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[bookmark: _Toc210953515]1.1 Research Background
Generation Z (born between 1995 and 2010) is rapidly transforming organisational structures and workplace expectations, with forecasts suggesting they will comprise nearly one-third of the global workforce by 2030 (Francis & Hoefel, 2018; Deloitte, 2023). Characterised by digital literacy, exposure to socio-economic insecurity, and the demand to be inclusive, adaptable, and have meaningful work, this generation poses not only challenges but also opportunities to organisations that are going through globalisation and technological transformation (Dimock, 2019; Ozkan and Solmaz, 2015). It has been found that Generation Z places emphasis on career development, meaningful work, and fair organisational cultures (Cilliers, 2017; Wiedmer, 2015), is flexible, autonomous, and integrates technology into the work-life balance (Schroth, 2019; Twenge, 2010). However, the barriers they usually experience include workplace integration, which includes stereotypes, inexperience, job insecurity-related stress (Schroth, 2019; Deloitte, 2021). These dynamics are crucial to be addressed because the proportion of employees who intend to leave their jobs in the next two years is close to 40 percent in case of the failure to meet their expectations, and this is a threat to retention in the workplace (Deloitte, 2023; Myers and Sadaghiani, 2010). However, organisations that effectively engage this generation can leverage their technological proficiency, entrepreneurial mindset, and innovation-oriented approach for competitive advantage (Seemiller & Grace, 2017).
Academic research on Generation Z in the workplace is growing but remains fragmented. Studies exist across psychology, human resource management, and sociology, yet there is little consolidation of findings into a coherent understanding of motivations, challenges, and policy responses (Chicca & Shellenbarger, 2018; Putriastuti & Stasi, 2019). A systematic review of the literature can therefore provide valuable synthesis, identify recurring themes, and highlight research gaps, particularly regarding effective organisational policies and practices.


1.1.1 Research Aim
The primary aim of this research is to systematically examine Generation Z’s motivations, challenges, and experiences in the workplace and to synthesise organisational policy approaches that support their effective engagement.
1.1.2 Research Questions
· What are the key motivations and work-related values of Generation Z as they enter the workforce?
· What challenges and barriers do Generation Z employees encounter in organisational settings?
· What organisational policies or practices have been recommended in the literature to support and engage Generation Z effectively?
1.1.3 Research Objectives
· To identify and analyse the key motivations, values, and expectations of Generation Z in the workplace.
· To examine the challenges and barriers Generation Z faces as they enter organisational settings.
· To review and synthesise recommendations from existing literature regarding organisational policies and practices that effectively support and engage Generation Z employees.
[bookmark: _Toc210953516]1.2 Rationale of the Research
The rationale for this study stems from Generation Z’s growing influence on the future of work and the need for organisations to adapt policies accordingly. Existing research offers mixed insights, while some highlight Gen Z’s technological competence and entrepreneurial mindset (Seemiller & Grace, 2017), others note challenges such as weak interpersonal skills, unrealistic expectations, and high turnover intentions (Schroth, 2019; Putriastuti & Stasi, 2019). These issues risk disengagement, productivity loss, and reputational damage if unaddressed. A systematic review is thus warranted to consolidate fragmented evidence, synthesise organisational strategies, and inform evidence-based policymaking. This study contributes by deepening theoretical understanding of Gen Z’s workplace motivations and challenges, offering practical guidance for talent retention, and identifying research gaps including cross-cultural and longitudinal perspectives.
[bookmark: _Toc210953517]2. Literature Review
[bookmark: _Toc210953518]2.1 Definitions of Key Concepts
Generation Z: Generation Z, born roughly between 1995 and 2010, is characterised by digital fluency, social awareness, and distinct workplace expectations shaped by globalisation, economic crises, and diversity awareness (Dimock, 2019; Francis & Hoefel, 2018; Ozkan & Solmaz, 2015; Seemiller & Grace, 2017; Cilliers, 2017; Wiedmer, 2015).
Workplace Motivations: Generation Z prioritises meaningful work, personal development, flexibility, well-being, and technological integration over traditional extrinsic rewards such as salary (Twenge, 2010; Putriastuti & Stasi, 2019; Chicca & Shellenbarger, 2018; Deloitte, 2023; Schroth, 2019).
Workplace Challenges: Generation Z faces challenges including limited experience, generational stereotypes, mental health pressures, and intergenerational communication differences that can hinder workplace integration (Myers & Sadaghiani, 2010; Schroth, 2019; Deloitte, 2021; Seemiller & Grace, 2017; Cilliers, 2017).
Organisational Policies and Practices: Effective organisational policies for Generation Z focus on flexibility, mentorship, diversity, mental health support, digital integration, and alignment with ethical and sustainable practices (Schroth, 2019; Putriastuti & Stasi, 2019; Francis & Hoefel, 2018; Chicca & Shellenbarger, 2018; Wiedmer, 2015).
[bookmark: _Toc210953519]2.2 Theoretical Framework
This paper focuses on the work-related motivations, issues, and experiences of Generation Z by applying the theories in a variety of different ways, as there is no single theory available that can fully describe their nature. The Two-Factor Theory of Herzberg emphasises the dual significance of intrinsic motivation, including significant work and self-development, and extrinsic hygiene factors, including salary and employment (Herzberg, 1959; Putriastuti and Stasi, 2019; Wiedmer, 2015; Twenge, 2010). Self-Determination Theory focuses on the fulfilment of autonomy, competence, and relatedness needs, and it demonstrates that supportive, flexible, and skill-developing conditions boost motivation and retention (Deci and Ryan, 1985; Chicca and Shellenbarger, 2018; Deloitte, 2023). The value of digital fluency, inclusivity, and social responsibility make up the core of Gen Z, as the values of Gen Z can be placed within the realm of collective historical and cultural experience, which is distinct to the previous generations (Mannheim, 1952; Ryder, 1965; Francis and Hoefel, 2018; Schroth, 2019). The expectations that Gen Z has in terms of transparent communication, career development, and ethical organisational practises are also emphasised by the Psychological Contract Theory, and the lack of it in the case of breach leads to dissatisfaction and turnover (Rousseau, 1995; Seemiller and Grace, 2017; Deloitte, 2021; Schroth, 2019). By incorporating these structures, the individual motivation and organisational approach have a holistic background of understanding how to engage and retain this unique generation group.
[bookmark: _Toc210953520]2.3 Key Findings from Existing Research
[bookmark: _Toc210953521]2.3.1 Workplace Motivations and Values
One of the similarities in the studies conducted is that Generation Z values meaningful work and alignment with personal values. In a global survey conducted by Deloitte (2023), it was established that out of all employees who belong to Gen Z, more than forty percent would contemplate quitting a company that fails to address their ethical, social, or environmental issues. This implies that value congruence is becoming more central to value congruence. Also, Gaidhani, Arora and Sharma (2019) noted that Gen Z is strongly driven by the possibility to work on purposeful projects and by socially responsible employers.
Opportunities of career development and skill growth are also major motivators. Iorgulescu (2016) claims that although a little older study, Gen Z focuses on the rapid advancement and constant learning, unlike Millennials, who preferred to remain in one position. More recent data supports this trend: Sidorcuka and Chesnovicka (2019) have discovered that career development programmes and mentorship opportunities are among the highest workplace priorities of Gen Z employees. The focus on career development is consistent with the results of Seemiller and Grace (2017) who note that Gen Z would like employers with effective training opportunities and potential upskilling.
Another important motivational factor is work-life balance. Ozkan and Solmaz (2019) demonstrated that Gen Z workers tend to prioritise flexibility over monetary remuneration, preferring models of hybrid or remote work that can combine individual and job-related obligations. Schroth (2019) also emphasised that Gen Z favours freedom and being able to work across time, which indicates that strict work models can be detrimental to engagement. This can be explained by more recent findings by Deloitte (2021), which demonstrated that flexible work structure is still among the most potent job satisfaction predictors among Gen Z.
Lastly, technological integration is a significant motivator. Gen Z also anticipates the smooth operation of digital tools, artificial intelligence, and a collaborative platform in the workplace (Scholz, 2021). They view technology not as a support as older cohorts but as part and parcel of work processes. This aspect of digital fluency inspires and defines the anticipations towards organisational innovation.
[bookmark: _Toc210953522]2.3.2 Challenges and Barriers
Alongside these favourable features, Generation Z can also face some difficulties in the work environments. Limited professional experience is one of the most commonly mentioned problems. According to Putriastuti and Stasi (2019), the young Gen Z employees tend to have difficulties with adapting to organisational structures, performance standards, and workplace culture. Such inexperience may lead to stereotyping of older coworkers who may think that Gen Z is weaker or less ready to work in the profession (Schroth, 2019).
The other important challenge is associated with mental health and well-being. Deloitte (2023) found out that approximately 50 percent of Gen Z staff members describe being affected by stress and burnout, with monetary insecurity, and workload strain as the primary factors. The socio-economic unpredictabilities experienced during their early years, such as the COVID-19 pandemic, climate issues, and unstable labour markets worsen mental health problems (Singh and Dangmei, 2018; Brooks et al., 2020). Companies that do not deal with these problems are likely to lose engagement and experience turnover among Gen Z employees.
There is also a challenge of intergenerational conflict. Studies by Cilliers (2017) and established by Sidorcuka and Chesnovicka (2019) show that a digital communication style of Gen Z may cause misunderstandings with older colleagues who appreciate face-to-face communication. Moreover, assumptions about Gen Z as a group of job hoppers or entitled people can cause bias in the hiring and performance appraisal (Chicca & Shellenbarger, 2018). These stereotypes cannot be left unchecked because they can obstruct teamwork and unity within an organisation.
Lastly, high turnover intentions are also a significant organisational challenge. Several reports, such as those of Deloitte (2021; 2023), indicate that Gen Z workers are more ready than other generations to quit jobs at a rapid pace when their expectations are not fulfilled. This ends up destabilising the employers who worry about retention, succession planning and associated costs in terms of recruitment as well as training.
[bookmark: _Toc210953523]2.3.3 Organisational Policies and Practises
Another aspect that the literature can point to in terms of assisting the successful incorporation of Generation Z in the workplace is various organisational policies and practises. The development of flexible work policies is one of the main approaches. It has been noted that remote and hybrid work models are effective in facilitating engagement and retention (Ozkan and Solmaz, 2019; Deloitte, 2023). Flexibility is also something that employers will find hard to embrace and keep Gen Z talent when competing against others.
Another important recommendation is mentorship and career development programmes. According to Sidorcuka and Chesnovicka (2019), structured mentoring helps Gen Z employees to gain professional confidence and orient in organisational culture. Likewise, Singh and Dangmei (2018) indicated that the increased attrition rates in the initial stages are lowered through customised onboarding process by alleviating the differences between expectations and reality.
Equity, diversity and inclusion (DEI) policies are also critical. Research indicates that Gen Z workers demand organisations to be vocal about their inclusivity and fairness in their hiring, promotions, and organisational culture (Francis and Hoefel, 2018; Deloitte, 2021). Lack of sound DEI plans puts organisations at risk of being negatively publicised and struggling to keep socially minded employees.
Moreover, mental health and well-being initiatives are considered more and more necessary. According to Brooks et al. (2020), Generation Z dependability on policies that facilitate stress management, access to counselling, and the ability to work independently are essential. This is reflected in the results of Deloitte (2023) revealing that younger workers value employers who are keen on well-being programmes.
Last but not least is the digital innovation policies. According to Scholz (2021), Gen Z anticipates the future of technology which is not only in the work tools; the latest technology is expected to be applied in the organisational processes of recruitment, performance management, and learning. Brands that are digital-first are better placed to capture and retain this generation.
[bookmark: _Toc210953524]2.3.4 Research Gap
Although there is an increasing body of research on the motivations, challenges, and organisational expectations of Generation Z, there are still a number of gaps. Available research is helpful in understanding the quest of Gen Z towards meaningful work, degree of flexibility, and incorporation of technology (Gaidhani et al., 2019; Ozkan and Solmaz, 2019; Scholz, 2021), the challenges that they encounter in terms of inexperience, mental health, and intergenerational conflict (Putriastuti and Stasi, 2019; Brooks et al., 2020; Cilliers, 2017). Nevertheless, these motivations and barriers are poorly synthesised using evidence that is still in bits to form a coherent relationship between the two and certain organisational policies and results. Little research has thoroughly assessed the success of suggested practise, including flexible work arrangements, mentorship, DEI efforts and mental health programmes, in increasing Gen Z engagement and retention (Sidorcuka and Chesnovicka, 2019; Deloitte, 2023). Additionally, cross-cultural and longitudinal studies are limited to limit knowledge about the dynamic changes across situations and time.


[bookmark: _Toc210953525]3. Research Methodology
[bookmark: _Toc210953526]3.1 Research Design
The proposed study will be conducted in the framework of a systematic review, which will summarise the available literature on the workplace experience and motivation of Generation Z, challenges, and organisational policies. Based on the PRISMA framework, the review is conducted in a transparent and replicable manner in terms of identification, screening, inclusion, and reporting of studies (Moher et al., 2009; Page et al., 2021). The research is based on the interpretivist philosophy which acknowledges that workplace experiences are context-dependent and socially constructed (Saunders, Lewis & Thornhill, 2019). An inductive approach is employed to generate insights from existing literature, consistent with the exploratory and integrative purpose of a systematic review (Thomas, 2006; Kitchenham, 2004).
[bookmark: _Toc210953527]3.2 Databases and Search Strategy
Literature will be identified through Scopus, Web of Science, Google Scholar, and the UWTSD library catalogue. These sources offer broad coverage of peer-reviewed and grey literature relevant to organisational behaviour, human resource management, and generational studies. Search terms will combine keywords such as “Generation Z,” “workplace,” “motivations,” “challenges,” and “organisational policies” using Boolean operators (AND, OR). Searches will be limited to English-language publications from 2010 to 2025, prioritising studies from 2019 onward to ensure contemporary relevance.


[bookmark: _Toc210953528]3.3 Eligibility Criteria
	Criteria Type
	Inclusion Criteria
	Exclusion Criteria

	Context
	Studies on Generation Z in workplace or organisational settings
	Studies focusing solely on students or educational contexts

	Content
	Studies addressing workplace motivations, challenges, or organisational policies
	Generational theory without application to workplace outcomes

	Study Type
	Peer-reviewed journal articles, conference papers, or reputable reports
	Non-peer-reviewed sources, blogs, or opinion pieces

	Language
	English-language publications
	Non-English sources

	Time Frame
	Published between 2010–2025
	Publications before 2010

	Design
	Quantitative, qualitative, or mixed-method studies providing relevant data
	Studies lacking methodological clarity or empirical/theoretical insights


[bookmark: _Toc210953529]3.4 Article Selection, Data Extraction, and Quality Appraisal
PRISMA will guide identification, screening, eligibility assessment, and final inclusion of studies. A structured data extraction table will document author, year, country/context, methodology, key findings, and limitations. Extracted data will be categorised into themes of motivations, challenges, and organisational responses. The methodological quality of included studies will be appraised using the Critical Appraisal Skills Programme (CASP) checklist (CASP, 2018), ensuring robust, reliable, and relevant evidence informs the synthesis.
[bookmark: _Toc210953530]3.5 Data Synthesis, Ethical Considerations, and Limitations
A narrative thematic synthesis will integrate findings across qualitative and quantitative studies, identifying patterns, agreements, disagreements, and research gaps (Thomas & Harden, 2008). Ethical standards will be maintained through accurate representation, proper attribution, and adherence to UWTSD Research Ethics & Integrity Code of Practice (UWTSD, 2022). Potential limitations include Western-centric research bias, publication bias from database selection, and interpretive subjectivity inherent in narrative synthesis. These will be acknowledged and mitigated through transparent reporting and inclusion of studies from diverse geographic contexts.
[bookmark: _Toc210953531]3.6 Research Timeline
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