and pay attention to their 

thoughts. They want workplaces that support their entrepreneurial skills, a socially supportive kind of 

work environment, and flexible schedules. 

(Meera Mathur Shaheema Hameed, 2016) conducted with the objective of evaluating the behavioral 

abilities of the Z Generation and determining whether their current methods of development are 

adequate and sufficiently meet the needs of the workforce. A survey was conducted on 220 students 

which also brought out the concept of work-life integration instead of work-life balance. The findings 

showed that there was no significant difference in behavioral competencies based on Gender and 

Educational qualifications whereas work experience does whereas work experience has a significant 

impact on behavioral competencies. 

Gupta et al. (2019) in their study assert that communication of the vision, mission and values of an 
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organisation to all internal and external stakeholders equally important. Depending on what the 

prospective employees are looking for, they might choose to work for a company if it appeals their 

personality. Fuller (2020) in his article mentions that in post Covid -19 scenario, few companies have 

developed cultures to accommodate transient, outside talent; managers are being trained at overseeing 

teams consisting of workers with different backgrounds, levels of commitment to the organization, 

and access to company resources. Companies will have to revisit their policies and procedures to 

make identifying, recruiting, onboarding, and off- boarding gig talent efficient. 

Francis & Hoefel (2018) in their study for Mckinsey & Company found that members of Gen Z 

examine not only what they buy but also the very act of consuming. Over the years, consumption has 

also gained a new meaning. For members of Gen Z consumption means having access to products or 

services and not necessarily owning them. As access becomes the new form of consumption, 

unlimited access to goods and services (such as video streaming, car-riding services and 

subscriptions) creates value. Products are now being looked as services and services tend to connect 

with consumers. As collaborative consumption gains attention, people are starting to view it as a 

means to make additional income in the gig economy. The core of Gen Z is the idea of establishing 

individual identity (Francis & Hoefel, 2018). Consumption has become a mean of self-expression for 

this generation. Hence, by being visible on various social media platforms which are consumed by 

them is one way to attract them. 

 

OBJECTIVES OF THE STUDY 

• To study the characteristics of Generation Z 

• To study the effective recruitment strategies developed. 

• To understand retention strategies to enhance satisfaction and loyalty 

• To study the current Recruitment and retention challenges. 

 

RESEARCH METHODOLOGY 

Scope of the Study 

The study aims to bring out that the new digital generation entering the workplaces today popularly 

known as Generation Z will pose a challenge and opportunities for employers as the expectations, 

they have might be very different from their previous generations. The study aims at bringing out these 

different expectations of Generation Z particularly in Recruitment practices, Retention tools used in 

organizations today. 

Source of Data. 

The data was drawn from various publications and reports& articles. The research report conducted 

by these companies Deloitte (2019), ManpowerGroup (2016), LinkedIn (2018), McKinsey& 

Company (2018), Mazars Group. The sources of data was secondary. 

CHARACTERISTICS OF GENERATION Z 

According to a study by Seemiller and Grace (2016), Generation Z's familiarity with technology 

shapes their communication preferences and learning styles. They prefer digital communication over 

face-to-face interactions, making social media and online platforms essential for recruitment. A report 

by Deloitte (2019) found that this cohort prioritizes working for companies that demonstrate strong 

corporate social responsibility (CSR). They are keenly aware of global issues such as climate change, 

inequality, and social justice. Centre for Generational Kinetics (2018) shows that this generation is 

highly interested in opportunities for financial stability and growth. Therefore, recruitment 

strategies should emphasize competitive salaries, comprehensive benefits packages, and clear 

career advancement paths. survey by LinkedIn (2018) revealed that flexible work hours and the 

ability to work remotely are among the top factors Generation Z considers when evaluating job 

opportunities. Employers can attract this generation by offering flexible work arrangements and 

promoting a healthy work-life balance. ManpowerGroup (2016) found that 65% of Generation Z 

believe that continuous learning is crucial for career success. Employers should therefore emphasize 

training programs, mentorship opportunities, and the potential for professional growth in their 

recruitment efforts. A study by the Global Entrepreneurship Monitor (2019) found that nearly half of 
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Generation Z respondents expressed a desire to become entrepreneurs. This entrepreneurial mindset 

means they value innovation and autonomy in their roles. 

• Research by Goldman Sachs indicates that Gen Z is highly conscious of economic challenges 

and places significant importance on financial security 

• They look for traveling at work to foreign locations but are resistant to relocating. (Anna 

Dolot, 2018. 

• Generation Z value human relationships and they experience highly engaged 

parenting, teaching and counselling ways as compared to their previous generations. They look for 

autonomy at the workplace. They are attracted to a job that can fulfil “materialism”. Having an 

expensive car and foreign vacations attract them, on the other side they are against the idea of people 

who show off. (Anjali Singh,2014) 

• . Generation Z is highly enthusiastic and start earning an income much earlier to their parent 

generation due to the internet and techniques which provided them numerous opportunities (Ruhil et 

al., 2020) 

McKinsey& Company survey report of core Gen Z Characteristics 

The survey reveals four core Gen Z behaviors, all anchored in one element- this generation’s search 

for truth. Gen Zer’s value individual expression and avoid labels. They mobilize themselves for a 

variety of causes. They believe profoundly in the efficacy of dialogue to solve conflicts and improve 

the world. Finally, they make decisions and relate to institutions in a highly analytical and pragmatic 

way. 

• Undefined ID-Expressing individual truth 

For Generation Z, the essential idea is not to identify oneself via only one stereotype, but rather for 

individuals to explore with many ways of expressing themselves and create their distinctive identities 

throughout time. In this sense, one may call them "identity nomads." 

• Communaholic- Connecting to different truths 

The members of Generation Z are profoundly inclusive. They don't discriminate between online pals 

and real-world friends. They are constantly moving between areas, promoting their causes by taking 

advantage of the high degree of mobilisation that technology allows. Gen Z love online networks 

because they enable people from all socioeconomic backgrounds to interact and mobilise around 

issues and interests. (Our poll found that 66% of Gen Z feel that communities are formed by causes 

and interests rather than economic origins or educational degrees. That number is significantly higher 

than that of millennials, Generation Xers, and baby boomers. Fifty-two percent of Gen Z believe it is 

normal for every individual to belong to several groups (compared to 45 percent of other individuals) 

and Gen Z have no problem with moving between groups. 

• Dialoguer- Understanding different truths 

Gen Z believed in the importance of dialogue and accept differences of opinion with the institutions 

in which they participate and with their own families They can interact with institutions that reject 

their personal values without abandoning those values. The fact that Gen Z feels comfortable 

interacting with traditional religious institutions without abandoning personal beliefs that might not 

be broadly accepted by these institutions also demonstrates their pragmatism. Rather than spurn an 

institution altogether, Gen Z would rather engage with it to extract whatever makes sense for them. 

Members of this generation therefore tend to believe that change must come from dialogue: 57 

percent of millennials, Gen Xers, and baby boomers think they would have to break with the system to 

change the world, compared with 49 percent of Gen Z. Gen Z is also more willing to accommodate 

the failings of companies. Thirty-nine percent of the people in this generation, for example, expect 

companies to answer customer complaints in the same day; for the three earlier generations, the 

percentage is much higher—52 percent. Gen Z's confidence in communication is based on a strong 

sense of individual identity, a rejection of stereotypes, and a high level of pragmatism. This takes us 

to the fourth key behavior of Generation Z 

• Realistic- Unveiling the truth behind all things 
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With access to massive volumes of information, Generation Z make more realistic and analytical 

judgements than prior generations. Sixty-five percent of Gen Z in our study indicated they value 

understanding what is going on around them and feeling in control. This generation of self-learners 

also prefers to acquire knowledge online rather than in traditional educational institution 

 

RECRUITMENT TACTICS WERE DEVISED TO ENTICE GENERATION Z. 

Digital Presence and Branding: Gen Z is the first fully digital generation, highly active on social 

media and digital platforms. Thus, companies need a strong online presence, showcasing their 

culture, values, and opportunities. According to research by Twenge and Campbell (2018), Gen Z 

values authenticity and transparency in employer branding. 

Mobile Optimization: Research by Wang and Chyung (2020) highlights that Gen Z heavily relies on 

mobile devices for information consumption. Hence, recruitment strategies must prioritize mobile 

optimization, ensuring that job postings, application processes, and company websites are mobile-

friendly. 

Personalized Communication: Gen Z appreciates personalized communication. According to a 

study by Luthanen and Parker (2019), personalized messages in recruitment efforts significantly 

increase Gen Z candidates' engagement. Utilizing data analytics and AI tools can help tailor 

communication to individual preferences. 

Purpose-Driven Culture: Gen Z is known for their desire to work for organizations with a strong 

sense of purpose. Research by Sparks & Schenk (2019) indicates that Gen Z candidates are more 

likely to be attracted to companies that demonstrate commitment to social and environmental causes. 

Therefore, emphasizing corporate social responsibility initiatives in recruitment campaigns can be 

advantageous. 

Flexible Work Arrangements: With advancements in technology, Gen Z values flexibility in work 

arrangements. Studies by Brown and Liang (2019) suggest that offering flexible work hours and 

remote work options can be attractive to Gen Z candidates, improving retention rates and overall 

satisfaction. 

Peer Recommendations and Reviews: Gen Z heavily relies on peer recommendations and online 

reviews when making decisions. Research by Junco (2020) suggests that incorporating employee 

testimonials and reviews into recruitment materials can enhance credibility and trustworthiness 

among Gen Z candidates. 

Continuous Learning Opportunities: Gen Z values continuous learning and development. Research 

by Lyons and Higgins (2019) highlights the importance of offering training programs and growth 

opportunities to attract and retain Gen Z talent. 
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Recruitment strategies which were developed by the Multinational companies 

Digital Engagement Platforms: Leveraging company reports like those from LinkedIn's Talent 

Solutions can provide valuable data on Gen Z's online behavior and preferences. Integrating 

interactive and visually appealing content on digital platforms can capture Gen Z's attention, as 

evidenced by successful recruitment campaigns highlighted in LinkedIn's reports authored by their 

data analytics team. 

Employee Ambassador Programs: Companies such as Deloitte and IBM have reported success with 

employee ambassador programs. These programs utilize the power of peer influence by encouraging 

current employees to share their experiences on social media and other platforms. Such reports 

authored by HR or marketing teams within these companies can offer insights into the effectiveness 

of these programs in attracting Gen Z talent. 

Social Responsibility Initiatives: Reports from companies like Patagonia or TOMS Shoes showcase 

the impact of emphasizing social responsibility in recruitment strategies. Gen Z candidates are drawn 

to companies with a strong commitment to environmental sustainability and social causes. By 

highlighting these initiatives in recruitment materials, companies can resonate with Gen Z's values 

and attract top talent. 

Flexible Work Policies: Company reports from remote-first organizations like GitLab or Buffer 

provide evidence of the effectiveness of flexible work policies in attracting Gen Z talent. These reports 

authored by HR or management teams often detail the impact of remote work options on employee 

satisfaction and retention, offering valuable insights for companies aiming to appeal to Gen Z's 

preference for flexibility. 

Data-Driven Decision-Making: Reports authored by companies like Google or Amazon often 

emphasize the importance of data-driven recruitment strategies. Utilizing analytics tools to track 

candidate engagement metrics and adjust recruitment approaches accordingly can optimize outcomes 

when targeting Gen Z candidates. 

 

RETENTION APPROACHES THAT INCREASE GEN Z STAFISACTION AND LOYALTY 

Career Development Opportunities: Gen Z values continuous learning and career growth. 

Providing avenues for professional development through mentorship programs, training workshops, 

and opportunities for skill enhancement is crucial. Research by Smith and Johnson (2019) in "The 

Effect of Perceived Learning Opportunities on Millennial Employee Retention" highlights the positive 

impact of perceived learning opportunities on retention among younger generations. 

Flexible Work Arrangements: Work-life balance is paramount for Gen Z. Offering flexible work 

arrangements, including remote work options, flexible hours, and compressed workweeks, 

accommodates their lifestyle preferences. Lee and Kim (2020) examined "The Impact of Flexible 

Working Arrangements on Employee Retention," emphasizing the correlation between flexible work 

policies and employee retention rates. 

Diversity and Inclusion: Gen Z values diversity and inclusivity in the workplace. Organizations can 

promote diversity by ensuring representation in leadership roles and fostering an inclusive 

environment. Garcia et al. (2018) explored "Diversity and Inclusion Initiatives in the Workplace," 

linking such initiatives to higher employee satisfaction and retention. 

Recognition and Feedback: Regular feedback and recognition are essential for Gen Z employees. 

Implementing feedback mechanisms and recognition programs that acknowledge their contributions 

and provide constructive criticism fosters engagement. Wang and Lee (2017) studied "The Impact of 

Feedback and Recognition on Employee Satisfaction and Turnover Intentions," underscoring the 

significance of feedback in retaining employees. 

Workplace Wellness Programs: Prioritizing employee well-being through wellness initiatives such 

as mental health support, gym memberships, and stress management resources is vital. Chen et al. 

(2019) explored "The Role of Workplace Wellness Programs in Employee Retention and 

Satisfaction," highlighting the positive association between wellness programs and employee 

satisfaction. 

Technology Integration: Gen Z is tech-savvy and appreciates workplaces that leverage technology. 
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Integrating innovative tools and platforms to streamline processes and enhance communication 

resonates with this demographic. Brown et al. (2021) researched "The Influence of Workplace 

Technology on Employee Satisfaction and Engagement," emphasizing the role of technology in 

shaping employee experiences. 

Social Responsibility Initiatives: Engaging Gen Z through corporate social responsibility (CSR) 

initiatives and volunteering opportunities aligns with their values. Martinez and Nguyen (2020) 

examined "Corporate Social Responsibility and Employee Engagement," illustrating the impact of 

CSR activities on Gen Z workers' engagement and loyalty. 

This might be one of the most important steps in retaining Gen Z employees. The remote work 

revolution is here to stay. Gen Z highly values companies that let them work how they want with remote, 

hybrid or flexible schedules. This means embracing a culture where employees play an active role in 

determining their work hours. 76% of Gen Zs believe learning is key to a successful career, and many 

are unwilling to stay in companies that don’t invest in their growth. They’re eager to learn new skills 

and gain training - especially if it helps them excel in their career. . Gen Z aspires to work for 

companies that share their values and make a positive impact. According to Deloitte, Gen Z cares 

more about having a purposeful job than being well paid. They crave companies that prioritize 

corporate citizenship and genuine living by their employer brand values. In an era of unprecedented 

stress and burnout, Gen Z wants an employer that puts their mental well-being first. Develop 

workplace programs that foster conversations about mental health and provide free access to 

healthcare like therapy. This will help get you on the path to retaining Gen Z employees. If you want 

to retain Gen Z in the workplace, create an inclusive, equitable workplace that champions diversity, 

creativity and individuality. Foster employee resource groups (ERGs), pay people equitably and 

maintain diverse representation in leadership. Stand out by prioritizing pay transparency and providing 

fair, competitive compensation with annual increases. Offer robust benefits packages that include 

quality healthcare, wellness programs, student loan assistance, unlimited PTO and more. The first 

few days on a job are crucial for setting the tone of your workplace environment. Great onboarding 

can boost employee retention by as much as 82%, so ensure new hires have access to the systems, 

equipment and support necessary to feel welcome and succeed. 

 

CURRENT RECRUITMENT AND RETENTION CHALLENGES 

Recruiting and retaining Generation Z (Gen Z) employees present unique challenges for 

organizations, necessitating an understanding of their distinct preferences and behaviors. In the realm 

of recruitment, one significant challenge is adapting to Gen Z's preference for digital communication 

channels. Research by Mello (2020) emphasizes the importance of leveraging online platforms for 

recruitment efforts, as Gen Z individuals are digital natives who favor digital interactions for job 

searching and application processes. However, effectively engaging Gen Z candidates through digital 

channels requires tailored strategies to cut through the noise and capture their attention amidst the 

abundance of information available online. Furthermore, maintaining brand authenticity is essential in 

attracting Gen Z talent. Twenge (2019) highlights the significance of authenticity in employer 

branding, as Gen Z values transparency and purpose in the organizations they consider for 

employment. Crafting authentic employer brands that resonate with Gen Z's values and aspirations 

can enhance recruitment success. 

Once recruited, retaining Gen Z employees poses its own set of challenges. One key retention 

challenge is providing meaningful career growth opportunities. McKinsey & Company's (2020) 

research underscores the importance of career advancement for Gen Z employees, who prioritize 

personal and professional development. Organizations that fail to offer clear paths for career 

progression risk losing Gen Z talent to competitors who provide more robust growth opportunities. 

Additionally, maintaining a healthy work-life balance is crucial for retaining Gen Z employees. 

Deloitte's (2021) Global Millennial Survey highlights the importance of flexible work arrangements 

in accommodating Gen Z's desire for work-life balance. Employers that offer flexible scheduling 

options and remote work opportunities are more likely to retain Gen Z employees who prioritize 

flexibility and autonomy in their work environment. 

https://www.greenhouse.com/blog/want-happier-more-productive-employees-seriously-consider-the-impact-of-remote-work
https://www.greenhouse.com/blog/want-happier-more-productive-employees-seriously-consider-the-impact-of-remote-work
https://www2.deloitte.com/us/en/pages/consumer-business/articles/understanding-generation-z-in-the-workplace.html
https://www.greenhouse.com/blog/employer-branding-excellence-highlighting-your-company-mission-vision-and-values
https://www.greenhouse.com/blog/employer-branding-excellence-highlighting-your-company-mission-vision-and-values
https://b2b-assets.glassdoor.com/the-true-cost-of-a-bad-hire.pdf
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Moreover, fostering loyalty among Gen Z employees presents a significant retention challenge. PwC's 

(2019) NextGen study reveals that Gen Z is characterized by a propensity for job hopping and 

exploring diverse career paths. Organizations must implement strategies to cultivate loyalty and 

engagement among Gen Z workers to mitigate turnover rates. Providing opportunities for meaningful 

work, recognition, and mentorship can help foster a sense of belonging and loyalty among Gen Z 

employees. In summary, recruiting and retaining Gen Z employees require organizations to adapt their 

recruitment and retention strategies to align with the preferences and expectations of this generation. 

By addressing challenges related to digital recruitment, brand authenticity, career growth 

opportunities, work-life balance, and loyalty, organizations can enhance their ability to attract and 

retain Gen Z talent in an increasingly competitive labor market. 

Research undertaken by Mazars Group 

Research undertaken by Mazars Group found that 25% of this age-group aspire to be their own boss 

and 11% want to work in a start-up, where there is a less formal and more agile way of working. In 

contrast, just 4% are hoping to work for more traditional medium-sized companies or large corporate 

organisations, highlighting the challenge facing larger employers in attracting and retaining the 

young talent they need. 

There are several steps employers can take to attract and retain Gen Z employees: 

Understand them: HR teams must adopt a marketing mindset in how they approach recruitment. A 

successful attraction strategy starts with developing a personal understanding of your target audience, 

how they behave, and how best to reach and communicate with them. 

Build authenticity and trust: With sites like Glassdoor giving Gen Z a platform to share their 

experiences – good and bad – it’s vital that the reality matches the marketing. Ensure communication 

stays true to your real values and culture by finding out what your current employees love about 

working for you and incorporate this into your recruitment campaigns. 

Bring your culture to life: To add a personal touch, involve your current employees in the 

recruitment process, whether in-person, or via your digital channels. Also, give candidates the 

opportunity to personally meet the manager they may be working with early on, rather than leaving 

this to the final interview stage, so they can get a genuine feel for the team dynamics. 

Candidate care: In the age of social media sharing, a positive candidate experience is vital for all 

applicants – even those who aren’t successful – so treat them like you would clients, by providing 

prompt communication and feedback. 

Responsibility: Gen Z candidates who do join your organisation want to be given responsibility as 

soon as possible, both for making their own decisions and developing ideas. Managers therefore need 

to do as much as possible to involve them in discussions and decisions through tools, workshops and 

informal meetings. 

 

CONCLUSION. 

The findings of research paper is that behaviour of generation Z is they prefer digital communication 

over face-to-face interactions, making social media and online platforms essential for recruitment and 

highly conscious of economic challenges and places significant importance on financial security. Gen 

Zers love online networks because they enable people from all socioeconomic backgrounds to interact 

and mobilise around issues and interests. ( poll found that 66% of Gen Zers feel that communities are 

formed by causes and interests rather than economic origins or educational degrees. Gen Z is the first 

fully digital generation, highly active on social media and digital platforms. Thus, companies need a 

strong online presence, showcasing their culture, values, and opportunities. recruitment strategies 

must prioritize mobile optimization, ensuring that job postings, application processes, and company 

websites are mobile-friendly. often emphasize the importance of data-driven recruitment strategies. 

Utilizing analytics tools to track candidate engagement metrics and adjust recruitment approaches 

accordingly can optimize outcomes when targeting Gen Z candidates. Work-life balance is 

paramount for Gen Z. Offering flexible work arrangements, including remote work options, flexible 

hours, and compressed workweeks, accommodates their lifestyle preferences. Prioritizing employee 

well-being through wellness initiatives such as mental health support, gym memberships, and stress 
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management resources is vital. Gen Z is tech-savvy and appreciates workplaces that leverage 

technology. Integrating innovative tools and platforms to streamline processes and enhance 

communication resonates with this demographic these retention strategy was used by the companies 

generation Z.. recruiting and retaining Generation Z (Gen Z) employees present unique challenges for 

organizations, necessitating an understanding of their distinct preferences and behaviors. In the realm 

of recruitment, one significant challenge is adapting to Gen Z's preference for digital communication 

channels. One key retention challenge is providing meaningful career growth opportunities. 

Organisations can establish a resilient workforce that thrives in the face of change by knowing and 

meeting the unique demands of Generation Z. This strategy not only attracts top personnel but also 

encourages loyalty and engagement, resulting in long-term success in a constantly changing work 

environment. 
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