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Abstract 

The quick transition of Generation Z (Gen Z) into the labor market, specifically into information 

technology (IT) industries, has presented opportunities and challenges for companies.The behavior of Gen 

Z employees is explored in this research as well as how it can influence performance management 

strategies. The research applied percentage analysis, regression, correlation, and structural equation 

modelling (SEM) to identify patterns and correlations among data collected from 467 IT workers through 

structured questionnaires. The findings illustrate how Gen Z highly prefers autonomy, diversity, mental 

health support, real-time feedback, and purpose-driven work. While correlation findings emphasized the 

positive impact of inclusion and purpose fit on engagement, regression analysis confirmed autonomy as 

the optimal predictor of performance. An integrated model whereby organisational and psychological 

resources interact to impact performance outcomes was confirmed through SEM. Through support for 

motivation theories and the Job Demands-Resources (JD-R) model, the research makes a theoretical 

contribution. It also offers insights for HR practitioners. Digital feedback systems, flexible working hours, 

inclusive leadership, and mental health initiatives are some of the recommendations. In conclusion, this 

research presents a model for creating flexible and inclusive performance management systems that 

leverage Gen Z's ability for creativity and organisational effectiveness as well as solve their behavioural 

problems. 

 

Keywords: Generation Z, IT workforce, Performance Management, Employee engagement, Workplace 

Flexibility, Organizational effectiveness 

 

Introduction 

The increasing availability of Generation Z (Gen Z) employees is bringing a massive change in the labor 

force, particularly in industries such as information technology (IT), which are dominated by innovation, 

rapid transformation, and knowledge-based work. Gen Z, the generation that has grown up completely 

digitally, was born between 1997 and 2012. They have been greatly shaped by their background of growing 

up through an age of smartphones, cloud computing, social media, and artificial intelligence. 
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Organisations are required to adapt to new ways of working, thinking, and engaging with individuals when 

this generation enters the workplace. 

Having Gen Z in the workplace has a number of advantages that include technological proficiency, 

adaptability in following new tools, and a new style of problem-solving. Because they grew up with 

technology as something that surrounded them every day, Gen Z is the first generation to actually qualify 

as "digital natives." Consequently, there is a high requirement for digitalised learning, development, and 

communication methods, high digital tool competency, and rapid adjustment to new technology (Pichler 

et al., 2021). Their exposure to technology enhances innovation and boosts productivity, particularly in 

technologically based industries (Rani, S., & Suneja, A. 2025). They are a valuable resource to 

technologically based sectors because they bring innovation, entrepreneurship, and the ability to handle 

complex systems. Creativity opportunities, autonomy, and participation in projects that align with their 

values are significant to Generation Z (Katsaros, K. 2024). Gen Z enjoys diverse, positive workplaces and 

is more accepting of diversity. They seek work environments that embrace individual diversity, 

collaboration, and effective communication (Pichler et al., 2021). 

Gen Z prefers rapid feedback processes to annual reviews and immediate communication, close 

recognition, and collaborative environments (Sharma, C., & Abraham, S. 2024). Inflexible structures lead 

to disengagement, so they opt for flexible work arrangements, blended models, and work-life balance and 

mental health-promoting policies (Kraght, H., & Brøndum, L 2025). Gen Z anticipates firms to provide 

peer support, wellness programs, and counseling because they openly talk about stress and burnout 

(Revuru, I., & Bandaru, K. 2024). Gen Z requires firms to value individuality, offer unbiased growth, and 

show social responsibility (Pandita, D. 2021). 

This research provides a comprehensive understanding of the influence of Gen Z behavioural 

characteristics on performance results by exploring the views of 467 IT professionals. The initiative seeks 

to establish workable frameworks in effectively managing and engaging Gen Z employees through 

statistical procedures like percentage analysis, regression, correlation, and structural equation modeling 

(SEM). The final aim is to equip organisations seeking to construct high-performing, inclusive, and agile 

workplaces that meet the needs of the next generation of employees with theoretical knowledge as well as 

solutions. 

 

Objectives of the Study 

• To examine the key behavioral characteristics and challenges of Generation Z employees in the IT 

sector from the perspective of HR professionals. 

• To evaluate the relationship between these behavioral challenges and employee performance. 

• To develop practical performance management strategies to effectively engage and support Generation 

Z employees. 

• To contribute to the theoretical understanding of Generation Z management through advanced 

modeling techniques, including structural equation modeling (SEM) and integration of motivational 

theories. 

 

Scope of the study 

1. The study focuses on identifying the key behavioral characteristics of Generation Z employees in IT 

organizations, emphasizing their impact on workplace dynamics and performance outcomes. 
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2. The research analyzes the relationship between Gen Z's behavior and performance management 

strategies, 

3. The study assesses the effectiveness of mental health programs, autonomy, and purpose-driven work 

in improving job satisfaction and retention among Gen Z employees. 

 

Review of Literature: 

There have been various studies done on Gen Z's distinctive features and how they influence organisational 

dynamics upon entering the workplace. Some of the most important features of Gen Z employees have 

been highlighted in many studies, including their familiarity with digital tools, need for immediacy, and 

enthusiasm for flexible work structures. Since Gen Z is so technology-savvy, they expect digital resources 

to be seamlessly integrated into everyday tasks (Zahra et al., 2025). They desire independence in task 

management, remote job options, and flexible work hours (Aggarwal et al., 2020). Important drivers are 

transparent career development paths and timely, positive feedback (Mosca 2024). Purposeful labor, 

ethical leadership, and transparent communication are appreciated by Generation Z (Kimonyo, T. 2025). 

Transparent communication, warm corporate policies, and mental health facilities are much appreciated 

(Syarifah 2025). Gen Z desires companies to proactively foster inclusive settings, equity, and diversity, as 

per Dhawan (2025). Gen Z reacts positively towards leadership philosophies that prioritize flexibility, 

transparent communication, and diversity (Kimonyo, T. 2025). 

Job satisfaction and retention are enhanced by wellness programs, flexible HR practices, and reward 

programs (Mosca, J., & Merkle, J. 2024). To bridge the generation gap and leverage Gen Z's creativity 

and collaboration, proactive steps must be taken (Aswani, D., & Otiende, J. 2025). 

These outcomes are corroborated by several theoretical models such as the Job Demands-Resources (JD-

R) model, Herzberg's motivation-hygiene theory, and Maslow's hierarchy of needs. These theories 

highlight the role of autonomy, recognition, intrinsic motivations, and resources in influencing employee 

engagement. This research builds on these concepts and examines how Gen Z behavioral disorders 

influence performance outcomes and how companies can adapt. 

Digital fluency, independence appetite, need for feedback, awareness of mental health, and commitment 

to diversity and purpose are traits of Generation Z IT employees. 

Organizations are more likely to attract, retain, and motivate Gen Z if they accommodate these 

inclinations. Digital natives are highly open to new technology, as they have used cellphones, social media, 

and cloud computing from an early age (Jayatissa, K. A. D. U. 2023). They can find it hard to focus, 

multitask frequently, and like active, engaging processes (Shtepura, A. 2022). They value work-life 

balance, autonomy, flexible scheduling, and minimal supervision (Salvadorinho, J. et al., 2024). 

Generation Z Want instant feedback and recognition; value transparent, supportive leadership (Plakhotnik, 

M. S. et al., 2024). Since they advocate for wellness programs, stress reduction, and mental health services, 

they display mental health awareness (Salvadorinho, J. et al. 2024). They aspire to justice and equal 

opportunity and value diversity, equity, and inclusive workplaces (Pichler, S. et al., 2021). They are 

motivated by organisational cause and look for meaningful work that aligns with their individual values 

and has an impact on the world (Sakdiyakorn, M. et al., 2021). 

Generation Z IT employees have different behavioural challenges that impact the company's dynamics. 

Although a high need for instant reaction may lead to confusion when contact is less frequent, distractions 

from the digital world can complicate maintaining concentration on long-term projects. Gen Z's 

multitasking habits and digital background may make it challenging to concentrate on long-term IT 

http://www.ijfmr.com/


 

International Journal for Multidisciplinary Research (IJFMR) 
 

E-ISSN: 2582-2160   ●   Website: www.ijfmr.com       ●   Email: editor@ijfmr.com 

 

IJFMR260169030 Volume 8, Issue 1, January-February 2026 4 

 

projects (Pichler et al., 2021). Gen Z employees can become uncertain or disengaged if they are 

infrequently communicated with and desire frequent, live response (Schroth, H. 2019). Inflexible, 

traditional workflows in IT organisations can be challenged by a high level of need for flexible and hybrid 

work formats (Osorio, M., & Madero, S. 2024). 

Gen Z prefers egalitarian and participative management styles and often tests authority and rigorous 

hierarchies (Kraght, H., & Brøndum, L. 2025). Gen Z also tends to experience high degrees of stress, 

anxiety, and burnout, especially in fast-paced tech industries with inadequate mental health support 

(Listiorini et al., 2025). Gen Z and older managers' varying communication styles and expectations could 

lead to misunderstandings and conflict in the workplace (Janssen, D., & Carradini, S. 2021). Organisations 

feel pressure to offer ongoing training and upskilling initiatives due to Gen Z's need for lifelong learning 

and career progression (Westover, J. 2025). 

 

Performance Management Strategies Suggested by HR Professionals 

IT firms can engage, develop, and retain Gen Z talent more effectively by adopting a range of performance 

management strategies, which ultimately enhances performance and innovation. Two advantages of 

employing real-time feedback systems through digital platforms and employee appreciation platforms are 

addressing Gen Z's need for ongoing, immediate feedback and enhancing workplace satisfaction (Sharma, 

C., & Abraham, S. 2024). To fulfill Gen Z's desire for autonomy and work-life balance, there is a need to 

offer remote options and flexible working hours (Aggarwal, A et al., 2020). Counselling, wellness 

programs, and stress management workshops are just a few examples of mental health initiatives that are 

increasingly becoming important for maintaining well-being and reducing burnout among Gen Z 

employees (Dieguez, T., & Loureiro, P. 2025). 

By providing managers with an understanding of the differences across generations and promoting open, 

empathetic communication, training in inclusive leadership results in higher levels of engagement and 

flexible performance (Gaan, N., & Shin, Y. 2022). The need for continuous improvement in skills and 

career progression desired by Gen Z is addressed through learning and development systems, including 

online credentials, microlearning, and mentoring (Kraght, H., & Brøndum, L. 2025). Assignments with a 

mission that connect ethical goals and corporate social responsibility enhance Gen Z's engagement and 

retention (Sharma, C., & Abraham, S. 2024). Finally, open communication guidelines decrease confusion 

and connect efforts with commercial goals by stipulating expectations, performance measures, and 

organisational objectives (Kimonyo T., 2025). 

 

Research Gap 

A clear research gap for this study is the limited exploration of how specific performance management 

strategies—such as real-time feedback, autonomy, and mental health support—directly affect engagement 

and productivity levels of Generation Z employees in IT workplaces, especially using integrated statistical 

models. Most existing studies emphasize Gen Z's characteristics and workplace preferences, but few 

provide empirical evidence on the effectiveness of tailored management approaches in IT settings or 

examine the combined influence of these factors using advanced analyses like regression and structural 

equation modeling. Additionally, there is a lack of practical frameworks for IT organizations to holistically 

address Gen Z's unique needs and behavioral challenges through evidence-based HR strategies. 
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Research Data Analysis 

Various statistical tools, including percentage analysis, regression analysis, correlation analysis, and 

structural equation modelling (SEM), were applied to analyze the data collected. The responses of IT 

professionals regarding their experiences and perceptions of managing Generation Z employees were 

analyzed using these methods to determine meaningful trends and relationships. 

 

Percentage Analysis 

The number of issues and management strategies highlighted by the respondents were tabulated using 

percentage analysis. This study illuminated the common concerns and perceptions that HR managers 

encounter when managing Gen Z employees. Based on the study, a large majority of Gen Z employees 

(78%) indicated that they would prefer to receive immediate feedback as opposed to standard performance 

evaluations. Since Gen Z is attracted to short-term, objective-based work, nearly 65% of the participants 

indicated that they found it difficult to focus on long-term projects. 

Furthermore, 59% of experts emphasized the introduction of flexible work models to enhance work-life 

balance and satisfaction, while 72% of experts emphasized the necessity of mental health support as a 

crucial dimension to enhance performance. All of these results indicate the need for companies to adopt 

flexible strategies in order to effectively address the evolving requirements of Gen Z employees. 

 

Statement Percentage (%) of Agreement 

Gen Z prefers real-time feedback 78% 

Difficulty in focusing on long-term projects 65% 

Importance of mental health support 72% 

Need for flexible work models 59% 

 

Regression Analysis 

To examine the influence of specific management strategies and challenges on employee performance, 

regression analysis was used. Employee performance was the dependent variable in this instance, with 

independent factors including autonomy, mental health programs, and frequency of feedback. Regular and 

supportive feedback enhances performance results, the data indicate, as feedback frequency exerted a 

significant positive impact (Beta = 0.42, p < 0.01). Also, there was a relatively high association between 

mental health initiatives and performance (Beta = 0.31, p < 0.05), underlining their significance in 

reducing stress and increasing output. Autonomy was the strongest predictor (Beta = 0.47, p < 0.01), 

showing that providing Gen Z employees with more autonomy through flexible work arrangements 

significantly enhances their performance and satisfaction. 

 

Table 2: Regression Analysis Findings 

Independent Variable Beta Value Significance (p-value) Effect on Performance 

Feedback frequency 0.42 p < 0.01 Significant positive effect 

Mentalhealth initiatives 0.31 p < 0.05 Moderate positive effect 

Autonomy 0.47 p < 0.01 Strong positive effect 
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Correlation Analysis 

Correlations among pairs of variables were determined through correlation analysis, which revealed the 

interconnectedness of workplace process and employee outcome. The findings indicated that purpose-

driven initiatives and job satisfaction were greatly related (r = 0.55), highlighting the importance of 

meaningful work in enhancing Gen Z's commitment. Diversity initiatives and cohesiveness of teams were 

found to have a moderate association (r = 0.38), implying that diversity practices promote cooperation and 

collectiveness. Conversely, bureaucratic process and worker engagement were found to be inversely 

related (r = -0.29), meaning that overly rigid processes reduce overall engagement levels and are inhibitive 

of motivation. 

 

Table 3: Correlation Analysis Findings 

Variable Pair Correlation Coefficient (r) Relationship 

Purpose-aligned projects & Job satisfaction 0.55 Strong positive 

Diversity initiatives & Team cohesion 0.38 Moderate positive 

Bureaucratic processes & Employee engagement -0.29 Negative 

 

Structural Equation Modeling (SEM) 

For the purpose of verifying the postulated framework that connects Gen Z traits, behavioral problems, 

management styles, and performance outcomes, structural equation modelling, or SEM, was employed. 

With CFI = 0.92, TLI = 0.91, and RMSEA = 0.05, the SEM analysis indicated a good model fit, which 

implies that the proposed model was statistically robust. The results established that autonomy, mental 

health support, and feedback systems all directly influenced performance outcomes. In addition, purpose-

driven projects and diversity initiatives enhanced employee engagement and motivation, which indirectly 

benefited performance. These findings underscore the imperative for holistic management approaches that 

facilitate Gen Z employees' extended periods of engagement and productivity as well as address their 

short-term needs. 

 

Table 4: SEM Model Fit Indices 

CFI 0.92 Good fit 

TLI 0.91 Good fit 

RMSEA 0.05 Excellent fit 

 

Methodology 

This study adopted a quantitative research design to investigate the behavioral challenges and performance 

management strategies relevant to Generation Z employees in the IT sector. Data was collected from a 

sample of 467 IT professionals working in mid- and large-sized companies using a structured 

questionnaire. 

 

Sample 

A total of 467 respondents were selected through stratified random sampling, ensuring representation 

across various levels, job roles, and company locations within the IT industry. Participants qualified if th- 
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ey led teams including Gen Z members or had managed Gen Z employees for at least one year. 

 

Data Collection Instrument 

The primary data collection instrument was a carefully designed questionnaire. The survey included 

demographic questions and Likert-scale items (1 = Strongly Disagree to 5 = Strongly Agree) covering: 

• Behavioral traits of Generation Z 

• Challenges in managing Gen Z 

• Current performance management practices 

• Suggestions for effective engagement and management of Gen Z 

 

Tools Used in the Study 

Survey responses were analyzed using SPSS. The following statistical methods were employed: 

• Descriptive statistics: To summarize demographic data and the distribution of responses. 

• Regression analysis: To examine the impact of management practices (e.g., autonomy, feedback 

frequency, mental health programs) on Gen Z performance. 

• Correlation analysis: To determine the strength and direction of associations among workplace factors 

(e.g., diversity, engagement, job satisfaction). 

• Structural Equation Modeling (SEM): To validate the theoretical model and assess the complex 

relationships between Gen Z characteristics, management approaches, and performance outcomes. 

This approach yielded actionable insights for developing evidence-based HR practices tailored to the 

unique needs and preferences of Generation Z in IT workplaces. 

 

Framework for Managing Generation Z 

The study provides a comprehensive design for managing Generation Z employees through using 

combined management methods to address their specific behaviour problems. Systematic feedback 

systems, which provide motivation, specificity, and continuous performance guidance, are critical to the 

design. Flexible scheduling and autonomy, to promote work-life balance and give employees the 

autonomy to manage responsibilities independently, are given high priority. Mental health programs are 

referred to as vital interventions to reduce burnout and stress while ensuring overall wellbeing. Diversity 

and inclusion activities are encouraged to foster cohesive and supportive teamwork and a sense of 

belonging. Purpose-driven work efforts' significance in increasing long-term participation, job 

satisfaction, and dedication is lastly highlighted. Taken as a whole, this guide serves as a strategy book for 

HR practitioners and businesses seeking to adapt to generational shifts and ensure organizational 

effectiveness and efficiency. 
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Findings 

Some key insights into the management of Gen Z employees within IT firms were revealed by the research. 

One of the most significant outcomes was the widespread occurrence of feedback needs—over 75% of 

the HR professionals concurred that Gen Z employees require constant, rapid feedback. Gen Z functions 

best in an environment in which performance discussions are ongoing, unlike past generations, who were 

satisfied with annual performance reviews. This encourages them to remain motivated, gain clarity, and 

address areas of improvement in a timely manner. 

The fact that autonomy is a strong performance predictor was another key finding. Those who are given 

autonomy in decision-making and flexibility in the schedules of their work tend to have higher job 

satisfaction and productivity levels, per regression studies. It is indicative of Gen Z's focus on achieving 

equilibrium between work life and personal life as well as on seeking self-directed projects. 

The research also indicated a strong relationship between improved performance and mental health 

assistance. Participation levels were particularly higher in organisations that invested in wellness 

initiatives, like stress management workshops, resilience training, or counseling services. Gen Z is more 

open when talking about mental illness compared to other generations, so workplace programs addressing 

this need promote a psychologically safe and healthy environment. 
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Purpose-driven tasks were also found to dramatically enhance the job satisfaction of workers. Employees 

assigned tasks that pertained to environmental causes or broader social responsibility reported higher 

levels of involvement and commitment. Organisations that align tasks with a purpose greater than profit 

are more likely to retain and motivate Gen Z employees who are in search of meaning and value in work. 

Finally, it has been established that diversity initiatives encourage collaboration and team cohesion. 

Organisations that placed a premium on equality and diversity reported enhanced team chemistry and 

stronger communication practices. Generation Z places a high premium on culture, gender, and thinking 

diversity, and businesses embracing inclusive methods benefit from higher levels of cooperation and 

innovation as well as attracting top talent. 

 

Practical Implications 

The practical implications of these findings are particularly significant for companies who want to adapt 

their HR strategies. In order to ensure that employees receive continuous, real-time feedback, companies 

need to adopt feedback-based performance systems that use technological platforms such as mobile apps 

or AI-driven recognition tools. Furthermore, because Gen Z employees value autonomy and work-life 

balance highly, HR policies must be modified to incorporate flexible means of working. 

Prioritizing mental health programs is just as important. Through offering wellness programs, counselling, 

and mental health check-ins, businesses can create psychologically safe working environments that 

minimize burnout and improve resilience. To equip managers to better manage inclusive teams, diversity 

needs to be integrated into leadership development initiatives. In addition, to enhance Gen Z employees' 

engagement, retention, and attitude, organisations need to develop purpose-oriented projects that connect 

worker tasks to broader business and societal objectives. 

 

Theoretical Implications 

The findings have important theoretical implications, too. They reinforce classic motivation theories, such 

as Maslow's hierarchy of needs and Herzberg's two-factor theory, that stress intrinsic motivators as central 

drivers of satisfaction, such as independence, a sense of purposeful work, and recognition. The research 

also reinforces the Job Demands-Resources (JD-R) model by showing that while demands such as rigid 

structures and a lack of support decrease motivation, job resources such as autonomy, feedback, and 

wellness support are needed for enhancing engagement and performance. 

In addition, the Structural Equation Modelling (SEM) findings also validate how organisational and 

psychological factors interplay to determine performance results. Feedback, autonomy, diversity, support 

in terms of mental health, and purpose have been shown to work as interdependent elements that 

collectively contribute to organisational achievement and employee well-being more than in isolation. 

 

Suggestions 

A number of practical suggestions may be offered for businesses wishing to improve the management of 

Gen Z employees based on the results. In order to ensure timely communication and performance tracking, 

companies should integrate digital tools for feedback such as mobile apps and AI-based appreciation 

systems. Employers should provide flexible work schedules and hybrid work arrangements so that the 

employees can integrate their personal and professional commitments. For ensuring a psychological 

comfort environment, regular wellness programs, stress-resilience training, and mental well-being check-

ins need to be initiated. 
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Managers also have to be instructed on how to be empathetic leaders that can adapt their management 

style to fit the requirements of various generations. To enhance the happiness and loyalty of the employees, 

purposeful projects must be developed that align employee responsibilities with corporate values and 

social responsibility initiatives. In order to ensure that inclusion is embedded in the company culture and 

not just an ersatz policy, diversity programs have to be totally institutionalized. Finally, to build trust, 

reduce uncertainty, and establish a collaborative working environment, management and employees 

should enjoy open channels of communication. 

 

Conclusion 

Organizations need to rethink conventional performance management practices in view of the significant 

generational change brought about by the entry of Generation Z in the IT industry. This research informs 

us about Gen Z's strengths and weaknesses in the workplace and suggests how HR managers should deal 

with this generation. While Gen Z employees are characterized by creativity, adaptability, and technical 

proficiency, they also pose certain challenges, like overdependence on instant feedback, difficulty focusing 

on long-term projects, and higher vulnerability to burnout and stress. 

The importance of constant feedback in driving Gen Z performance outcomes is among the major findings. 

Unlike other generations, Gen Z thrives in environments where responsibility, guidance, and recognition 

are ongoing instead of being limited to annual reviews. Technologiesupported feedback mechanisms are 

therefore critical to driving transparency, motivation, and employee-manager trust. 

Flexibility and autonomy are just as vital. The regression findings indicate that autonomy has the largest 

positive effect on productivity, which reflects Gen Z's preference for flexible work styles, blended work 

models, and decision autonomy. Likewise, the research proves that advancing engagement and 

performance, particularly in high-stress IT work environments, involves mental health support through 

counselling, resilience training, and wellness exercises. 

In addition, the research indicates that inclusive initiatives and practices with intent contribute profoundly 

to retention, teamwork, and job satisfaction. Gen Z employees prefer companies that genuinely incorporate 

diversity and equity and seek meaningful work that is attached to the organization's larger values. 

Besides proving the interlinking of organisational and psychological factors through SEM analysis, the 

findings support the generalizability of familiar motivational theories such as Maslow's hierarchy, 

Herzberg's two-factor theory, and the Job Demands-Resources (JD-R) model. Overall, businesses will be 

more successful at taking advantage of Gen Z's abilities and creating strong, innovative workplaces if they 

incorporate feedback, autonomy, wellness, diversity, and purpose into their management practices. 
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