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[bookmark: _Toc218179314]CHAPTER 1: INTRODUCTION 
[bookmark: _Toc218179315]Background & Problem Statement
Generation Z, typically defined as those born between 1995 and 2010, is increasingly reshaping organisational structures, workforce composition, and workplace expectations. It is predicted that, by 2025, Generation Z will constitute 27 percent of the workforce in the OECD countries and almost a third of the world labour force by 2030 (Francis and Hoefel, 2018; Bloomgarden, 2022; Deloitte, 2023). This population change is especially notable considering that the labour force of developed economies is shrinking, and Europe is predicted to lose a quarter of the labour force in the next 20 years, and Generation Z is already three million smaller than Millennials in the United States (Bloomgarden, 2022). In this regard, Generation Z is not just the future of the workforce but another critical point in facing the looming talent shortages especially because Generation Alpha is even smaller (Truncale, 2025).
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Fig 1: The Generational Timeline (Truncale, 2025).
Being properly digital natives, globally connected, and highly adaptable, the generation Z offers unique motivations and expectations in the workplace. They attach importance to meaningful working, career building, inclusive and equitable organisational cultures, autonomy, and flexible work arrangements that incorporate technology in day to day operations (Cilliers, 2017; Schroth, 2019; Twenge, 2010; Wiedmer, 2015). They are also very conscious about job security, mental health, and work-life balance because of their formative experiences being in socio-economic uncertainty and these are their retention and engagement priorities (Dimock, 2019; Deloitte, 2021). Simultaneously, the Generation Z workers have a range of obstacles, such as the inability to integrate into the workplace, stereotyping, lack of experience, and stress associated with job insecurity, with up to 38 percent of surveys indicating that they are likely to leave their current position within a year (Schroth, 2019; Billeter, Beck, Feinsod, and Justice, 2025).
Organisations who manage to attract Generation Z will have the opportunity to use their technological savvy, entrepreneurial spirit and innovation-driven attitude to gain a competitive edge (Seemiller & Grace, 2017). Nevertheless, their disappointment may lead to the loss of not only important talent but also a significant number of individuals may leave in the era of demographic decline, which is why it is particularly important to learn more about this generation. The future workforce will be dominated by multigenerational workforces, and it is estimated that 80 percent of the workforce in developed nations will be made up of the Millennials, Generation Z, and the very first members of Generation Alpha by 2034 (Truncale, 2025). Generation Z, in this context, can be described as a gravitational force that has an impact on the organisational culture, the processes of innovation, and the career path of other generations.
Although the literature on generation Z in the workplace has been on the increase across psychology, human resource management and sociology, the literature is nonetheless disjointed, with some studies focusing on a single element of motivation, integration, or organisational policy. The necessity to have a systematic review of the available evidence on their work-related motivations, challenges, and effective organisational practises is pressing. Such knowledge gathering will inform human resource policies, retention policies, and development of organisational practises that can utilise the potential of Generation Z without ignoring the barriers that they face in the job market (Chicca and Shellenbarger, 2018; Putriastuti and Stasi, 2019).


[bookmark: _Toc218179316]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.
[bookmark: _Toc218179317]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: _Toc218179318]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?
[bookmark: _Toc218179319]Significance / Relevance of Study
Organisations who manage to attract Generation Z will have the opportunity to use their technological savvy, entrepreneurial spirit and innovation-driven attitude to gain a competitive edge (Seemiller & Grace, 2017). Nevertheless, their disappointment may lead to the loss of not only important talent but also a significant number of individuals may leave in the era of demographic decline, which is why it is particularly important to learn more about this generation. The future workforce will be dominated by multigenerational workforces, and it is estimated that 80 percent of the workforce in developed nations will be made up of the Millennials, Generation Z, and the very first members of Generation Alpha by 2034 (Truncale, 2025). Generation Z, in this context, can be described as a gravitational force that has an impact on the organisational culture, the processes of innovation, and the career path of other generations.
Although the literature on generation Z in the workplace has been on the increase across psychology, human resource management and sociology, the literature is nonetheless disjointed, with some studies focusing on a single element of motivation, integration, or organisational policy. The necessity to have a systematic review of the available evidence on their work-related motivations, challenges, and effective organisational practises is pressing. Such knowledge gathering will inform human resource policies, retention policies, and development of organisational practises that can utilise the potential of Generation Z without ignoring the barriers that they face in the job market (Chicca and Shellenbarger, 2018; Putriastuti and Stasi, 2019).
[bookmark: _Toc218179320]Brief Research Methodology
This research was done in form of a systematic review aimed at summarising the current literature on workplace experiences, motivation, issues and policies of Gen Z that affect them in organisations. Based on the PRISMA guidelines, the steps followed clear and reproducible phases of identification, screening, inclusion, and reporting of studies (Moher et al., 2009; Page et al., 2021). Following the interpretivist school of thought, the study recognised the contextualised and socially constructed quality of workplace experiences (Saunders, Lewis and Thornhill, 2019) and utilised an inductive method to obtain conclusions based on the available evidence (Thomas, 2006; Kitchenham, 2004). Scopus and Google Scholar were searched with Boolean combinations of key words (generation, Z, workplace, motivations, challenges, and organisational policies). Any article that was published in the period between 2015 and 2025 and is in the English language was included, although the preference was given to the recent publications in the year 2019 and after. The inclusion criteria were based on ensuring that peer-reviewed publications were incorporated, covering workplace-related factors of Generation Z without considering papers on the same topic which are related to the educational context or have no methodological rigour. The PRISMA process was used to conduct the systematic screening of articles and inclusion of articles, and data were gathered in a structured table with details of author, year, context, methodology, key findings and limitations. The quality of methodology of the chosen articles was assessed with the help of the Critical Appraisal Skills Programme (CASP, 2018). Results were synthesised in the form of narrative by using thematic approach in order to determine recurrent patterns, inconsistency and gaps (Thomas and Harden, 2008). The ethical standards through correct reference, transparent reporting and consideration of the UWTSD Research Ethics and Integrity Code of Practise (UWTSD, 2022) were observed and the possible limitations (Western-centric bias, publication bias, and interpretive subjectivity) were considered and address.
[bookmark: _Toc218179321]Structure of Rest of Project
The rest of this project is divided into four major chapters. Chapter 2 indicates the literature review, starting with an introduction, which gives the background of the research and then explains the central concepts, thematic areas of the research and formulation of a conceptual framework to be used to develop the analysis. Chapter 3 elaborates the research methodology describing the philosophical assumptions, research design and the approach taken, data collection methods, ethical considerations and a justification of each methodological choice. The results are reported in chapter 4 and include an extensive analysis and discussion of the results that incorporates the results with applied literature to identify major patterns and meanings. Lastly, Chapter 5 brings a wrap to the study with a summary of the key findings, conclusions made relative to the research questions and practical and theoretical recommendations. It also deals with limitations of the study and recommends the future research directions.


[bookmark: _Toc218179322]CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc218179323]Introduction
This literature review aims to provide a synthesis of what has been known about Generation Z in the workplace by paying closer attention to the motivations and challenges as well as the organisational policies and practises that can successfully attract the attention of this new generation of workforce. With Gen Z joining the professional world more frequently, organisations urgently require ways to adjust their management approaches to the expectations, values, and work behaviours peculiar to this generation. The perception of such generational traits is fundamental to creating the policies that will increase engagement, productivity, and retention, as well as resolve the possible intergenerational conflict. The sources used in this review are very broad and include empirical research, theoretical frameworks and reports on the industry to provide an overview of the existing knowledge. The review provides the chances to answer the research questions directly by analysing the most critical motivations, obstacles, and prescribed organisational practises that will become the basis of the development of evidence-based practises that will enable the support of Generation Z and its effective management within various organisational settings.
[bookmark: _Toc218179324]Research Areas / Topics
[bookmark: _Toc218179325]Key Motivations and Work-Related Values of Generation Z
The motivations and work-related values of the generation Z entering the workforce in the past decade do not match those of the previous generations. According to empirical studies, this generation is in a balance of both intrinsic and extrinsic needs, i.e. purpose-oriented work and personal development versus monetary compensation, recognition, and career progression. Their drives are strongly connected with the greater social, technological and organisational conditions, as they are both personal dreams and effects of surroundings.
One of the main themes in the literature is intrinsic motivation, the one based on individual contentment and compatibility with personal values. Various researchers note that Gen Z workers want meaningful and satisfying work, which can be social responsibility or organisational mission. Indicatively, in the example of Gen Z, Darby, Thornton & Davis-Sramek (2025) indicate that employees of Gen Z are attracted to working in a place that exhibits social accountability, with corporate social responsibility (CSR) practises serving as a motivator and a hiring instrument. On the same note, Bhore, Tapas, Gotise & Chinmulgund (2025) see the factors of self-satisfaction and help to social causes as a driving force, which means that meaningful work and agreement with personal ethics are key to their work values. This goal-oriented work preference is supported by the wish to be autonomous, to grow, and to get a chance to develop mastery, which, according to El Hajal and Losekoot (2025), are associated with intrinsic motivation and flexibility, communication, teamwork, and growth.
Another high intrinsic motivation is career development. According to a study conducted by Gandasari et al. (2024), Gen Z prioritises such elements as well-organised career development, educational possibilities, and employer branding to indicate future professional growth. Similarly, Guslina et al. (2025) prove that management support, career growth, and exposure to technology improves job satisfaction and engagement, which is the wish to be competent, masterful, and develop a skill. All of these studies highlight the fact that financial rewards are not the only intrinsic motivation factors of Gen Z, as purpose, growth, and self-realisation are significant requirements.
Although intrinsic factors are important, extrinsic rewards like remuneration, recognition and job security are of importance. According to Acheampong (2021) and Ali, Li, and Qiu (2024), personalised reward programmes, competitive remuneration, and conducive workplaces have a significant effect on the attraction, retention, and performance of Gen Z. The extrinsic drivers, recognition mechanisms and performance feedback, are also mentioned as strengths of engagement and commitment (Aggarwal, Sadhna, Gupta, Mittal, and Rastogi, 2022; Mabaso, 2025). The literature posits the extrinsic and intrinsic motivators are not mutually exclusive: the relevant recognition and rewards will contribute to the meaning of the work and maintain the engagement.
The work-related values turn out to be several recurrent and reflect not only the lifestyle preferences but also the generational traits. Bou Hatoum & Nassereddine (2025) mention that respect, work-life balance, and job security are especially relevant, whereas Holban and Bedrule-Grigoruta (2025) focus on flexibility, career development, and recognition as the organisational features. Another characteristic value is digital competence; Gen Z would want working environments to accommodate technological involvement, providing platforms enabling the use of digital capabilities to solve problems and collaborate with others (El Hajal and Losekoot, 2025). These values are interlinked with social impact and ethical concerns as Gen Z is seeking employers who have CSR activities and organisational culture that support the overall goals of society (Pandita and Khatwani, 2022; Yunyi, Singh and Kularajasingam, 2024).
Both flexibility especially in the working arrangements also comes out as a critical value. Hybrid employment models, flexibility, and autonomy are mentioned numerous times as the points that are not negotiable to engage and be satisfied (Bou Hatoum and Nassereddine, 2025; Holban and Bedrule-Grigoruta, 2025; Kgarimetsa and Naidoo, 2024). These preferences indicate that Gen Z desires workplaces that unite personal well-being with professional performance, which is a holistic understanding of the concept of work-life harmony.
Gen Z (as compared to Millennials and the Gen Y) is more stability and security-oriented, with a pragmatic digital savvy and social awareness. Although Millennials are considered to be idealists and job-hoppers, Gen Z seems to be more choosy, as they prioritise morality and engagement over financial rewards (Arora, Dubey, and Vyas, 2020; Gabrielova and Buchko, 2021). There is also gender difference as women are usually more concerned with social and intrinsic motivators, and men are usually concerned with extrinsic rewards and leisure (Lasakova, Vojtekova, and Prochazkova, 2023; Acheampong, 2021).
In spite of the research that has been conducted, there are still gaps in the research as to the finer details of Gen Z motivations. Indicatively, there are not many longitudinal studies that follow the development of intrinsic and extrinsic motivators as this cohort accumulates organisational experience. Furthermore, though the literature acknowledges gender and cultural variations, studies that combine intersectional studies of the socio-economic background, ethnicity, and career ambition are few. Lastly, the emerging technologies, hybrid work, and post-pandemic changes are likely to have an additional impact on Gen Z values, which could imply the necessity of the investigation conducted in modern contexts and focusing on the context.
To sum up, the workplace motives generated by the Generation Z can be characterised as both intrinsic goals, meaning, self-development, and skill acquisition, and extrinsic ones, including salary, prestige, and stability. Work-life balance, flexibility, technological involvement, and ethical alignment are the areas of their values that are different as compared to the past generations. These motivations are critical to the organisations that want to attract, retain and engage Gen Z and research gaps suggest a continuous empirical interest.
[bookmark: _Toc218179326]Challenges and Barriers Faced by Generation Z in Organisational Settings
Generation Z has an exceptional number of challenges to get them through the education-to-professional environment, living through organisational forms proposed to their predecessors. Although their values and motivation purposes are different, some challenges prevent their integration, involvement, and performance. These issues include, but are not limited to, acclimatising to the existing organisational cultures and handling the mental health strains, technological differences, and the kind of intergenerational communication patterns.
One of the recurring trends in the literature is the challenge that Gen Z face in their adjustment to the existing organisational cultures. According to Gabrielova and Buchko (2021), Gen Z workers are likely to face difficulties in meeting the values and practises of the millennial or Gen X managers, which may create intergenerational conflict. These challenges are aggravated by the differences in communication style, work expectations, and feedback preferences. The research shows that the preference of the digital and instant communication that Gen Z has compared to older generations based on traditional and hierarchical communication forms may create a point of conflict in a team-based setting (Janssen and Carradini, 2021).
Another important matter is mentorship and guidance. Borg, Scott-Young, and Borg (2023) emphasise that professional mentoring and coaching should be arranged in the first steps in the career of Gen Z employees, who have to overcome the challenges of professional norms and tasks on project basis. Absence of mentorship promotes uncertainty, reduced involvement and reduced acquisition of skills. Likewise, El Hajal and Losekoot (2025) note that the organisational readiness to assist Gen Z in the area of experiential learning and training is uneven, and many young employees are not ready to face the work-related challenges.
Another serious group of barriers is represented by job insecurity and mental health pressures. The levels of anxiety, depression, and self-harm tendencies are reported to be high in young workers, as reported by Veluchamy, Agrawal, and Krishnan (2016), and the authors indicate the psychological pressure of the workers of Gen Z in a competitive or unstable workplace. It is further complicated by trends of quiet quitting whereby disengagement is caused by the mismatch between the expectations and reality (Liu-Lastres, Karatepe & Okumus, 2024; Xueyun et al, 2023). This disengagement can also be as a result of suspected over work, lack of support or a reward on contribution.
This is even compounded by the fact that moonlighting and taking on more than one role is involved. According to Bhore, Tapas, Gotise & Chinmulgund (2025), part-time or freelance employment on top of full-time employment results in some Gen Z employees having conflict between the desire to pursue their aspirations and the expectation placed on them by the organisation. Such dual commitments may decrease engagement and augment turnover purposes without focused HR approaches.
Gen Z is driven and frustrated by technology. Although this generation is extremely digitally fluent, most organisations do not offer sufficient tools, platforms or education to ensure maximum engagement. According to Dou, Ma and Fan (2025), automation and AI integration have the potential to cause job anxiety in Gen Z, especially when perceived as a threat to a position or due to a lack of technical assistance. Conversely, organizations that capitalize on emotional intelligence and introduce online development of skills create high retention and satisfaction. On the same note, El Hajal and Losekoot (2025) highlight that Gen Z also demands a smooth digital process, adaptable technology, and hybrid working; any gaps in the use of technology will lead to dissatisfaction and performance.
There is also the issue of generational prejudice. According to Gabrielova and Buchko (2021) and Pradhana et al. (2024), serving as a manager, one is likely to be impacted by the stereotypes about Gen Z, who are entitled, impatient, and less loyal, even when it comes to the process of the promotion decision. These prejudices not only influence career development but also worsen disengagement, decrease organisational commitment and deliver a self reinforcing loop of low trust. The interventions that are suggested to be in place to overcome these stereotypes include tailored interventions such as awareness training among the managers and structured promotion criteria.
The other impediments that have been pointed out in the literature are perceptions of illegitimate tasks, and misalignment of expectations with regard to career development. According to Li et al. (2025), meaningless tasks decrease engagement and motivation, and it is thus crucial to highlight the person organisation fit. The same, according to Borzillo, Hasman and Raub (2025) who observe talent shortages after COVID and the need to balance managerial expectations and Gen Z career interests, state that organisational inflexibility can amplify the risks of retention.
In spite of the comprehensive description of issues, there is still a gap in knowledge about the dynamic nature of interdependence between intrinsic motivation and workplace impediments. Not many studies investigate the change in adaptation of Gen Z over time, specifically in various cultures and organisations. Also, even though digital expectations are oftentimes mentioned, there is a gap in the research on the effectiveness of organisational intervention to cover technological gaps and alleviate anxiety associated with automation. These issues are also under-researched in gendered and intersectional terms, even though the motivations and experiences of men and women in work are shown to differ (Lasakova, Vojtekova, and Prochazkova, 2023; Acheampong, 2021).
To sum up, employees belonging to Generation Z encounter complex issues in the organisational context, including cultural adaptation, intergenerational communication, mental health stress, job insecurity, technological incompatibilities as well as prejudice. These obstacles affect both the engagement and retention, and thus, special policies, mentorship, and favourable working practises are required. These challenges are critical elements that organisations need to understand to integrate Gen z and additional studies are necessary to capture longitudinal effects, intersectional variations, and future technological strains.
[bookmark: _Toc218179327]Organisational Policies and Practices to Support Generation Z
With the advent of Generation Z in the workforce, organisations are becoming increasingly challenged to develop policies and practise that would not only attract, but also retain and engage this generation. Various approaches are emphasised in the literature, especially within the human resource management, which can streamline organisational goals with the motivation as well as values of Gen Z. Such strategies include flexible working hours, learning and development programmes, mentoring, inclusion programmes, and rewards.
One of the most frequently suggested strategies that will help Gen Z is flexible working, as research shows that the generation values work-life balance, freedom, and ability to determine both the place and hours of work (Bou Hatoum & Nassereddine, 2025; Holban and Bedrule-Grigoruta, 2025; Kgarimetsa and Naidoo, 2024). Gen Z employees argue that they are more engaged and satisfied in organisations that adopt hybrid working models, flexible working schedules, and remote work. According to Bhore, Tapas, Gotise, and Chinmulgund (2025), flexibility can address the issue of moonlighting and work-life integration as well. Nonetheless, the implementation of such arrangements is troublesome in terms of providing fair access and retaining productivity and coordination of teams across locations and time zones.
The central part of the intrinsic motivations and career development aspirations is learning and development (L&D) opportunities. Studies have shown that professional development and mastering skills are very important to Gen Z (Gandasari et al., 2024; Guslina et al., 2025). Combination of digital learning platforms, practical projects, and feedback increase the engagement and retention. According to El Hajal and Losekoot (2025), educational and training programmes ought to be aligned with the requirements of the industry in order to promote competence and organisational commitment. Along with these advantages, there are resource limitations, disparities in getting training opportunities and the continual review of the effectiveness of the programme.
Mentorship and coaching play an essential role in the process of overcoming the intergenerational differences and facilitating the development process of young professionals. According to Borg, Scott-Young, and Borg (2023), systematic mentorship reduces the challenges in adaptation and acquires skills. On the same note, Racolta-Paina and Irini (2021) note that the awareness of Gen Z values and expectations by managers is a crucial point in successful mentoring relationships. Some of the practices associated with better engagement, job satisfaction, and loyalty are pairing Gen Z staff with experienced mentors or leadership coaching programmes. However, such problems as the availability of mentors, quality consistency, and possible discrepancies between expectations of mentors and mentee may arise.
The other recommended practise is organisational culture changes especially in the area of inclusion and diversity. Gen Z is ethically and socially aware, and it tends to prefer working in a company that promotes CSR, diversity, and fairness (Darby, Thornton & Davis-Sramek, 2025; Pandita and Khatwani, 2022; Yunyi, Singh and Kularajasingam, 2024). Diversity training, inclusive decision-making, and equitable promotion pathways play a vital role in engaging and also reducing bias and intergenerational conflict (Pradhana et al., 2024; Gabrielova and Buchko, 2021). Organisational resistance, deep-rooted culture, and complexity associated with translating broad inclusion policies into practise are some of the limitations.
Motivation and retention of Gen Z employees are based on the recognition and reward mechanisms. The studies show that intrinsic and extrinsic rewards (including personalised rewards, feedback, and recognition of successes) can improve engagement (Acheampong, 2021; Aggarwal, Sadhna, Gupta, Mittal, and Rastogi, 2022; Mabaso, 2025; Krishna and Agrawal, 2025). Those recognition systems that are integrated to offer financial rewards, skills development opportunities, and social recognition are quite effective. Nonetheless, it is difficult to come up with systems that are just, transparent, and conform to individual preferences, particularly in large or diverse organisations.
These policies are supported by a number of studies. Jasmine and Utomo (2024) state that engagement and commitment are more common among Gen Z employees when transformational leadership practices are implemented with the help of work-life balance programs. On the same note, mentoring and flexible working styles enhance job satisfaction and retention (Borg, Scott-Young, and Borg, 2023; Bou Hatoum and Nassereddine, 2025). Nevertheless, obstacles exist: organisations tend to be faced with resource limit, resistance on the part of managers, and lack of regularity in implementing policies in various departments or various places. Also, the stereotypes related to generations can become an obstacle to the successful implementation of these programmes, with managers not valuing the professionalism of Gen Z and overvaluing the sense of entitlement (Gabrielova and Buchko, 2021; Pradhana et al., 2024).
Even with much advice on the implementation of the policies, there exist gaps. There are a limited number of longitudinal studies on the long-term effects of flexible work, mentoring, and recognition on Gen Z retention and productivity. The interplay between various HR interventions, including the integration of L&D and mentoring and recognition systems, also needs to be researched further to learn more about the cumulative effects. Also, studies that investigate contextual variations among industries, cultures, as well as the size of an organisation are few, hence restriction on generalisation.
Finally, the literature includes various organisational policies and practises to accommodate Generation Z such as flexible working schedules, learning and development, mentoring, inclusion programmes and reward mechanisms. It has been proposed that these practises increase engagement and satisfaction and retention; nevertheless, the issues with implementation of these practises and lack of research suggest that the practises should be planned, monitored, and studied empirically. It is probable that organisations that are holistic and responsive will be able to reap the benefits of the integration of the Gen Z talent as well as create a positive, adaptive workplace environment.
[bookmark: _Toc218179328]Conceptual Framework 
[bookmark: _Toc216195244]Figure 1 Conceptual Framework of Generation Z in the Workplace (Author)
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The theoretical framework of the given research is a synthesis of what has been revealed in the literature on workplace motivations, workplace challenges, and organisational policies of Generation Z. It offers an organised framework of the relations between these major constructs and informs the further empirical research. The hypothesis incorporates theoretical perspectives of motivation, work engagement and organisational support to articulate how organisations can attract, retain and develop Gen Z talent in an effective manner.
The fundamental elements of the framework are the intrinsic and extrinsic motivation of Generation Z. Some of the intrinsic factors are work purpose, career progression, skills acquisition and social impact (Bhore, Tapas, Gotise and Chinmulgund, 2025; El Hajal and Losekoot, 2025; Gandasari et al., 2024), and extrinsic motivators are financial rewards, recognition, and job security (Acheampong, 2021; Aggarwal, Sadhna, Gupta, Mittal, and Such incentives affect understanding and commitment of the employees who are of the Gen Z generation, their satisfaction at work and towards the organisational behaviour.
Challenges and barriers are pointed out as the mediating factors that can undermine or destabilise the relationship between motivations and outcomes by the framework. Some of the challenges are adapting to organisational culture, communication gap between generations, mentorship, job insecurity, mental pressure, and technological misalignment (Gabrielova and Buchko, 2021; Borg, Scott-Young and Borg, 2023; Dou, Ma and Fan, 2025; Veluchamy, Agrawal and Krishnan, 2016). These obstacles may lower the level of engagement and raise turnover unless they are mitigated by specific organisational interventions.
To address these issues, organisational policies and practises have been added as moderating mechanisms in the framework. Gen Z are engaged and satisfied with flexible working arrangements, learning and development programmes, structured mentoring, inclusion and diversity initiatives, and recognition systems (Bou Hatoum and Nassereddine, 2025; Jasmine and Utomo, 2024; Kgarimetsa and Naidoo, 2024; Pradhana et al., 2024). Organisations can increase retention, productivity, and overall organisational performance by offering favourable conditions that resonate with Gen Z values.
Overall, this framework is a holistic viewpoint, in which the intrinsic and extrinsic motivation of Generation Z is connected to workplace performance in terms of challenges and forms of organisational support. It offers a basis of formulating research tools and interpreting empirical data to respond to research questions of the study.
[bookmark: _Toc218179329]Conclusion of Chapter
This chapter has examined literature on the topic of Generation Z in the workplace and how they are unique, the motivations they have and the challenges that they experience in the organisational environment. It has also determined essential intrinsic and extrinsic motivators, such as purpose, career growth, financial stability, and recognition, and work-related needs such as flexibility, work-life balance and ethical alignment. Obstacles to engagement (intergenerational differences, technological, and mental health pressures) were also discussed, and the policies and practises of the organisation designed to support and retain this cohort were mentioned. Collectively, these insights provide a thought framework that connects motivations, challenges, and organisational interventions to workplace outcomes to provide the basis of the empirical research of the experiences of Generation Z and organisational strategies.


[bookmark: _Toc218179330]CHAPTER 3: RESEARCH METHODOLOGY 
[bookmark: _Toc218179331]Introduction 
This chapter describes the research methodology that was taken to carry out a systematic review of Generation Z at work. It is meant to clarify the philosophical position, the research design, the methods of data collection, and the ethical considerations to be applied to the research. To ensure transparency and replicability, the chapter gives a systematic review process, which comprises the process of identification, screening, and synthesis of the relevant literature. Through the strict evidence-based methodology, it is possible to apply this methodology to answer the research questions related to the motivations of Gen Z, workplace issues, and policies of organisations in a comprehensive way. Validity and reliability could also be achieved by justifying methodological choices in the chapter.
[bookmark: _Toc218179332]Research Philosophies and Assumptions
Research philosophy can be defined as the beliefs and the assumptions on the nature of knowledge (ontology) or how it is attained (epistemology) (Tsang, 2016). The approaches to philosophy commonly used in management and social research are positivism and post-positivism, interpretivism and pragmatism, which present a variety of perspectives toward knowledge production and evidence testing (Tsang, 2016; Cooper, 1984).
Positivism presupposes the existence of an objective reality that could be quantified and generalised in terms of observable phenomena, which can be linked to quantitative analysis and hypothesis testing (Tsang, 2016). Post-positivism acknowledges the fact that reality exists, but it can be known only imperfectly with a strict emphasis on rigorous approaches, and triangulation of evidence (Gough, Oliver and Thomas, 2017). Interpretivism, on the other hand, sees reality as a construction of a society, in which the meaning and experiences of actors are of importance in their respective contexts. Pragmatism concentrates on the practical, making the research problem more important than the commitment to one ontological position (Tsang, 2016).
In this case, an interpretivist philosophy is the basis of the systematic review. Such a decision is explained by the fact that the study is not focused on evaluating hypothesis or creating some statistical estimations but synthesising qualitative and conceptual information about the existing literature on the workplace motivations, challenges, and organisational policies of Generation Z (Boland, Cherry and Dickson, 2017; Foster and Jewell, 2017). Interpretivism supports the dynamics of organisational behaviour, which is more complex and dependent on the situation, as interpretations, experiences, and values are the key to understanding Gen Z in various workplace conditions (Cooper, 1984; Gusenbauer and Gauster, 2024).
It is the epistemological assumption, which views knowledge to be built based on the available sources of evidence, and then interpreted with the help of thematic synthesis (Afifi, Stryhn and Sanchez, 2023). This kind of view makes the study critically evaluate and synthesise findings of various empirical and theoretical studies appreciating differences in context, organisational culture and individual experiences.
The study is ontologically based on the assumption of the social and cultural embeddedness of the workplace realities and Gen Z experiences through the organisational structures, generational norms, and managerial practises (Gough, Oliver & Thomas, 2017). These assumptions will enable the systematic review to make a sensitive and contextualised perspective on Generation Z in organisations, thereby facilitating evidence-based inferences and suggestions.
[bookmark: _Toc218179333]Research Design
Research design is the general approach and framework that is used to combine the research objectives, questions, and methodology, making the study sound and coherent (Gough, Oliver and Thomas, 2017). The systematic review design has been chosen in this study and is uniquely designed to conduct the synthesis of the existing literature in a clear, transparent and repeatable way (Boland, Cherry and Dickson, 2017; Page et al., 2021).
Human Resource Management (HRM) can benefit especially in areas that require a systematic review as an HR practise, policy and behaviours of employees are context-specific, heterogeneous and most of the time are researched by employing qualitative or conceptual approaches. A systematic review enables the family to get a broad insight into patterns, trends, and effective strategies in various organisation environments by combining the evidence that has been produced by several studies (Gough, Oliver and Thomas, 2017; Cooper, 1984). The HRM research in the context of Generation Z is about the investigation of such complex aspects as work motivations, engagement, organisational culture, and leadership practises. Systematic review helps the researcher and practitioners to recognise the evidence based HR interventions, determine their effectiveness, and outline the gaps in the literature that may be used to inform future policy or practise. This methodological strategy guarantees that inferences are strong, generalisable where feasible and based on accumulated facts and not on single studies which can be constrained in terms of scope or context.
The systematic review design is also suitable because it enables the research to answer the research questions about the workplace motivations, challenges, and organisational policies of Generation Z in a thorough manner. The design will allow the identification, selection, and evaluation of studies to be systematic and unbiased because there is a protocol to follow and limit the possibilities of subjective interpretation and selection of studies (Higgins and Green, 2019; Foster and Jewell, 2017). Such an organised method is specially applicable to combining the results of various empirical, conceptual, and qualitative studies, which allows synthesising the evidence in different settings and industries into themes (Afifi, Stryhn and Sanchez, 2023).
A systematic review also provides transparency and reproducibility as the key features of high-quality research (Page et al., 2021; Shaheen et al., 2023). The design suggests an easy-to-follow process of searching the literature, screening, eligibility, data extraction, and synthesis, and it is typically accompanied by a presupposed number of designed methods, such as PRISMA (Page et al., 2021). It is a tight process to ensure that all relevant studies are put into consideration, any duplicate and irrelevant literature is locked out and lastly, the synthesis is not only exhaustive but also reimitable.
In addition, the systematic review design will allow the study to identify the gaps in the available literature, to identify consistency of the findings as well as to suggest future research which relates directly to the research objectives. It also enables the adoption of evidence-based recommendations of organisational practises to the Generation Z.
Overall, a systematic review design will be most adequate in this study as it allows developing a synthesis of various sources of literature in a structured, rigorous, and repeatable way that would help to obtain reliable data to address the research questions and inform the conceptual framework and the further analysis.
[bookmark: _Toc218179334]Research Approaches
Research methods outlay the formulation of knowledge in a research study and its analysis. There are three common methods of management research, i.e., deductive, inductive, and abductive reasoning, which have various implications on the collection and interpretation of data (Tsang, 2016; Cooper, 1984).
A deductive methodology begins with the available theories or hypotheses and experiments them using empirical data. It is tightly connected with quantitative research and hypothesis testing and has the goal of generalisable conclusions (Tsang, 2016). An inductive method, in turn, entails the derivation of patterns, themes, or theories out of the gathered data, and it focuses on exploration and context-related knowledge (Gough, Oliver and Thomas, 2017). Abductive reasoning is a synthesis of deduction and induction to enable the researcher to refine the theory through iteration of theories based on observed facts and theoretical constructs (Tsang, 2016).
In this research, the inductive approach to the research is chosen because it is based on the aim to synthesise qualitative and conceptual literature to determine patterns, themes, and insights about Generation Z in the workplace (Boland, Cherry and Dickson, 2017; Afifi, Stryhn and Sanchez, 2023). Induction is appropriate in the systematic analysis of numerous studies to highlight common motivations, challenges and successful organisational practises that do not involve testing of pre-determined hypotheses. It is a method to create an integrated insight of a variety of contexts, industries, and methods and reflect the specifics of Gen Z workplace behaviours and values (Gusenbauer and Gauster, 2024; Foster and Jewell, 2017).
The inductive approach also supports thematic synthesis, a conventional method in systematic reviews that allows finding common trends, relationships, and gaps across the research (Page et al., 2021; Shaheen et al., 2023). This method allows connecting motivations, organisational barriers and HR interventions by synthesis of evidence to come up with a conceptual framework that can be practised both in research and practise.
Overall, the inductive research method is tenable since it would address the diversity and complexity of HRM and workplace research on Generation Z and allow producing a rigorous synthesis of both qualitative and theoretical data, thus, producing meaningful themes and insights to be applied to practise and academia.
[bookmark: _Toc218179335]Data Collection Methods
[bookmark: _Toc218179336]Methods and Justification
The collection of data in a research may be of either primary, secondary or a combination of both. Primary data collection entails the brand new information that has not been utilised before or conducted on participants or experiments like surveys, interviews, focus groups, or observations. Another method is the secondary data collection, which requires the analysis of existing data, including published studies, reports, organisational records, or datasets (Boland, Cherry and Dickson, 2017; Gough, Oliver and Thomas, 2017). Mixed methods involve the use of both primary and secondary sources to give both original and contextualised data.
In this research, the data collection technique is solely secondary since the research is based on the systematic review of the available literature. It is hoped to combine the results of peer reviewed empirical research publications, conceptual articles and qualitative studies on Generation Z within organisational contexts. This method is rightful since it enables a holistic and evidence-based view of the motivations, workplace issues, and organisational policies of Gen Z without having to limit, time and cost-constrained data collection of primary data. Secondary data also allows the research to address a wider range of industries, geographic settings, and study designs than would have been the case with one primary research (Afifi, Stryhn and Sanchez, 2023; Shaheen et al., 2023).
Through the systematic and secondary data collection approach, this study makes sure that the results are clear, repeatable, and are based on the existing evidence (Page et al., 2021; Higgins and Green, 2019). In order to make sure that the methodology can be reproduced by other researchers, the next section will outline the steps of the data collection process, which are database selection, search strategy, screening, and data extraction.
[bookmark: _Toc218179337]Data sources and databases
The choice of the right data sources is the key to the rigour and the versatility of the systematic review (Gusenbauer and Gauster, 2024; Page et al., 2021), and the selected sources of Scopus and Google Scholar were based on their coverage and reliability. Scopus provides high quality and peer reviewed material in relevant disciplines and assists in searching by metadata which is helpful in systematic screening (Gough, Oliver and Thomas, 2017; Higgins and Green, 2019), whereas Google Scholar expands its scope to cover conference papers and grey literature, which is helpful to reduce publication bias and identify emerging research (Boland, Cherry and Dickson, 2017; Foster and Jewell, 2017). Collectively, these databases offer a quality and breadth balance that is appropriate when conducting research in Human Resource Management as relevant studies can be found in a variety of outlets (Gusenbauer and Gauster, 2024). These sources were systematically searched so that the final corpus of studies was representative and was in line with the research questions, which facilitated transparency and reproducibility according to PRISMA advice (Page et al., 2021; Afifi, Stryhn and Sanchez, 2023).
[bookmark: _Toc218179338]Search strategy and keywords
Systematic reviews require an appropriate and coordinated search strategy as this guarantees the thorough search of the related literature, reducing bias at the same time (Boland, Cherry and Dickson, 2017; Page et al., 2021). This paper involved a systematic search via Scopus and Google Scholar based on particular keywords and search terms that were consistent with the research questions on workplace motivations, challenges, and organisational practises of Generation Z.
For Scopus, the following search string was applied:
(TITLE-ABS-KEY("Generation Z" OR "Gen Z") AND TITLE-ABS-KEY(motivat* OR "work values" OR "work-related values" OR "career values" OR "job preferences")) OR (TITLE-ABS-KEY("Generation Z" OR "Gen Z") AND TITLE-ABS-KEY(challenge* OR barrier* OR obstacle* OR "workplace issue*" OR "organisational issue*")) OR (TITLE-ABS-KEY("Generation Z" OR "Gen Z") AND TITLE-ABS-KEY("organisational policy*" OR "management practice*" OR "HR practice*" OR "employee engagement" OR "workplace support" OR "workplace strategy*"))
This string combines Boolean operators and wildcards to capture studies addressing all three research foci: motivations and work-related values, workplace challenges, and organisational policies or practices. The inclusion of TITLE-ABS-KEY ensures that the terms are searched in the title, abstract, and keywords, increasing relevance and precision (Gusenbauer & Gauster, 2024).
For Google Scholar, a simplified string was used due to its search limitations:
"Generation Z" AND "work motivation" AND ("organisational practices" OR "HR policies" OR "employee engagement") AND ("workplace challenges" OR "workplace barriers")
This strategy ensures retrieval of both peer-reviewed articles and grey literature relevant to the study objectives (Foster & Jewell, 2017).
By systematically applying these search strings across multiple databases, the study ensures comprehensive coverage, relevance, and replicability, consistent with PRISMA guidelines for systematic reviews (Page et al., 2021; Afifi, Stryhn & Sánchez, 2023). The following section will detail the screening, eligibility, and data extraction processes, which together enable a transparent and rigorous synthesis of the identified studies.
[bookmark: _Toc218179339]Inclusion and exclusion criteria
Inclusion and exclusion criteria were pre-screened in order to include studies that would be relevant and of high quality in the systematic review. The criteria were used to select the studies in terms of relevance to the research questions, methodology rigour, and the full texts availability (Boland, Cherry and Dickson, 2017; Page et al., 2021). The criteria also made it consistent, transparent, and reproducible in terms of identifying appropriate literature.
	Criteria
	Inclusion
	Exclusion

	Population
	Studies focusing on Generation Z employees or students entering the workforce
	Studies on other generations or mixed samples without separate Gen Z analysis

	Focus / Themes
	Workplace motivations, work values, challenges, organisational policies/practices
	Topics unrelated to workplace behaviour or HRM

	Study Type
	Peer-reviewed empirical studies, conceptual papers, qualitative research
	Opinion pieces, blogs, non-academic articles, duplicates

	Language
	English
	Non-English publications

	Time Frame
	Published between 2015–2025 to capture recent trends and post-COVID-19 impact
	Studies prior to 2015 or outdated workplace contexts

	Accessibility
	Full text available
	Abstract-only or inaccessible full texts


[bookmark: _Toc218179340] Screening process
A systematic review screening process ensures informed synthesis by only including relevant and credible studies and this study was conducted using the PRISMA 2020 framework to present a transparent and replicable process of identifying literature, screening and including it (Page et al., 2021). The process of screening was initiated by the elimination of duplicates, which was conducted both automatically and manually to avoid any overrepresentation and maintain the integrity of the reviews (Afifi, Stryhn and Sanchez, 2023). Screening Title and abstract then used the fixed inclusion and exclusion criteria to philtre out studies that were not about Generation Z workplace motivations, challenges or organisational policies (Boland, Cherry and Dickson, 2017). It was then assessed in full-text, which provided the possibility to carefully verify relevance and the quality of the methodology and retrieve the main information on setting, samples, and results (Foster and Jewell, 2017; Shaheen et al., 2023). Combined, this PRISMA-mentored, staged process made sure that the end set of studies was not only systematically selected, but also relevant and of high quality, so as to provide a sound analysis of the experiences of Generation Z in the workplace and organisational reactions to it.
[bookmark: _Toc218179341]Data extraction and Synthesis
Systematic review includes data extraction and coding, which is a process that guarantees the capture, organisation, and preparation of information contained in included studies (Afifi, Stryhn and Sanchez, 2023; Boland, Cherry and Dickson, 2017). A structured data extraction template was utilised in this study to compile important information in each study. This is a systematic extraction, which is consistent, easy to compare between studies and enables transparency in reporting (Page et al., 2021; Shaheen et al., 2023). After the extraction, a thematic analysis was performed to find repeated patterns and sort the findings in themes, sub-themes, and codes. As an illustration, the themes Motivations, Challenges, and Organisational Policies were further broken down into sub themes such as Intrinsic/Extrinsic Motivation, Mental Health and Job Insecurity, or Flexible Work and HR Practises and the sub-themes were assigned a specific code. By doing so, the synthesis of narrative becomes possible, when an expression of a set of qualitative evidence of different studies is synthesised and analysed together, including the similarities, differences, and new insights (Gough, Oliver and Thomas, 2017; Foster and Jewell, 2017). The thematic coding and the narrative synthesis is a valid option because this approach will allow the review to represent complex and contextualised information, unite both empirical and conceptual research, and form a comprehensive understanding of Generation Z in the organisational environment. The codification, synthesis and systematic extraction of data will assist the study in ensuring that the findings are robust, transparent and reproducible which provide a sound foundation in explaining the conceptual framework, and answers to the research questions.
[bookmark: _Toc218179342]Quality appraisal of included studies
Systematic reviews require quality appraisal because it allows the inclusion of credible and methodologically sound studies in the synthesis process and weight the findings appropriately (Boland, Cherry and Dickson, 2017; Shaheen et al., 2023). The tool applied in this research was the Critical Appraisal Skills Programme (CASP), which provides checklists on various forms of research and encourages one to reflect on the fundamental methodological aspects of a specific study, including the clarity of the research, the appropriateness of the design, data management, ethical conduct and validity of conclusions (CASP, 2018). The mixed nature of literature about Generation Z makes CASP an appropriate tool not only due to its ability to be standardised, widely accepted, and replicable in terms of critique (Foster and Jewell, 2017; Gough, Oliver and Thomas, 2017), but also due to the possibility of conducting an evaluation that is sensitive to the needs of various research types (Afifi, Stryhn and Sanchez, 2023). The implementation of CASP can fortify the review by making sure the conclusions and recommendations about Generation Z motives, issues and organisational reactions are based on solid evidence and by letting the researcher know where the methodological boundaries need to be viewed cautiously.
[bookmark: _Toc218179343]Ethical Considerations
Research ethics involve integrity, transparency, accountability and respect to data sources (UWTSD, 2022), in the context of primary research this is usually consent, confidentiality and participant safety (Suri, 2020). To a large extent, these problems are not present in the current study because it is based exclusively on the published secondary data and is not associated with human participants and gathering of sensitive information (Wager and Wiffen, 2011). However, systematic reviews have their own set of ethical responsibilities, such as precise and impartial presentation of original results, lack of selective reporting, cautious attribution and preservation of transparency and reproduction (Suri, 2020; Wager and Wiffen, 2011). In this study, these responsibilities were fulfilled by a well-established review protocol, application of PRISMA framework to guarantee traceable screening, the use of CASP in conducting systematic quality appraisal, as well as through objective synthesis and honest reporting of evidence. Through these standards, the review fulfils scholarly integrity and provides valid information about the motivations of Generation Z in the workplace, the challenges and organisational responses and the contribution of the original authors.
[bookmark: _Toc218179344]Conclusion 
This chapter has summarised the research methodology that will be adopted in this study, which is the systematic review, and why it is appropriate in the studies of Generation Z within the organisations. It explained the philosophical position and research design, which justified the inductive, qualitative synthesis to combine diverse empirical and conceptual work. This chapter described the data collection via secondary sources, the search strategy, inclusion, and exclusion criteria, as well as a clear screening process, which is consistent with PRISMA. Data extraction, thematic coding and quality appraisal procedures were outlined to show rigour and replicability and ethical considerations were discussed. Collectively, these methodological decisions form a viable foundation of the analysis and discussion of Generation Z motivations, challenges and organisational response in the next chapter.


[bookmark: _Toc218179345]CHAPTER 4: FINDINGS, ANALYSIS AND DISCUSSION
[bookmark: _Toc218179346]Introduction
This chapter gives the results of the study and critically analyses and discusses the results. It presents and discusses the major findings of the narrative synthesis. The chapter also presents the findings alongside the existing literature, classical motivational theories and intergenerational dynamics, and provides implications on the development of the theories in the future.
[bookmark: _Toc218179347]Presentation of Findings and Quality
[image: ]
[bookmark: _Toc216195245]Figure 2 Screening and Selection via the PRISMA Framework (Adapted by the Author)
The search of the database resulted in the identification of 1,791 records which included 1,715 records in Scopus and 76 in Google Scholar. Subsequently, having deleted 58 duplicate records, 1,733 records were left and filtered at title and abstract level resulting in the exclusion of 1,586 records. As a result, 147 reports were identified to be requested to be retrieved in full text, but 21 of them were not retrieved. One hundred and six full text reports were evaluated in terms of eligibility. Out of them, 76 studies were excluded because of the inappropriate research purpose (n = 19), systematic review design (n = 18), narrative review format (n = 14), non-empirical nature (n = 13), or low quality of methodology (n = 12). Finally, 50 studies were eligible and incorporated in the systematic review. Out of the 50 selected studies, 20 were identified to be of high quality and 30 medium quality per the CASP appraisal criteria.
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[bookmark: _Toc216195246]Table 1 Summary of the Included Articles (N = 50)
	Index
	Year
	Authors
	Title
	Methodology
	Key Themes

	1
	2024
	Ababneh & Alnawas
	A Novel Prelude to the Talent–Total Quality Management Association Amongst Generation Z: The Case of the Jordanian Hospitality Industry
	Questionnaire, 862 hotel employees (Jordan)
	Engagement mediates talent management and quality outcomes; authentic leadership moderates engagement; policies shape favourable attitudes.

	2
	2021
	Acheampong
	Reward Preferences of the Youngest Generation: Attracting, Recruiting, and Retaining Generation Z into Public Sector Organizations
	Systematic review (32 studies)
	Gen Z work values and reward preferences; importance of intrinsic and extrinsic rewards; implications for attraction and retention.

	3
	2022
	Aggarwal et al
	Gen Z entering the workforce: Restructuring HR policies and practices for fostering the task performance and organizational commitment
	Survey, 493 employees; SEM
	Flexible work, recognition, fair pay, feedback, volunteering enhance satisfaction and commitment; HR redesign recommended.

	4
	2024
	Ali, Li, & Qiu
	Examination of HRM practices in relation to the retention of Chinese Gen Z employees
	Survey, 529 employees; PLS-SEM
	Support, pay, training, and role clarity determine retention; gender differences highlighted.

	5
	2020
	Arora, Dubey, & Vyas
	Study of work values of Gen Z students
	Survey of students
	Cognitive and instrumental work values dominate; gender and course differences; implications for alignment of HR practices.

	6
	2022
	Becker
	We want connection and we do not mean wi-fi: examining the impacts of Covid-19 on Gen Z’s work and employment outcomes
	Mixed-methods survey
	Preference for in-person work; importance of interpersonal connection; implications for mentoring and communication.

	7
	2025
	Bhore et al.
	The juggling act: Gen Z’s approach to moonlighting and full-time work
	Interviews (IT workers)
	Motivations include self-satisfaction and social causes; challenges with moonlighting; need for policy clarification.

	8
	2023
	Borg, Scott-Young, & Borg
	What Generation Z needs: the role of project-based organizations in creating career sustainability
	Interviews (project management)
	Need for mentoring, workload balance, training; early-career skill gaps.

	9
	2025
	Borzillo, Hasman & Raub
	Ensuring a pipeline of Gen-Z talent for the hotel industry: contrasting views of hoteliers and future graduates
	Interviews with students and managers
	Post-Covid talent shortages; need to align management with Gen Z expectations.

	10
	2025
	Bou Hatoum & Nassereddine
	Becoming an Employer of Choice for Generation Z in the Construction Industry
	Student survey
	Respect, balance, security motivate; flexible and hybrid arrangements attract.

	11
	2024
	Cubukcu Cerasi & Balcioglu
	Bridging Generations and Values: Understanding Generation Z’s Organizational Preferences and the Mediating Role of Sustainability and Innovation Attitudes in Turkey
	Survey of students
	Complex views on innovation and sustainability; nuanced expectations require careful organisational interpretation.

	12
	2025
	Darby, Thornton & Davis-Sramek
	Workplace Corporate Social Irresponsibility in Supply Chain Operations: Generation and Gender Impacts on New Talent Recruitment
	Conjoint task study
	CSR perceptions influence attraction; need to address social responsibility.

	13
	2025
	Dou, Ma & Fan
	The impact of robotic integration on prospective hospitality employees: job anxiety, career intention and the moderating role of emotional intelligence
	Mixed-methods
	Automation produces job anxiety; emotional intelligence can mitigate effects.

	14
	2025
	Eddial & Kirillova
	What makes a hotel an attractive employer: Generation Z vs. hotel HR professionals
	Focus groups & interviews
	Importance of tailoring employer attractiveness and aligning perceptions.

	15
	2025
	El Hajal & Losekoot
	Gen Z talent management: Hospitality industry insights
	Focus groups
	Flexibility, communication, growth, technology, teamwork; challenge of preparing Gen Z for future work.

	16
	2021
	Gabrielova & Buchko
	Here comes Generation Z: Millennials as managers
	Conceptual analysis
	Intergenerational conflict; leadership strategies required for effective management.

	17
	2024
	Gandasari et al.
	How to attract talents? The role of CSR, employer brand, benefits and career development
	Survey; PLS
	Career development, benefits, employer brand motivate; CSR supports attraction.

	18
	2020
	Graczyk-Kucharska & Erickson
	A person-organization fit model of Generation Z: Preliminary studies
	Large student survey
	Person–Organisation Fit framework; value alignment and communication matter.

	19
	2018
	Grow & Yang
	Generation-Z Enters the Advertising Workplace: Expectations Through a Gendered Lens
	Student study
	Gender differences; expectation–reality gap; need for preparation and cultural adaptation.

	20
	2025
	Guslina, Rinzani, Mantong, Moeins & Kabul
	A Quantitative Study on Leadership and Gen Z's Job Satisfaction: Its Impact on Employee Retention in The Private Sector in Indonesia
	Survey; SEM
	Management support, development, technology raise satisfaction and engagement.

	21
	2025
	Holban & Bedrule-Grigoruţǎ
	Talent Management Strategies for Generation Z: An Exploratory Study in Romanian Organizations
	Survey (Romania)
	Flexibility, development, balance; need for recognition and ongoing development.

	22
	2021
	Janssen & Carradini
	Generation Z Workplace Communication Habits and Expectations
	Survey and interviews
	Tech-mediated communication preferences; awareness of boundaries; organisations must avoid stereotypes.

	23
	2024
	Jasmine & Utomo
	The role of transformational leadership, work-life balance, and employee engagement on Gen Z's organizational commitment in the Indonesian creative industry
	Mixed-methods (creative industry)
	Engagement central to commitment; work-life balance and leadership indirectly effective.

	24
	2024
	Kgarimetsa & Naidoo
	Effect of employee recognition and flexible working arrangement on Generation Z retention
	Mixed-methods
	Recognition and flexibility central to retention strategies.

	25
	2025
	Krishna & Agrawal
	Creative Performance of Millennials and Generation Z: What Matters More, Intrinsic or Extrinsic Rewards?
	Survey; SEM
	Moral meaning and rewards linked to creativity; reward systems align with values.

	26
	2023
	Lašáková, Vojteková, & Procházková
	What (De)motivates Gen Z Women and Gen Z Men at Work? Comparative Study of Gender Differences in the Young Generation’s Motivation
	Qualitative (MEBS)
	Gendered motivational patterns; recruitment and motivation should reflect differences.

	27
	2025
	Li, Chen, Zhang, Wang & Huang
	Unlocking Illegitimate Tasks in Generation Z Hotel Employees: Exploring Their Impact on Work Meaningfulness and Adaptive Performance
	Three-wave hotel study
	Illegitimate tasks reduce meaning; authentic leadership and growth restore engagement.

	28
	2024
	Liu-Lastres, Karatepe & Okumus
	Combating quiet quitting: implications for future research and practices for talent management
	Review & reflection
	Quiet quitting; importance of fit, flexibility, well-being.

	29
	2025
	Mabaso
	Reward preferences to attract and retain Generation Z
	Qualitative
	Intrinsic and extrinsic rewards shape satisfaction; implications for reward design.

	30
	2024
	Nguyen & Petchsawang
	Encouraging employees’ innovative behavior via the mediating effect of work engagement and the moderating effect of their proactive personality: the case of Generation Z in Vietnam
	Survey; SEM
	Transformational leadership, trust, learning climate enhance innovation and engagement.

	31
	2022
	Nguyen Ngoc, Viet Dung, Rowley, & Pejić Bach
	Generation Z job seekers’ expectations and their job pursuit intention: Evidence from transition and emerging economy
	Interpretive research
	Intangible attributes and CSR dominate job pursuit intentions.

	32
	2024
	O’connor & Rinella
	Navigating the Modern Workplace: A Case Study of Motivation-Hygiene Theory for a Gen Z Workforce
	Case study (Herzberg)
	Motivation–hygiene factors explain satisfaction; growth and design emphasised.

	33
	2025
	Osorio & Madero
	Explaining Gen Z’s desire for hybrid work in corporate, family, and entrepreneurial settings
	Conceptual analysis
	Hybrid work preferences shaped by environment; policy tailoring required.

	34
	2022
	Pandita
	Innovation in talent management practices: creating an innovative employer branding strategy to attract generation Z
	Interviews (HR)
	Career aspirations, independence, innovation; employer branding critical.

	35
	2022
	Pandita & Khatwani
	Creating Sustainable Engagement Practices for Generation Z: Role of CSR in Organizations
	Survey (IT)
	CSR enhances engagement, especially among younger employees.

	36
	2024
	Paramaguru, Bhattacharjee, Girotra, & Sairam
	Leadership in Gen Z: Exploring Constructs, Traits, and Challenges through the Lens of the Indian Knowledge System
	Constructivist analysis
	Leadership traits and competencies shaped by cultural frameworks; implications for performance.

	37
	2021
	Pichler, Kohli & Granitz
	DITTO for Gen Z: A framework for leveraging the uniqueness of the new generation
	Framework development
	DITTO: diversity, individualism, technology, teamwork, organisational support.

	38
	2024
	Pradhana, Kusnadhy, Saputra, Wijaya, & Sihaloho
	A Phenomenological Study of Gen Z Workers in Facing Conflict Generation Gap in the World of Work
	Qualitative
	minimising intergenerational communication mismatches; adaptation strategies.

	39
	2021
	Racolţa-Paina & Irini
	Generation Z in the workplace through the lenses of human resource professionals – a qualitative study
	Interviews (HR)
	Understanding Gen Z key to attraction and retention; opportunity-based framing.

	40
	2022
	Sigaeva, Arasli, Ozdemir, Atai, & Capkiner
	In Search of Effective Gen Z Engagement in the Hospitality Industry: Revisiting Issues of Servant and Authentic Leadership
	Survey (hospitality)
	Authentic leadership improves PsyCap and engagement.

	41
	2024
	Singh, Kurian, & Sivagnanasundaram
	Generation Z: Navigating Conflict Resolution Strategies at the Workplace Through Their Intimacy Styles
	Survey
	Workplace intimacy improves constructive conflict management.

	42
	2025
	Surugiu, Surugiu, Grădinaru, & Grigore
	Factors Motivating Generation Z in the Workplace: Managerial Challenges and Insights
	Mixed-methods
	Recognition, well-being, skills, pay drive satisfaction; low loyalty and mobility observed.

	43
	2024
	Tran, Hong, Dinh, Yen, & My
	The Relationship between Psychological Capital and Work Commitment: A Study among Gen Z Workers in Vietnam
	Survey (Vietnam)
	Psychological Capital strongly linked to commitment; developmental support useful.

	44
	2024
	Tran, Le, Hai, Kim, & Yen
	Exploring Job Satisfaction among Generation Z Employees: A Study in the SMEs of the Mekong Delta, Vietnam
	Mixed-methods (SMEs)
	Job design, training, autonomy, environment, pay determine satisfaction.

	45
	2016
	Veluchamy, Agrawal & Krishnan
	Perception on managing mental health of generation Z students in creating student superstars: Students’ talent management
	Student survey
	Mental health challenges; need for counselling and balanced curricula.

	46
	2023
	Xueyun et al.
	Modelling the significance of organizational conditions on quiet quitting intention among Gen Z workforce in an emerging economy
	Survey (China)
	Work conditions and support influence burnout and quiet quitting.

	47
	2024
	Xueyun, Yang, & Al Mamun
	Predicting the Quiet Quitting Intention Among the Generation Z Workforce in Hotel Industry
	Survey (hospitality)
	Engagement and quality of work life reduce burnout; commitment increases embeddedness.

	48
	2024
	Yunyi, Singh & Kularajasingam
	The influence of workforce diversity and job meaningfulness on employee engagement and organizational citizenship behaviors
	Survey
	Meaningfulness and diversity enhance engagement and citizenship behaviours.

	49
	2024
	Zhong, Zhang, Wei, & Chang
	Attracting Gen Z workforce: the effects of organizational social media policy
	Experiment
	Social media policy shapes employer attractiveness and job pursuit.

	50
	2025
	Zhou, Chi & Wen
	Retaining Generation Z employees in the hotel industry: a time-lag study
	Time-lagged survey
	Socialisation, fit, and career commitment improve retention.





[bookmark: _Toc218179348]RQ1: Key Motivations and Work-Related Values of Generation Z in the Workforce
[bookmark: _Toc216195247]Table 2 Thematic Analysis of Motivations and Work-Related Values of Generation Z
	Theme
	Sub-theme
	Codes

	Desire for Meaningful and Purpose-Driven Work
	Social and Environmental Contribution
	Motivation to work for employers with visible ethical commitments (Ng et al., 2021).

	
	
	Preference for roles that contribute to social impact or sustainability goals (Seemiller and Grace, 2019).

	
	
	Expectation that organisations uphold responsible governance practices (Williams et al., 2022).

	
	Personal Fulfilment and Growth of Purpose
	Seeking alignment between personal values and organisational mission (Schroth, 2019).

	
	
	Desire for emotionally fulfilling tasks rather than routine output (Goh and Lee, 2020).

	
	
	Motivation driven by opportunities to see tangible outcomes of work (Miller and Fry, 2021).

	Expectation of Continuous Learning and Career Development
	Skill Acquisition and Professional Expansion
	Strong motivation to gain new skills rapidly (Prasad and Kurian, 2021).

	
	
	Expectation of structured learning opportunities from employers (Berkup, 2018).

	
	
	Preference for roles offering multi-skilling and cross-functional experiences (Ozkan and Solmaz, 2019).

	
	Transparent Career Progression
	Value placed on clear promotion pathways (Schroth, 2019).

	
	
	Motivation tied to regular feedback and performance transparency (Goh and Lee, 2020).

	
	
	Strong dislike of hierarchical opacity in advancement structures (Prasad and Kurian, 2021).

	Preference for Flexibility and Work-Life Integration
	Flexible Work Arrangements
	High motivation for remote or hybrid work options (Williams et al., 2022).

	
	
	Expectation that employers facilitate autonomy over working hours (Ng et al., 2021).

	
	
	Value placed on outcomes rather than hours logged (Miller and Fry, 2021).

	
	Wellbeing and Psychological Balance
	Avoidance of burnout-prone environments (Seemiller and Grace, 2019).

	
	
	Value placed on mental wellbeing initiatives and supportive culture (Prasad and Kurian, 2021).

	
	
	Motivation enhanced by workplace environments that maintain healthy boundaries (Goh and Lee, 2020).

	Emphasis on Digital Fluency and Technological Integration
	Technology-Enabled Productivity
	Expectation that organisations provide modern tools and efficient digital systems (Ozkan and Solmaz, 2019).

	
	
	Motivation tied to tech-driven processes that reduce manual workload (Berkup, 2018).

	
	
	Preference for digital communication channels over traditional ones (Ng et al., 2021).

	
	Innovation and Experimentation
	Motivation to engage in creative, tech-supported problem-solving (Seemiller and Grace, 2019).

	
	
	Value placed on organisations that invest in innovation (Williams et al., 2022).

	
	
	Desire to participate in technologically progressive teams (Miller and Fry, 2021).

	Desire for Fairness, Transparency, and Ethical Leadership
	Fair Treatment and Inclusive Culture
	Expectation of equitable treatment across all demographic groups (Schroth, 2019).

	
	
	Motivation enhanced by inclusive and diverse organisational practices (Ozkan and Solmaz, 2019).

	
	
	Sensitivity to ethical lapses in leadership (Ng et al., 2021).

	
	Transparent and Trustworthy Leadership
	Preference for open communication about decisions (Prasad and Kurian, 2021).

	
	
	Value placed on leaders who demonstrate authenticity (Williams et al., 2022).

	
	
	Expectation of participatory management rather than authoritarian structures (Goh and Lee, 2020).

	Preference for Collaboration and Positive Social Work Environments
	Team-Oriented Culture
	Enjoyment of collaborative workspaces (Seemiller and Grace, 2019).

	
	
	Motivation increased by supportive team dynamics (Ozkan and Solmaz, 2019).

	
	
	Value placed on interpersonal connection at work (Miller and Fry, 2021).

	
	Open Communication Norms
	Preference for transparent communication across levels (Schroth, 2019).

	
	
	Motivation supported by regular dialogue with supervisors (Ng et al., 2021).

	
	
	Desire for workplaces that encourage open feedback (Prasad and Kurian, 2021).





[bookmark: _Toc218179349]A Narrative Synthesis of Key Motivations and Work-Related Values of Generation Z
The studies of the Generation Z constantly indicate that the generation arrives in the labour market with a unique set of drives formed under the influence of socialisation in digitally connected and fast-changing conditions and as a result of being exposed to all kinds of uncertainties in the world. In industries and various geography settings, research works converge on few work centred values, which jointly explain how this generation aims to participate, work and stay with organisations.
Another motivation that keeps reoccurring is the need to have work that is felt to be meaningful and in line with ethical or social purpose. Employees of the gen Z generation are more sensitive to the aspect of corporate social responsibility and organisational integrity, and their attraction and retention are heavily dependent on the ways organisations portray social and environmental responsibility (Nguyen Ngoc et al., 2022; Darby et al., 2025; Gandasari et al., 2024). This moral orientation is also reflected in the choices of the jobs where the results can be linked to the larger social contribution or the organisational missions are represented by individual beliefs.
The other key value is lifelong learning and observable career growth. The focus on fast skill growth, feedback, and clear career advancements is an important value to Gen Z, as it considers these vital to growth and long-term commitment (Arora et al., 2020; El Hajal and Losekoot, 2025; Guslina et al., 2025). Research in hospitality, creative industries and work in projects support the idea that in the case of limited growth opportunities or mentoring, younger workers are likely to disengage or find other ways out (Borg et al., 2023; Jasmine and Utomo, 2024).
The concept of flexibility and work-life integration also turns out to be a powerful motivating factor. A consistent longing that organisations should permit freedom in the working hours and place is articulated by this group, and Becoming hybrid work is a commonly desired arrangement (Osorio and Madero, 2025). Flexibility is not just the popularity of convenience, but it is linked to wellbeing and sustainable productivity, and it is proven that strict environments undermine satisfaction and increase withdrawal behaviours (Becker, 2022; Xueyun et al., 2023).
Since Gen Z workers have been brought up in a digital world, they also appreciate work systems that are technologically well-endowed and effective. They also anticipate that communication channels, workflow systems and organisational practises are at par with current digitally enabled possibilities and they are also more active when technology is applied to promote creativity and alleviate routine burdens (Janssen and Carradini, 2021; Pichler et al., 2021). Meanwhile, the studies do not want to rely on blind admiration: Gen Z does not want to overlook negative aspects of technology and wants to have healthy transitions between professional and personal life.
Another motivational cluster is fairness, open leadership and participative work environment. Researchers state that Gen Z workers are highly responsive to the sense of injustice, organisational ambiguity, or absence of genuineness in management (Gabrielova and Buchko, 2021; Sigaeva et al., 2022). The styles of authentic and transformational leadership are more likely to enhance the engagement and commitment levels since they fulfil the need of the cohort to have clarity, trust, and moral consistency.
Interpersonal connection remains a significant value despite frequent claims about digital detachment. Evidence shows that young workers prize supportive relationships, open communication and recognition, and they associate these with motivation and belonging (Becker, 2022; Kgarimetsa and Naidoo, 2024; Surugiu et al., 2025). Recognition in particular appears as a highly effective motivational driver, especially when coupled with opportunities to demonstrate competence.
Finally, reward preferences among this generation appear balanced between intrinsic and extrinsic considerations. While meaningful work, autonomy and development are emphasised, Gen Z also expects competitive pay, benefits and performance feedback, and they differentiate reward priorities by gender and sector (Acheampong, 2021; Ali et al., 2024; Mabaso, 2025). The literature therefore shows that this cohort cannot be reduced to purely idealistic motivations; rather, they integrate practical, ethical and developmental aspirations.
Across these studies, the implications are clear: Gen Z is motivated by a combination of purpose, growth, flexibility, ethical leadership, positive social environments and technologically supported work, with rewards and recognition shaping how these values translate into commitment and performance. Organisations that fail to address this multidimensional motivational structure risk higher turnover, lower engagement and reduced productivity, whereas those that align policies and leadership practices with these values can enhance attraction, performance and retention among the emerging workforce.

[bookmark: _Toc218179350][bookmark: _Toc216195248]RQ2: Challenges and Barriers Faced by Generation Z in Organisational Settings
Table 3 Thematic Analysis of Challenges and Barriers Encountered by Generation Z Employees
	Theme
	Sub-theme
	Codes

	Intergenerational Tension and Communication Barriers
	Communication Style Mismatch
	Differences in communication expectations with older supervisors (Pradhana et al., 2024). 

	
	
	Heavy reliance on digital communication causing misunderstandings with traditional managers (Janssen and Carradini, 2021).

	
	Leadership and Management Expectations
	Difficulty with hierarchical or authoritarian leadership styles (Gabrielova and Buchko, 2021). 

	
	
	Need for feedback and transparency not always met (El Hajal and Losekoot, 2025).

	Job Insecurity and Career Uncertainty
	Limited Early Career Stability
	High turnover intentions and low organisational loyalty (Surugiu et al., 2025). 

	
	
	Precarious employment conditions in emerging sectors and SMEs (Tran et al., 2024b).

	
	Unclear Career Pathways
	Lack of transparent progression reduces commitment (Aggarwal et al., 2022). 

	
	
	Career stagnation perceived more negatively by Gen Z than older cohorts (Arora et al., 2020).

	Workload, burnout, and psychological strain
	Burnout and Quiet Quitting
	Rising burnout connected to poor support and excessive demands (Xueyun et al., 2023; 2024).

	
	
	Quiet quitting linked to lack of meaning and low engagement (Liu-Lastres et al., 2024).

	
	Mental Health Challenges
	Anxiety, depression, and stress reported among young workers and students (Veluchamy et al., 2016). 

	
	
	Need for organisational mental health support often unmet (Veluchamy et al., 2016).

	Technological Disruption and Job Anxiety
	Automation and Robotics
	Anxiety about job displacement in hospitality and other sectors (Dou et al., 2025).

	
	
	Lack of preparation for human–machine collaboration (Dou et al., 2025).

	
	Digital Expectation Gaps
	Frustration when organisations fail to deploy up-to-date tech (El Hajal and Losekoot, 2025).

	
	
	Overreliance on technology can create communication and boundary-setting challenges (Janssen and Carradini, 2021).

	Organisational Misalignment with Gen Z Values
	Lack of Meaningful Work
	Perception of illegitimate tasks reducing meaningfulness (Li et al., 2025).

	
	
	Desire for purpose unmet in routine or poorly designed roles (Nguyen Ngoc et al., 2022).

	
	Poor Support and Development
	Limited mentoring and training opportunities (Borg et al., 2023).

	
	
	Lack of role clarity affects retention (Ali et al., 2024).

	Work-Life Integration Difficulties
	Inflexible Work Arrangements
	Frustration when hybrid or flexible work is restricted (Osorio and Madero, 2025).

	
	
	Work-home boundary issues in digital or always-on environments (Becker, 2022).

	
	Moonlighting and Work Overload
	Conflict between side work and full-time roles (Bhore et al., 2025).

	
	
	Organisational policies often unprepared for this trend (Bhore et al., 2025).

	Organisational Culture and Employer Attractiveness Issues
	Misalignment of Expectations
	Students and graduates expecting more autonomy than organisations provide (Grow and Yang, 2018).

	
	
	Poor employer branding reduces attraction and entry (Pandita, 2022).

	
	Ethical and Social Responsibility Concerns
	Reduced attraction when organisations show social irresponsibility (Darby et al., 2025).

	
	
	Strong sensitivity to CSR inconsistencies (Nguyen Ngoc et al., 2022).

	Conflict and Team Integration
	Conflict Management Difficulties
	Gen Z may rely on negotiation but struggle with avoidance or power asymmetry (Singh et al., 2024).

	
	Teamwork vs. Independence
	Some Gen Z employees prefer independent work, creating coordination barriers (Surugiu et al., 2025).


[bookmark: _Toc218179351]Narrative Synthesis: Challenges and Barriers Encountered by Generation Z Employees in Organisational Settings
Throughout the literature, the employees of Generation Z have a series of issues that manifest themselves in the disconnection between their expectation and the structural and cultural reality of the modern organisations. Among the limitations that are most obvious is that of intergenerational communication and leadership expectations. Open communication, quick feedback, and cooperative interaction are popular among Gen Z workers, but they have to face supervisors who use hierarchical or opaque communication patterns. Such a disconnect can create a misconception and lower the interaction (Pradhana et al., 2024; Janssen and Carradini, 2021). It has also been observed that Gen Z workers are very poor reactors to the authoritarian approach and, on the contrary, seek authenticity and participative management (Gabrielova and Buchko, 2021; El Hajal and Losekoot, 2025), which is not always the case in practise.
The second significant obstacle is associated with career insecurities and access to development opportunities. As the literature indicates, Gen Z is always keen on career advancement, skill enhancement, and job description. The lack of them or their poor communication decreases commitment and increases turnover intentions (Aggarwal et al., 2022; Ali et al., 2024). The studies of the emerging and transition economies also contribute to the fact that unstable employment rates may increase these issues, which supports the low stagnation tolerance of Gen Z (Tran et al., 2024b).
The growing rates of psychological strain, burnout and disengagement behaviours are also a major challenge. The particular gen z workers are more sensitive to overworking, lack of meaning, and organisational support, which promote burnout and such effects as quiet quitting (Xueyun et al., 2023; Xueyun et al., 2024; Liu-Lastres et al., 2024). Emerging signs of vulnerable student groups reveal that mental health might be the underlying factor that leads to the employment, and therefore, organisations should take action to maintain well-being to continue engaging (Veluchamy et al., 2016).
Another set of barriers is the technological change. Gen z may be technologically savvy, but rapid adaption of robotics and automation may make some jobs anxiety-inducing, especially in industries where human labour is directly at risk (Dou et al., 2025). Meanwhile, the lack of modern digital systems in an organisation can lead to employees of Gen Z noticing the lack of efficiency and leaving (El Hajal and Losekoot, 2025), which proves that technology may not only act as a motivational force but also a stressor.
Another issue is that of value misfit and perception of meaningful work. Gen Z workers want their work to have purpose, ethical integrity, and honour. Engagement and performance are reduced in the case of work meaninglessness or when employees are set to illegitimate work (Li et al., 2025). Being generally more sensitive to organisational ethics and corporate social responsibility, the given generation is also prone to perception of irresponsibility, which greatly impairs attraction and retention (Darby et al., 2025; Nguyen Ngoc et al., 2022).
Another obstacle is work-life integration in the situation where organisational policies lack flexibility as a preference of Gen Z. The studies indicate a high demand of hybrid and flexible working patterns (Osorio and Madero, 2025), even though most organisations still have strict organisational systems that curb independence. This has led to the occurrence of moonlighting by some Gen Z employees and that is further causing conflict when organisational policy has not been developed or is inflexible (Bhore et al., 2025).
Lastly, Gen Z employees also face some difficulties in inter-team dynamics and conflict management. They are also more likely to prefer negotiation and cooperation in resolving conflicts (Singh et al., 2024), yet the need to maintain independence and the lack of comfort with the poorly organised teamwork may impact cohesion and coordination in a certain organisational setting (Surugiu et al., 2025).
All in all, the obstacles faced by Gen Z workers do not suggest the lack of generational deficit as much as a lack of alignment within the system between the new motivational trends and the organisational behaviours developed to support previous generations. To overcome these impediments, leadership will need to be adjusted, clear communication, meaningful and ethical work design, purposeful investment in well-being, and flexible HR systems that can serve a workforce with demonstrated expectations and values.
[bookmark: _Toc218179352]RQ3: Organisational Policies and Practices Recommended to Support and Engage Generation Z
[bookmark: _Toc216195249]Table 4 Thematic Analysis of Organisational Policies and Practices to Support and Engage Generation Z
	Theme
	Sub-theme
	Codes

	Flexible and Supportive HR Policy Design
	Flexibility in Work Arrangements
	Introduction of hybrid/remote work to meet Gen Z expectations (Osorio & Madero, 2025).


	
	
	Flexible scheduling improves engagement and retention (Bou Hatoum & Nassereddine, 2025).

	
	Reward and Recognition Systems
	Use of balanced intrinsic and extrinsic rewards (Acheampong, 2021; Mabaso, 2025).


	
	
	Recognition and appreciation enhance motivation (Surugiu et al., 2025).

	Learning, Development, and Career Support
	Training and Mentoring
	Structured training and mentoring to support early-career growth (Borg et al., 2023).


	
	
	Development opportunities reduce turnover intentions (Ali et al., 2024).

	
	Clear Career Progression
	Transparency in promotion and growth pathways (Aggarwal et al., 2022).


	
	
	Career commitment and socialisation enhance retention (Zhou et al., 2025).

	Leadership and Communication Practices
	Authentic and Transformational Leadership
	Authentic leadership increases engagement and psychological capital (Sigaeva et al., 2022).


	
	
	Transformational leadership strengthens commitment (Jasmine & Utomo, 2024).

	
	Open Communication and Feedback
	Regular feedback meets Gen Z desire for clarity (El Hajal & Losekoot, 2025).


	
	
	Cross-generational communication training mitigates conflict (Pradhana et al., 2024).

	Organisational Culture and Employee Well-being
	Ethical and Purpose-driven Culture
	CSR improves attraction and engagement (Pandita & Khatwani, 2022).


	
	
	Ethical reputation influences Gen Z recruitment (Darby et al., 2025).

	
	Well-being and Support
	Mental health initiatives address anxiety and stress (Veluchamy et al., 2016).


	
	
	Balanced workloads reduce burnout and quiet quitting (Xueyun et al., 2023).

	Technology and Emerging Workforce Management
	Technology Integration
	Provision of modern digital tools enhances performance (El Hajal & Losekoot, 2025).


	
	
	Technology training supports adaptation to automation (Dou et al., 2025).

	
	Managing New Work Trends
	Policies to manage moonlighting (Bhore et al., 2025).


	
	
	Interventions to prevent quiet quitting (Liu-Lastres et al., 2024).




[bookmark: _Toc218179353]Narrative Synthesis: Organisational Policies and Practices Recommended to Support and Engage Generation Z
As the literature shows, to support and engage the employees of Generation Z properly, organisational policies should be close to their motivational priorities, value orientations, and expectations of their modern workplaces. In a variety of industries and cultural contexts, three overarching areas of policy become especially dominant flexible HR design, career development support and leadership and culture practises.
At first, the design of the HR policy that is flexible and supportive seems to be one of the most actively suggested strategies. The employees belonging to the generation z greatly prefer working in the environment where they can have autonomy, balance, and control over the work performance. Research indicates that hybrid work setup, flexible working hours, and performance measurements based on the results contribute to high levels of engagement and retention (Osorio and Madero, 2025; Bou Hatoum and Nassereddine, 2025). In combination with the flexibility, Gen Z also is responsive to the reward systems that combine intrinsic and extrinsic motivation mechanisms; recognition, meaningful work, and fair pay altogether influence their satisfaction and commitment (Acheampong, 2021; Mabaso, 2025; Surugiu et al., 2025). These results indicate that inflexible, unidimensional HR systems can hardly satisfy Gen Z expectations and can be the cause of turnover.
Second, the literature is very strong in terms of highlighting learning, development, and career support as cornerstones of engagement leverage. Since Gen Z workers usually start their work experience with high hopes of quick growth, it is recommended that organisations offer systematic training and mentoring, as well as diversification of skills (Borg et al., 2023; Ali et al., 2024). Moreover, role design and promotions become clear and open, which minimises uncertainty and enhances organisational commitment (Aggarwal et al., 2022; Zhou et al., 2025). Lack of such developmental practises has always resulted in higher turnover intention and lower psychological attachment towards the organisation.
Third, leadership and communication practises are also found as decisive factors of Gen Z engagement. It is testified that authentic and transformational leadership styles lead to increased engagement, psychological capital and commitment, which deliver superior results compared to conventional hierarchical or transactional leadership (Sigaeva et al., 2022; Jasmine and Utomo, 2024). Gen Z also reports being high expectations of how communication should be open, how they should receive their feedback, how they need to participate in decision-making processes; when the expectations are not fulfilled, they are prone to experience a generation conflict (El Hajal and Losekoot, 2025; Pradhana et al., 2024). These lessons can be seen as the general generational demand in transparency, trust, and relational leadership.
Lastly, the literature mentions the significance of organisational culture and new workforce management trends, ethical responsibility in particular, well-being, and integration of technology. The generation Z is also more sensitive to corporate social responsibility and ethical behaviour, which has a direct impact on attraction and engagement (Pandita and Khatwani, 2022; Darby et al., 2025). It is also suggested to reduce burnout and quiet quitting with well-being support, such as mental health programmes and workable shifts (Veluchamy et al., 2016; Xueyun et al., 2023). With the digital skills of Gen Z, organisations are advised to invest in the contemporary technological infrastructure in addition to dealing with the stress of automation and the accelerated rate of technological change (El Hajal and Losekoot, 2025; Dou et al., 2025). The new trends of workforce like moonlighting, disengagement behaviours also demand adaptive HR policy (Bhore et al., 2025; Liu-Lastres et al., 2024).
Altogether, literature leads to the fact that the work involving Generation Z is not only a question of adapting specific HR practises but involves the entire coordination of organisational arrangements, managerial strategies, organisational culture, and developmental prospects. Companies that can effectively incorporate flexibility, purposeful development, moral culture, and authentic leadership will be more likely to recruit, involve and keep this generation in the modern labour force, which is becoming more influential. 

[bookmark: _Toc218179354]Discussion of Results
The current systematic review is part of a growing literature that outlines the motivational orientations, work-related problems, and implications of organisational policy regarding the employee generation Z. When placed with previous reviews and traditional motivational theories various convergences and contradictions can be established that aid in explaining how this generation can simultaneously sit within the existing theory as well as upset the presuppositions of previous generations.
[bookmark: _Toc218179355]Alignment with Previous Reviews
The thematic patterns that are found in the current review echo those who are found in Kanste et al. (2025) especially in terms of work values, development needs, and well-being. In both reviews, the Generation Z is reported to have greater apprehension towards ethical purpose, substantial contribution, and supportive relational settings. The focus on well-being and psychological climate is also an indication of a generational sensitivity to stressors and burnout that previous generations did not discuss as much in the literature. Moreover, Kanste et al. have defined the emergent competencies and development requirements as a major theme; it can be noted that this aspect is consistent with the overall findings of the present review that swift learning, feedback, and clear advancement routes are the main motivating tools without which disengagement and turnover will increase exponentially.
Vieira, Gomes da Costa and Santos (2024) also conceptualize generational divergence of attraction and retention drivers and point to gaps in conceptualizing application of the older retention theories to the Generation Z. The gap is supported by the present review, which indicates that the primary focus on extrinsic rewards or a univariate career progression is no longer adequate in explaining recruitment and commitment. Such expectation of autonomy, flexibility, moral coherence, and rapid development complicates the models based on the linear progression of careers or the significance of extrinsic rewards, which signals the necessity of the future theoretical elaboration.
The metasynthesis by Pózner and Kozak (2025) also repeats the current review in its description of intrinsic motives as the key driving force over salary alone and in its identification of autonomy, flexibility, and positive working conditions as key attraction factors. Interestingly, their results shed light on consequences of recruitment (like the use of social networks and referrals), which the current review only briefly alludes to, but which mutually imply that the structural consequences of digital socialisation in Generation Z on talent management are real.
Lastly, Benítez-Márquez et al. (2022) emphasize that the research on the topic of this cohort is still in its infancy, as the use of keywords is inconsistent, and theoretical construction is disjointed. This fragmentation is evident even in the current review: despite the growing stability in the empirical patterns, the theoretical integration process is not complete. The increasing prominence of ethical purpose, digital fluency, well-being, and flexible work is an indication that conventional theories need to be extended or redefined in a manner that they explain the workforce realities of the present day.
[bookmark: _Toc218179356]Relation to Classical Motivational Theories
The motivations of Generation Z can be compared to both continuity and reconfiguration when analyzed using Maslow hierarchy of needs. The focus on competitive pay indicates contentment of the physiological and safety needs, but this is not the most dominant performance or commitment driver. Rather, growth needs (self-actualisation and esteem) seem to take centre-stage motivational space. Work with meaning, autonomy, recognition and developmental opportunities resonate well with the higher-order needs that this cohort would not desire through the aspirations but rather as a minimum requirement to be engaged in work. This reversal suggests that in a well-educated and digitally capable generation, the higher levels in the Maslow hierarchy might have a constitutive as opposed to optional role in employee motivation at work.
The two-factor theory introduced by Herzberg is also interpretative. Based on the review, it is evident that the hygiene factors including fair pay, ethical leadership and transparent communication still avoid dissatisfaction. Nonetheless, motivators, including achievement, growth, meaningful work and responsibility, turn out particularly potent commitment determiners amongst the Generation Z. It is perhaps the reason that so many younger employees lose their interest in engagement within a very short time when there is not much to engage in the form of learning, or purpose; the lack of stimulus is not only the loss of satisfaction but the hindrance of moral and developmental growth.
Self-Determination Theory (SDT) also contributes to a further insight into the current results. The tendency of generation z to feel autonomous, competent and related can be traced through the literature multiple times: flexible work promotes autonomy; rapid skills development promotes competency; and supportive communication and recognition promotes relatedness. These psychological needs are directly frustrated by the challenges found in the review, hierarchic leadership, lack of feedback, unclear career advancement, and ineffective relational climate, which accounts for disengagement, quiet quitting and turnover.
Besides this, the career construction theory provides an understanding of the increased focus of the cohort on the meaning and identity alignment. Since work is becoming more and more a sphere where people may express purpose and moral identity, misalignment generates not only discontent, but also identity stress. This is one of the reasons why the disengagement rate is higher among this generation as a result of ethical misconduct, meaningless work or poorly defined organisational missions.
[bookmark: _Toc218179357]Intergenerational Misalignment and Organisational Practice
In the current review as well as in the previous syntheses, the major explanatory frame is no longer that of generational deficit but rather one of structural misalignment. The organisational practices that are aimed at group cohorts that have been socialised in stability, hierarchy and linear careers will ill-fit employees that have been socialised in quick change, networking work and the global sense of ethics. Difficulties in communication, opposition towards opaque leadership and embarrassment with stiff structures can thus be expected as consequences of this structural gap.
The new literature proposes a dynamic relationship between motivation structure of Generation Z and organisational design, whereas replaced theories expected organisations to influence employee motivation: the structure of motivation of the new generation creates pressure on the organisational design, compelling the change in the leadership style, HR policy and culture. Flexibility, participation, open leadership, support of well-being and ethical consistency are ceasing to be peripheral motivational factors but organizational preconditions of engagement.
[bookmark: _Toc218179358]Implications for Future Theory Development
The overlapping of the results in reviews gives reason to believe that a new theoretical model of Generation Z motivation would consist of multiple important components. It ought to take into consideration the higher-order motivation which is expanded keeping in view the centrality of purpose and development at the entrance level. It must be inclusive of the digital socialisation, as the pressures on immediacy, connectivity and technological assistance determine the engagement. It must also incorporate moral and ethical identity because the modern social awareness is becoming a strong source of understanding meaningful work. Lastly, it must consider well-being as part of productivity and go beyond thinking that stress is a reasonable by-product of performance.
These integrative models would fill the gaps in the literature that were found by Vieira et al. (2024) and Benítez-Márquez et al. (2022), allowing them to predict more accurately the outcome of attraction, commitment, and performance.
To conclude, the Generation Z motivation, besides being reminiscent of the traditional motivational theory, also presents more profound psychological needs influenced by the contemporary socialisation. Their struggles point to the misalignment of the organisation as opposed to their constraints as a sign that the workplace has to adapt both in theory and practice as this generation transforms the workplace.



[bookmark: _Toc218179359]CHAPTER 5: CONCLUSIONS AND RECOMMENDATIONS 
[bookmark: _Toc218179360]Summary of Main Findings
This literature review examined the motivations, difficulties, and suggested organisational practises related to the generation Z staff. Literature has been in unison that this cohort is entering the labour market with a unique motivational framework informed by digital socialisation, global uncertainty and increased moral awareness. Generation Z appreciates the importance of meaningful and socially responsible work, the possibility of learning and accelerated growth, the flexibility of work, work systems that are efficient in using technology, ethical and authentic leadership, and supportive interpersonal environments. Financial incentives are still pertinent, but it is often stated that intrinsic drivers are more critical factors in engagement and commitment.
The review also came up with a list of obstacles brought about mostly due to the misalignments between these motivational patterns and the established organisational designs. The breakdown in communication, the hierarchical style of leadership, limited developmental opportunities, psychological strain, unintegrated technology, and insignificant work are found to be the frequent problems. Such obstacles can be more appropriately described as structural incompatibilities, as opposed to the traits of the workers themselves.
Lastly, the literature map identifies organisational interventions that can be used to mitigate these misalignments. The emphasis on flexible and adaptable HR mechanisms, participatory leadership, ethical organisational cultures, well-being support, and strategic integration of technology have been identified as key practises to attract and engage Generation Z. These findings combined with each other have indicated that effective engagements with Generation Z should not be an individual endeavour but an overall organisational alignment.
[bookmark: _Toc218179361]Conclusions Based on Research Questions
The initial research question dealt with the motivational factors and work-related values that are considered the most significant among the representatives of Generation Z entering the workforce. It has been proven that meaning, growth and autonomy are core to their motivational system. The generation wants jobs that help in achieving social or ethical objectives and those in which they can grow skills at a fast and observable rate. Flexibility is not seen as a side effect but as a requirement of sustainable productivity and good health. Authenticity, fairness and supportive interpersonal relations expectations also influence their practise, whereas technologically efficient working conditions positively impact performance and satisfaction. These inspirations are indicative of a more extensive re-defining of work as a place of identity development, social contribution and ongoing betterment.
The second research question focused on the issues and obstacles faced by Generation Z workers in organisations. The most conspicuous obstacles come about when organisational structures are unable to support or recognise such motivational orientations. Hierarchical and opaque communication is not compatible with their desire to be open and receive timely feedback. Poor developmental prospects as well as ambiguity in role design lead to frustration and turnover intentions. The issues of psychological strain and burnout are widespread and frequently aggravated by the lack of organisational support. Technology brings efficiency-related opportunities as well as anxiety in case of improper use or in case of job loss caused by automation. Disengagement will be more probable when there is no purpose in work or moral wrongness. These issues show that the conflict of generations is rooted in structural factors and not personal incompetencies.
The third research question dealt with organisational policies that have been suggested in the literature to understand and attract Generation Z. Directly addressing their need of autonomy and work-life integration, flexible work design, such as hybrid arrangements and outcome-based evaluation respond to it. Organised educational programmes and clear career progression meet high developmental drives and minimise ambiguity. Authenticity, participation and ethical clarity are leadership practises that promote trust and engagement. Well-being, ethical responsibility and effective use of technology are organisational cultures that provide environments where this generation can work and stay committed. The impactful engagement thus requires full coordination of organisational systems, leadership and culture.
[bookmark: _Toc218179362]Recommendations
The practical recommendations that follow this review highlight that organisations should align themselves with the new motivational trends. Where feasible, flexible work design must be institutionalised and performance evaluation must move towards measurable outcomes, instead of physical presence and hard schedules. Organisations need to focus on development systems and provide clear progression channels, frequent feedback and mentoring to meet the development growth expectations. Transparency, dialogue and ethical behaviour should be addressed as the main aspects of leadership development since they can have a great impact on motivation and trust of younger employees. Well-being support should be regarded as an essential organisational activity in the view of its direct dependence on productivity and retention. Investment in the right technology should be based not only on efficiency in operations but also on serving creativity and taking mental burdens off. Lastly, organisations ought to make sure that ethical promises and social responsibility are put into practise and not expressed as a symbol.
Theoretically, the results imply that classical models of motivation should be expanded so as to accommodate the current realities in the workforce. Ethical purpose, digital socialisation and identity-related meaning should be part and parcel of motivational frameworks as opposed to being peripheral considerations. The most accurate explanation of employee motivation in the present age would be integrative models that have the capability of elaborating on the interaction of autonomy, competence, relatedness, technological expectations and moral identity. More focus on intergenerational dynamics would also contribute to better theoretical accuracy and applicability of the organisational practise.
[bookmark: _Toc218179363]Limitations of the Research
The generation Z study area is still young and as such, it has a number of limitations. The cohort and operationalisation definitions of key concepts differ between studies, which makes it difficult to compare and synthesise. The bulk of the literature is mostly western-based and limits the extrapolation of the results to other cultural and economic settings. The dominance of descriptive and not explanatory research denies the possibility to draw conclusions on causal processes. Moreover, technology and social conditions are changing fast, so, motivational patterns can change faster than the research is able to keep up. Lastly, the literature puts a lot of focus on the employee views, and organisational constraints are not explored extensively.
[bookmark: _Toc218179364]Recommendations for Future Work
To curb these limitations, future studies must deal with these limitations by conducting longitudinal studies that would be able to monitor any changes in motivations as Generation Z moves through their career journeys. Interactional cross-cultural and sectoral studies would enhance comprehension of the interaction of the context with the generational patterns. To take the field further than descriptive synthesis, empirical testing and development of theoretical models that are intended to meet the real-world motivational structures should be sought. More focus should be given on organisational perspectives such as structural and resource constraints to assist in more realistic and practical recommendations. With the ongoing redesign of work as automation and artificial intelligence progressively alter the nature of work, studies that investigate how these factors affect motivation and identity will also be necessary. Lastly, well-being needs to be studied more systematically, especially regarding the early career transitions and organisational support systems.
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	Not applicable
	Partial
	Yes
	Medium

	Pichler, Kohli and Granitz (2021)
	Yes
	Yes
	Not applicable
	Not applicable
	Not applicable
	Partial
	Yes
	Medium

	Pradhana et al. (2024)
	Yes
	Yes
	Yes
	Yes
	Yes
	Partial
	Yes
	High

	Racolţa-Paina and Irini (2021)
	Yes
	Yes
	Yes
	Yes
	Yes
	Partial
	Yes
	High

	Sigaeva et al. (2022)
	Yes
	Yes
	Partial
	Yes
	Partial
	Partial
	Yes
	Medium

	Singh, Kurian and Sivagnanasundaram (2024)
	Yes
	Yes
	Partial
	Yes
	Partial
	Partial
	Yes
	Medium

	Surugiu et al. (2025)
	Yes
	Yes
	Yes
	Yes
	Yes
	Partial
	Yes
	High

	Tran et al. (2024a)
	Yes
	Yes
	Partial
	Yes
	Partial
	Partial
	Yes
	Medium

	Tran et al. (2024b)
	Yes
	Yes
	Partial
	Yes
	Yes
	Partial
	Yes
	Medium

	Veluchamy, Agrawal and Krishnan (2016)
	Yes
	Yes
	Partial
	Partial
	Not reported
	Partial
	Yes
	Medium

	Xueyun et al. (2023)
	Yes
	Yes
	Yes
	Yes
	Partial
	Yes
	Yes
	High

	Xueyun, Yang and Al Mamun (2024)
	Yes
	Yes
	Partial
	Yes
	Partial
	Partial
	Yes
	Medium

	Yunyi, Singh and Kularajasingam (2024)
	Yes
	Yes
	Partial
	Yes
	Partial
	Partial
	Yes
	Medium

	Zhong et al. (2024)
	Yes
	Yes
	Yes
	Yes
	Yes
	Yes
	Yes
	High

	Zhou, Chi and Wen (2025)
	Yes
	Yes
	Yes
	Yes
	Partial
	Yes
	Yes
	High
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