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Abstract ‘ Original Research Article

Generation Z, born between the mid-1990s and the early 2012s, a generation to have grown up in a digital, technology-driven world
who tech-savviness, social consciousness, and desire for instant gratification. As the workforce, Human Resources Management
(HRM) practices need to evolve to effectively engage and manage them. The aim of this study is to explore the implications of
Generation Z on HRM practices. This study used a review of literature on Generation Z characteristics, preferences, and HRM
practices. The research draws upon studies, articles, and reports related to HRM and Generation Z to analyze challenges and
opportunities faced by HRM in managing this generation as employee. The results reveal that Generation Z employees value work-
life balance, flexibility, and professional development opportunities. They prefer instant feedback, meaningful work, and a strong
company culture. HRM practices need to adapt to meet these preferences by implementing flexible work arrangements, providing
continuous feedback, and offering development opportunities. The Generation Z workforce presents both challenges and
opportunities for HRM practices. By understanding their preferences and characteristics, organizations can tailor their HRM strategies
to effectively engage and manage them. Adapting HRM practices is crucial for organizations to attract, retain, develop talent on
digital in the future.
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INTRODUCTION

The advent of Generation Z into the workforce is
precipitating a paradigm shift in human resource management
practices, thereby  necessitating a  comprehensive
understanding of their unique characteristics, expectations,
and digital behaviours [1]. This generation, having been raised
in an era of rapid technological advancements, possesses
distinct perspectives on work, collaboration, and career
development, which significantly impact organisational
culture and talent management strategies [1].

The Gen Z era has brought about significant changes in
the workplace, affecting how companies attract, retain, and
engage young talent. As a human resources professional, it is

crucial to understand the unique characteristics and
preferences of this generation to create an inclusive and
engaging work environment [2] [3].

Research shows that Gen Z, individuals born between
1997 and 2012, value flexibility, diversity, and meaningful
work experiences. They are digital natives who grew up in a
world of technology and social media, making them adept at
leveraging digital tools for communication and collaboration.
Additionally, they prioritize work-life balance and seek
opportunities for personal and professional growth.

Understanding these characteristics is paramount for
organisations seeking to attract, retain, and effectively manage
this cohort [4]. As Generation Z becomes an increasingly
important part of human resources within the labour market,
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questions arise about their characteristics, which were formed
under specific conditions that differ from those of other
generations [5]. Adapting to the requirements of Generation Z
workers in today's digital environment requires companies to
adjust to the changing nature of work [1].

To effectively recruit and retain Gen Z employees,
human resources departments need to adapt their strategies and
practices. One key aspect is the use of technology in
recruitment and onboarding processes. Gen Z candidates
prefer to apply for jobs online and are more likely to engage
with companies that have a strong online presence and utilize
social media platforms for recruitment purposes. Incorporating
virtual interviews and online assessments can also help
streamline the hiring process and appeal to tech-savvy
candidates [6].

Moreover, creating a diverse and inclusive work culture
is essential for attracting and retaining Gen Z employees. This
generation values diversity and wants to work in environments
where they feel accepted and respected. HR professionals can
implement diversity and inclusion initiatives, such as
unconscious bias training and employee resource groups, to
foster a welcoming and inclusive workplace [6].

Furthermore, [7] said that offering opportunities for
continuous learning and career development is crucial for
engaging Gen Z employees. This generation is ambitious and
seeks jobs that provide opportunities for growth and skill
development. HR departments can implement mentorship
programs, training workshops, and leadership development
initiatives to help employees enhance their skills and advance
their careers within the organization. Adapting to the
requirements of Generation Z workers in today's digital
environment requires companies to adjust to the changing
nature of work [1].

In conclusion, researching human resources for the Gen
Z era is essential for creating a workplace that attracts and
retains young talent. By understanding the unique
characteristics and preferences of this generation, HR
professionals can implement strategies that cater to their needs
and create a culture that fosters growth, diversity, and
inclusion. By leveraging technology, promoting diversity, and
offering continuous learning opportunities, organizations can
effectively engage and retain Gen Z employees in the
workforce.

In today's rapidly evolving workplace, it is crucial for
organizations to stay ahead of the curve when it comes to
attracting, retaining, and developing talent. With the entrance
of Generation Z into the workforce, companies are facing a
new set of challenges and opportunities in the field of human
resources. This study will explore the gap in research on
human resources for the Gen Z era and compare it to previous
research on other generations.

First and foremost, it is essential to understand the
characteristics and preferences of Generation Z in order to
effectively manage and engage them in the workplace.
According to research conducted by the Society for Human
Resource Management (SHRM), Gen Z employees value
diversity, social responsibility, and work-life balance more
than previous generations. They also prefer a more

collaborative and team-oriented work environment, as well as
frequent feedback and recognition from their supervisors.

In comparison, research on other generations such as
Millennials and Baby Boomers has shown different priorities
and motivations in the workplace. For example, Millennials
are known for their desire for career development
opportunities and a strong sense of purpose in their work,
while Baby Boomers tend to prioritize stability and job
security.

Furthermore, organisations need to adapt their
recruitment and retention strategies to effectively attract and
retain Gen Z employees. Research by Deloitte has found that
Gen Z values a strong company culture, opportunities for
growth and development, and a flexible work environment.
Companies that can offer these benefits are more likely to
appeal to Gen Z candidates and reduce turnover rates.

Comparatively, research on other generations has
highlighted different recruitment and retention strategies that
have proven successful. For instance, Millennials often value
perks such as flexible hours, remote work options, and
technology-driven workplaces. Baby Boomers, on the other
hand, tend to prioritize benefits such as retirement plans,
healthcare coverage, and job stability. While the impact of
previous generations on the workplace has been extensively
studied, research on Generation Z is still nascent [8] The
expectations of Polish members of Generation Z are consistent
with those seen in other countries, according to research [9]
Despite a growing body of literature, there remains a lack of
comprehensive, cross-cultural research that examines the
work-related attitudes and values of Generation Z across
different national contexts [11]. Many studies focus on the
perspectives of employers or HR managers, with limited
attention given to the lived experiences and voices of
Generation Z employees themselves. Although some research
has been done on the relationship between employees,
companies, and positions, there is still a need for more research
on how the labor market adapts to the needs and expectations
of Gen Z cohort [8]. Beyond of that, there is a need for
longitudinal studies that track the career trajectories of
Generation Z employees over time, examining how their
expectations and attitudes evolve as they gain experience and
progress in their careers. It will be important to conduct
additional research on the long-term effects of Generation Z
on human resources and how they might affect organisational
strategy as this generation makes up a larger proportion of the
workforce. As Generation Z becomes an increasingly
important part of human resources within the labour market,
questions arise about their characteristics, which were formed
under specific conditions that differ from those of other
generations [5]

In conclusion, there is a significant gap in research on
human resources for the Gen Z era compared to other
generations. Organizations must invest in understanding Gen
Z's unique characteristics and preferences in order to
effectively manage and engage them in the workplace. By
aligning their HR strategies with the needs and motivations of
Gen Z employees, companies can position themselves for
success in the increasingly competitive talent landscape.
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LITERATURE REVIEW

Characteristics of Generation Z in Work Place

The present study sets out to explore the unique
characteristics of Generation Z, born between 1997 and 2012,
in the context of the world of work. The objective is to
compare these characteristics with those of previous
generations of workers. This demographic, often termed
'digital natives', has been shown to have elevated expectations
with regard to aspects of employment such as work flexibility,
life balance, and the sense of purpose derived from
professional activities. Generation Z is distinguished by its
digital nativity, having been raised in an era dominated by
technology and social media. This generation places a high
value on flexibility, diversity, and a strong sense of purpose in
their professional lives. A study undertaken by [10] posits that
Generation Z employees demonstrate a predilection for work
environments that prioritise collaboration, innovation and
continuous learning. The subjects of this study seek
employment with organisations that align with their personal
values and that provide opportunities for personal and
professional development. [11] asserts that members of
Generation Z anticipate the integration of responsive
technology within their professional environments, the
cultivation of robust social connections, and the pursuit of
expeditious advancement prospects. Furthermore, priority is
given to the principles of diversity, fairness and inclusivity
[12].

The Evolution of HRM Practices in the Digital Age.

Digital transformation has encouraged HRM to adapt
to technology-based approaches. It is becoming evident that
practices such as e-recruitment, remote onboarding, and Al-
driven performance appraisal are becoming increasingly
common. In the opinion of [13], the function of human
resources has evolved from a purely administrative role to a
more strategic position in the management of employees' work
experience. The digital era has necessitated a re-evaluation of
HRM strategies. The study, entitled Revolutionizing HR
Management: Competency and Certification in the Gen Z Era
(2023) discusses how HRM must evolve to incorporate digital
tools and platforms that facilitate communication and
collaboration among employees. The emphasis on data-driven
decision-making in HRM has become crucial, as organisations
leverage analytics to understand employee behaviour and
enhance productivity.

A New Approach to HRM for Generation Z.

In order to adapt to Generation Z, it is imperative that
significant changes are made to HRM practices. The
implementation of flexible working arrangements is of
paramount importance. As [4] observe, members of
Generation Z tend to express a preference for flexible working
hours and unlimited work locations.

The emphasis should be placed on mental health and
wellbeing. In the contemporary context of the Gen Z era, there
is an observable trend among human resources management
(HRM) practitioners towards a heightened prioritisation of

mental and emotional wellbeing programmes.

The Purpose-Driven Work Culture is Defined by the
Following Characteristics:

Generation Z employees exhibit a heightened level of
motivation in their professional activities, contingent upon the
perception that their contributions exert a favourable influence
[14]. The integration of technology into human resources
practices is a subject that has been the focus of much recent
scholarly attention.The utilisation of HR analytics, chatbots
for HR services, and mobile applications is precipitating the
acceleration of digital transformation in the domain of HR
management [15].

Training and Development

Generation Z attaches significant importance to
ongoing learning and the development of skills. Research
indicates that organisation which invest in training
programmes tailored to the needs of this generation are more
likely to attract and retain talent [10]. It is therefore essential
that HRM strategies encompass personalised learning
experiences,  mentorship  programmes, and  career
advancement opportunities that resonate with Generation Z's
aspirations.

The promotion of diversity and inclusion is of paramount
importance.

The concept of diversity and inclusion is of paramount
importance to Generation Z. It is their expectation that their
future employment will reflect a commitment to these values.
As has been documented in the relevant literature, HRM
practices must evolve to priorities diversity initiatives and
create an inclusive culture that fosters belonging and
engagement among all employees [10].

RESEARCH METHOD

The present study constitutes a qualitative research.
The data will be analysed using a descriptive approach by
using literature and previous research results. The present
research employs an exploratory qualitative approach with the
aim of comprehending the extent to which HRM practices are
adapting to the values, expectations, and characteristics of
Generation Z. The research draws upon studies, articles, and
reports related to HRM and Generation Z to analyse the
challenges and opportunities faced by HRM in managing this
generation as employee

RESULTS AND DISCUSSION

Human Resources for the Gen Z Era in the fast-paced
and ever-evolving world of human resources, staying ahead of
the curve is key. With the entry of Generation Z into the
workforce, HR professionals are faced with new challenges
and opportunities that require innovative strategies and
approaches. This study aims to explore the research aims in
human resources for the Gen Z era, focusing on understanding
the unique characteristics, preferences, and expectations of
this generation and how HR can adapt to attract, engage, and
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retain top talent. human resources in the Gen Z era is crucial
in order to attract, engage, and retain this new generation of
workers who are entering the workforce. Gen Z, also known
as the post-millennial generation, is characterized by their
reliance on technology, entrepreneurial spirit, and desire for
work-life balance. Understanding their preferences and
behaviors is essential for HR professionals to effectively
recruit and manage this talent pool.

First of all, research in human resources for the Gen Z
era should aim to understand the values and attitudes of this
generation. As digital natives who have grown up in a hyper-
connected world, Gen Z employees bring a different set of
values and expectations to the workplace compared to
previous generations. By conducting research on the values
and preferences of Gen Z individuals, HR professionals can
tailor their recruitment, engagement, and retention strategies
to better appeal to this demographic. Secondly, research in
human resources for the Gen Z era should focus on
understanding the impact of technology on the workplace. Gen
Z employees are highly adept at using technology and expect
their workplaces to be equipped with the latest tools and
resources to facilitate collaboration and productivity. By
conducting research on the role of technology in the workplace
and how it influences employee engagement and satisfaction,
HR professionals can ensure that their organizations are
keeping pace with the digital demands of Gen Z employees.

Additionally, research in human resources for the Gen
Z era should aim to explore the importance of diversity and
inclusion in the workplace. Gen Z employees place a high
value on diversity and inclusivity, and organizations that
prioritize these values are more likely to attract and retain top
talent from this generation Aycan, et al. [3]. [16] asserted that
by conducting research on the impact of diversity and
inclusion initiatives on employee engagement, retention, and
performance, HR professionals can identify best practices for
creating a more inclusive and equitable workplace for Gen Z
employees. Research methodology for human resources in the
Gen Z era is leveraging social media and online platforms to
reach and connect with potential candidates. Gen Z individuals
are digital natives who are accustomed to using technology for
communication and collaboration, so it is essential for HR to
have a strong online presence in order to attract and engage
this talent pool.

In conclusion, research in human resources for the Gen
Z era plays a crucial role in helping organizations navigate the
changing landscape of the workforce and attract, engage, and
retain top talent from this generation. By understanding the
values, preferences, and expectations of Gen Z employees, as
well as the impact of technology and diversity on the
workplace, HR professionals can develop innovative
strategies and approaches to ensure the success and
sustainability of their organizations in the Gen Z era. The
Human Resource Management (HRM) field is continually
evolving to adapt to the changing workforce demographics. As
Generation Z (Gen Z) enters the workforce, HR professionals
need to understand how to effectively manage this new cohort
of employees. In this essay, we will explore how HRM can
leverage data analytics and predictive modeling to identify
human resources for the Gen Z era. Gen Z is often described

as tech-savvy, entrepreneurial, and socially conscious. They
have grown up in a digital age where information is readily
available at their fingertips. As such, traditional HR practices
may not be as effective in recruiting, managing, and retaining
Gen Z employees. To overcome these challenges, HRM can
turn to data analytics and predictive modeling to gain insights
into the preferences and behaviors of Gen Z employees.

By analyzing data from social media platforms,
employee surveys, and performance metrics, HR professionals
can identify trends and patterns that are unique to Gen Z. For
example, they may discover that Gen Z employees value
flexibility in their work schedules or prioritize meaningful
work over monetary compensation. Armed with this
knowledge, HRM can tailor their recruitment strategies,
training programs, and performance management systems to
better align with the preferences of Gen Z employees.
Moreover, predictive modeling can help HRM anticipate
future workforce trends and challenges. By using historical
data to forecast potential scenarios, HR professionals can
proactively address issues such as employee turnover, skill
gaps, and succession planning. For instance, they may predict
that a certain percentage of Gen Z employees are likely to
leave the organization within the next year based on factors
such as job satisfaction, work-life balance, and career
development opportunities. This insight can inform HR
strategies to improve employee retention and engagement
among Gen Z employees.

To sum up, data analytics and predictive modeling can
provide valuable insights into the needs and preferences of
Gen Z employees. By leveraging these tools, HRM can make
more informed decisions that are tailored to the unique
characteristics of this new generation of workers. As Gen Z
continues to shape the future of the workforce, organizations
that embrace data-driven HRM practices will be better
positioned to attract, retain, and develop top talent. The rise of
Generation Z (those born between the mid-1990s and early
2010s) has brought about significant changes in the workforce,
including the field of HRM. As this digital-native generation
enters the workforce, HR professionals are faced with new
challenges and opportunities in managing and engaging this
diverse group of employees.

Research shows that Gen Z employees have different
expectations and preferences when it comes to work
environment, communication, and career development
compared to previous generations. According to a study
conducted by IBM, Gen Z employees prioritize diversity and
inclusivity, work-life balance, and opportunities for personal
and professional growth. They also value instant feedback and
recognition for their work, and prefer to communicate through
digital channels such as text messaging and social media.

In order to effectively recruit, retain, and engage Gen Z
employees, HR professionals need to adapt their strategies and
practices. For example, organizations can use technology to
streamline recruitment processes and provide digital training
and development opportunities [16]. They can also implement
flexible work arrangements and offer benefits such as mental
health support and financial wellness programs to meet the
unique needs of this generation. Moreover, HR professionals
can leverage data analytics to gain insights into the preferences
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and behaviors of Gen Z employees. By analyzing employee
survey data, performance metrics, and engagement levels, HR
can identify trends and patterns that can inform decision-
making and improve the overall employee experience. For
example, HR can use predictive analytics to forecast employee
turnover and develop retention strategies to address potential
issues before they arise.

In the ever-evolving world of Human Resource
Management (HRM), the rise of Generation Z (Gen Z) has
brought about new challenges and opportunities for HR
professionals. This generation, born between 1997 and 2012,
is known for their digital savvy, entrepreneurial spirit, and
desire for work-life balance. As such, it is crucial for HRM to
adapt to the unique needs and preferences of this tech-savvy
generation.

[17] mentioned that one key area of focus for HRM in
the Gen Z era is recruitment and retention. With Gen Z being
the first truly digital-native generation, HR professionals must
leverage social media platforms, online job boards, and virtual
recruitment tools to attract and engage this tech-savvy cohort.
Additionally, Gen Z values authenticity, diversity, and
inclusion in the workplace, so HRM must prioritize creating a
welcoming and inclusive work environment [18].
Furthermore, Gen Z has a strong desire for continuous learning
and development opportunities. HR professionals can cater to
this by investing in training programs, mentorship initiatives,
and career advancement opportunities. By providing Gen Z
employees with opportunities to grow and develop their skills,
HRM can increase job satisfaction and retention rates within
this generation. By leveraging technology, prioritizing
diversity and inclusion, and providing continuous learning
opportunities, HRM can successfully navigate the challenges
and opportunities presented by the Gen Z era [19].

CONCLUSION

In terms of performance management, HRM in the
Gen Z era must adapt to the preferences of this generation. Gen
Z employees tend to value frequent feedback, recognition, and
flexibility in their work arrangements. HR professionals can
implement regular check-ins, real-time feedback tools, and
flexible work schedules to meet the needs of Gen Z employees
and drive performance. Overall, HRM in the Gen Z era must
be agile, innovative, and adaptable to the changing landscape
of the workforce. By understanding the unique needs and
preferences of Gen Z employees, HR professionals can create
a workplace culture that attracts, engages, and retains this
generation. By leveraging technology, prioritizing diversity
and inclusion, and providing continuous learning
opportunities, HRM can successfully navigate the challenges
and opportunities presented by the Gen Z era.
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