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Abstract

The issue of employee retention has garnered the interest of both academics and professionals, particularly
due to the increasing presence of Generation X and Z employees in the workforce. The literature suggests
that there is a need the research on employee retention specifically focused on Gen X and Z employees.
Through an empirical study, this research has identified four specific HR strategies that have an impact on
the retention of Generation X and Z employees. These practices include creating a supportive working
environment, providing compensation and benefits, and HR development opportunities. An empirical
study was conducted utilizing 521 samples collected from IT sectors according to our questionnaires to
analyze the influence of HR strategies on the retention of Gen X and Z employees as per strategies. The
results of the ANOVA analysis revealed that the four HR strategies exert a substantial impact on employee
retention. The analysis demonstrated the hypotheses that supportive organizational culture and
compensation & benefits have a greater significance for Gen X employees, whereas flexible work
organisation and HR development strongly influence the retention of Gen Z employees.

Keywords: HR Strategy, Employee Retention, Generation X and Z, IT Sector.

1. Introduction

Globalization followed by digitalization and automation in almost all sectors across the world put pressure
on every industry to understand the importance of talent and retain the talent. It is rightly said by Narayan
Murthy “Our assets walk out of the door each evening. We have to make sure that they come back the next
morning.” After this COVID-19 pandemic, the world has seen a mass exodus of millions of employees
from multiple sectors. The fundamental reasons identified for this mass exodus are increasing workforce
aspiration and awareness which is the result of mass digitalization. The modern well-awaked workforce
is not ready to compromise with poor organizational culture, inadequate compensation benefits and
recognition, limited career advancement plans, rigid work structure, poor work-life balance, limited
support from top management and other reasons.

Employee retention strategies in the IT industry are pivotal to maintaining a competitive edge and ensuring
operational continuity. Companies can enhance retention by fostering a positive workplace culture that
values work-life balance and encourages professional growth. Offering competitive salaries and
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comprehensive benefits packages, including health insurance and retirement plans, can also play a crucial
role. Additionally, providing continuous learning opportunities, such as training programs and
certifications, helps employees keep their skills current and feel invested in their careers. Recognizing and
rewarding achievements, promoting from within, and ensuring transparent communication channels
contribute to employee satisfaction and loyalty. Moreover, implementing flexible work arrangements, such
as remote work options and flexible hours, addresses the modern workforce's desire for adaptability,
further boosting retention rates. By adopting these strategies, IT companies can reduce turnover, enhance
job satisfaction, and attract top talent. In this paper, we have concentrated on the top ten IT companies of
Odisha, which are Infosys, Tata Consultancy Services, Accenture, Capgemini, Wipro, Deloitte, Tech
Mahindra, and Cognizant Technology Solutions.

2. Literature Review

Shah (2021) found that while selection and training were associated with retention, reward and
compensation were not. These findings collectively suggest that HRM practices play a crucial role in
employee retention, but the specific practices and their effectiveness may vary across different industries
and contexts. A range of studies have found a significant relationship between HRM practices and
employee retention. Malik (2020) and Kakar (2017) both found a positive correlation, with Malik
highlighting the moderating role of perceived supervisor support and Kakar identifying specific practices
such as employee compensation, training, appraisal systems, and empowerment.

Presbitero (2016) further emphasizes the importance of employee-organisation value fit in enhancing the
effectiveness of HRM practices, particularly in the BPO sector. Chamoli & Sangeeta (2019), The Impact of
Employee Training Practices on Employee Satisfaction, Commitment and Retention: A Case study of
Hotels in Chandigarh. This paper aims to study the impact of training on Employee Satisfaction,
Commitment and Retention in leading hotels in Chandigarh, and to find out possible aspects for
improvements through Human Resource strategies. The main objective of this paper is to find out the
impact of training practices on employee satisfaction, commitment and retention. To analyze the
assumption parametric data (e.g., Pearson correlation, ANOVA) and regression analysis were applied.
Rungta and Rao, (2018), this paper explore the challenges that are faced by employers and HR managers
in the attrition of the employees in Indian IT sector. The results indicated that the reasons for attrition level
among the IT employees are dynamic. They stated there is a change in the opinions among the employees
about the reasons for attrition with a change in their age, gender, education, marital status, qualification
and designation. Raj & Brindha, (2018), this paper studies the Employee Retention strategies in the IT
industry situated in Chennai. They describe seven strategies that help different organizations to reduce the
rate of employee attrition, retain their employees and achieve success. These strategies are organizational
strategies, orientation and onboarding strategies, communication, and connection strategies, career and
development strategies, reward, and recognition strategies employee benefits strategies employee ideas
and suggestions. They concluded that all of these employee retention strategies are helpful to the employer
to retain their talented employees and thus reduce their turnover cost.

According to Nakova et al. (2021), HR practices on retention of Gen X employees older generation
employees tend to promote their competitiveness at work and support the younger generation in sharing
their knowledge and experiences. The younger employee behaviours then are encouraged by the quality
work environment. In a similar light, Celik et al. (2021) propose that Gen X and Gen Y employees show
their commitment and performance to their job supervisors to different degrees. In this regard, Gen X
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employees have a stronger commitment to job performance than Gen Y employees who are more
proficient in integrating information technology into their job performance. As a result, Celik et al. (2021)
suggest that Gen X and Gen Y employees need supervisors with different leadership styles. A recent study
using binary logistic regression and neural network analysis to analyze the impact of age characteristics
and behaviours of Gen X and Gen Y employees shows that Gen Y employees in the private business sector
in Sri Lanka have a higher turnover rate than Gen X employees. According to Nayak & Batth, (2015)
identifying the correlations can assist the merchant in formulating a sales plan by taking into account the
things that are commonly bought jointly by customers. The implementation of the data mining technique
of market basket analysis to examine the work-related beliefs of Generation X and Generation Y. The
Apriori algorithm is used to analyze frequent patterns in a database and determine the relationships that
occur most frequently.

Impact of work environment on employee retention. Employees evaluate the working environment and
communicate their perspectives with their colleagues. A work environment can be defined as the collective
values, beliefs, and behaviours that shape the way people work together. Ritter, (2011) encompasses
various aspects such as the leadership styles exhibited, effective communication among colleagues, and
opportunities for professional development. According to Nayak & Sarangi (2015), The objective of this
research study was to examine the work values of Generation X and Generation Y in various firm
workplace environments in Odisha, to determine if there were any discrepancies in their work values. The
study is conducted using four primary parameters: workplace stability, creative projects, difficult work, and
job security. The information will provide more insight into the work values of Generation X and
Generation Y, which will aid in making informed decisions on company culture and strategy.

Stirpe and Zarraga-Oberty, (2017) clarify that the primary factors that determine the work environment
are the physical working conditions and the level of assistance provided by supervisors. Yam et al., (2018)
explain the retention of employees is influenced by the rules and policies established by the business. The
current study defines a supportive working environment as a collection of advantageous physical, social,
and managerial circumstances that can promote the retention of young employees. According to Yang et
al. (2020), there are three key distinctions in the work environment between Gen Z employees and other
employees. Firstly, Gen Z employees are more competitive than their predecessors because they have
received a quality education, gained international experience, and received training. Secondly, they have
a greater variety of career options both in China and overseas. Lastly, Gen Z employees exhibit a higher
level of marketization and are not afflicted by the fear of making job choices, unlike employees from the
1970s and 1980s. Xuecheng et al., (2022) discussed an atmosphere that assists employees and promotes
trust within the firm, ultimately resulting in improved employee retention. According to Hota et al. (2022),
Education, along with educational services, is the primary determinant in enhancing the performance of
management institutions. Hence, it is imperative for all collaborating organizations to collectively strive
towards guaranteeing high-quality education and services for all stakeholders. The training sectors consist
of educators and teachers who are employed in educational institutions. The level of service and quality
provided is determined by the individuals who work for the training business.

3. Workplace Stress

Workplace stress is a prevalent issue that affects individuals in a variety of industries and professions. In
today's competitive and fast-paced work environment, employees are frequently confronted with a variety
of stressors that can jeopardize their emotional, mental, and physical health (Sutaro & Vania, 2022). The
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negative emotional and physical responses that arise when an employee's requirements, resources, or
abilities are not met by the demands of their position are referred to as workplace stress. It is an intricate
phenomenon that is contingent upon a variety of internal and external factors. According to the Greek
philosopher Aristotle, pleasure is the ultimate human desire, and all other desires are merely a means to that
end. Leoni and Owen (2023). It is a significant issue that adversely impacts both employees and
organizations, manifesting through various stressors such as high job demands, tight deadlines, and lack
of control over work tasks. Chronic exposure to these stressors can lead to severe health issues, including
anxiety, depression, and cardiovascular diseases, while also reducing job performance and increasing
absenteeism (ILO, 2020). Research indicates that workplace stress is a leading cause of employee burnout,
which further exacerbates turnover rates and diminishes overall productivity (Schaufeli, 2017).
Addressing workplace stress through comprehensive strategies, such as promoting a supportive work
environment, providing stress management resources, and ensuring a balanced workload, is essential for
fostering employee well-being and organizational efficiency (Kelloway et al., 2021). Organizations that
proactively manage workplace stress not only enhance employee health and satisfaction but also improve
their competitive advantage and operational success (Sonnentag & Fritz, 2015).

4. Workplace Responsibilities

Workplace responsibilities, denoting the particular obligations and assignments given to employees, are
essential for both organizational effectiveness and individual achievement. Well-defined responsibilities
not only enhance employees' comprehension of their roles and expectations but also promote
accountability and job satisfaction (Knight et al., 2020). Efficient allocation of tasks and explicit
transmission of these duties might diminish work-related tension and avert exhaustion, fostering a more
salubrious professional milieu (Schaufeli & Taris, 2014). In addition, clearly defined roles facilitate a
stronger connection with the objectives of the business and individual professional growth, thus improving
both employee commitment and efficiency (Bakker & Demerouti, 2017). Consistently revising job
descriptions to accurately reflect changes in duties and expectations guarantees that personnel stay in sync
with developing organizational requirements and market conditions (Parker, 2020). Adopting a proactive
approach to handling workplace obligations can greatly enhance long-term organizational success and the
well-being of employees.

4.1 Organization's Culture

Organizational culture significantly influences employee retention by shaping the work environment,
defining acceptable behaviours, and fostering a sense of belonging among employees. A positive
organizational culture that emphasizes values such as trust, respect, and inclusivity can enhance employee
engagement and loyalty, thereby reducing turnover rates (Cameron & Quinn, 2011). Companies with
strong cultures that align with employees' personal values and professional goals tend to see higher levels
of job satisfaction and commitment (Chatman & O'Reilly, 2016). Elements such as open communication,
recognition, growth opportunities, and a supportive leadership style contribute to creating a culture where
employees feel valued and motivated to stay (Schein, 2017). Additionally, a culture that promotes work-
life balance and employee well-being can mitigate stress and burnout, further enhancing retention (Karanja
et al., 2021). Organizations that invest in developing and maintaining a positive culture not only retain
talent but also attract new employees, thus gaining a competitive advantage in the labour market (Deloitte,
2021).
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4.2 Compensation and Benefits

Compensation and benefits are crucial factors in employee retention, directly influencing job satisfaction,
loyalty, and motivation. Competitive compensation packages, which include fair salaries, bonuses, and
incentives, play a significant role in attracting and retaining top talent by meeting their financial
expectations and recognizing their contributions (Gerhart & Fang, 2015). Additionally, comprehensive
benefits such as health insurance, retirement plans, and paid time off are essential for supporting employees'
well-being and work-life balance, which are critical for long-term retention (SHRM, 2021). Modern
organizations are increasingly incorporating non-traditional benefits like flexible working arrangements,
professional development opportunities, and wellness programs to cater to the diverse needs of their
workforce (Bersin, 2019). By regularly reviewing and updating their compensation and benefits packages
to align with market trends and employee feedback, companies can ensure they remain competitive and
appealing to current and potential employees (WorldatWork, 2020). Ultimately, a strategic approach to
compensation and benefits not only enhances employee satisfaction and loyalty but also boosts overall
organizational performance and productivity (Wang & Jin, 2022).

4.3 Flexible Work Organization

Flexible work organization is a pivotal strategy for enhancing employee retention, particularly in today's
dynamic work environment. Offering flexible work arrangements, such as remote work, flexible hours,
and compressed workweeks, addresses employees' growing demand for work-life balance and personal
well-being (Shockley & Allen, 2012). Research indicates that employees with access to flexible work
options exhibit higher job satisfaction, reduced stress levels, and greater loyalty to their employers (Bloom
et al., 2015). These arrangements allow employees to tailor their work schedules to fit their personal lives,
thereby reducing burnout and increasing overall productivity (Masuda et al., 2017). Moreover, flexible
work policies can attract a diverse talent pool, including individuals who might otherwise be unable to
participate in a traditional 9-to-5 work setting, such as caregivers or those with long commutes (Kossek et
al., 2014). As organizations increasingly recognize the benefits of flexible work arrangements, they are
more likely to see improvements in employee retention, as these policies demonstrate a commitment to
employee needs and modern work preferences (Global Workplace Analytics, 2021).

4.4 HR Development

Human Resource Development (HRD) is a critical strategic approach aimed at enhancing the skills,
knowledge, and competencies of employees to meet organizational goals and foster personal and
professional growth. HRD encompasses various practices, including training and development, career
development, organizational development, and performance management (Werner & DeSimone, 2011).
Effective HRD programs are designed to align employee capabilities with the evolving needs of the
organization, thereby improving productivity, innovation, and competitive advantage (Garavan et al.,
2021). Recent advancements in HRD emphasize the integration of technology and data analytics to
personalize learning experiences and track development progress more accurately (Stone & Dulebohn,
2013). Additionally, fostering a culture of continuous learning and development is crucial for adapting to
the rapid changes in today's global business environment (Noe et al., 2020). By investing in comprehensive
HRD initiatives, organizations can enhance employee engagement, reduce turnover, and build a more agile
and resilient workforce (Kirkpatrick & Kirkpatrick, 2016).

5. Generation - X
Generation X, born from 1965 to 1980, is distinguished by their capacity to adjust to new circumstances,

IJFMR260381246 Volume 8, Issue 3, May-June 2026 5



http://www.ijfmr.com/

~ Y International Journal for Multidisciplinary Research (IJFMR)

i

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

self-reliance, and proficiency in technology. These traits were influenced by major societal and economic
transformations that occurred throughout their developmental period. This generation came of age during
a period characterized by changing cultural standards, economic downturns, and the emergence of digital
technology. These factors contributed to the development of a practical and resourceful mindset towards
both personal and professional aspects of life (Strauss & Howe, 1991). Generation X, sometimes described
as the intermediary generation between Baby Boomers and Millennials, places great importance on
achieving a harmonious equilibrium between work and personal life, as well as having the ability to adapt
to changing circumstances. Additionally, they highly value opportunities for individual development and
self-improvement (Roberts & Manolis, 2012). Their professional experiences have been characterized by
a shift from conventional career pathways to more flexible and unpredictable trajectories, indicating a
strong inclination towards entrepreneurial pursuits and continuous learning (Twenge, 2017). Generation
X is recognized in the professional setting for their diligent work ethic, unwavering devotion, and aptitude
for connecting older and younger generations. They effectively utilize their expertise and technological
proficiency to foster innovation and achieve organizational triumph (Deal et al., 2010). As the current
generation assumes senior leadership positions, their impact on company culture and strategic decision-
making is growing in importance (Fry, 2020).

6. Generation - Z

Generation Z, encompassing individuals born from the mid-1990s to the early 2010s, is the initial group
to come of age as authentic digital natives, with a profound integration of technology since their early
years. This era is distinguished by its proficiency in utilizing digital tools and social media, which
influences its methods of communication, preferences for learning, and patterns of consumption (Seemiller
& Grace, 2019). Generation Z prioritizes authenticity, diversity, and social responsibility, actively seeking
out products and employers that uphold these values (Francis & Hoefel, 2018). They give high importance
to personal well-being and mental health, promoting the idea of having a balanced lifestyle and flexible
work environments that cater to these demands (Schroth, 2019). Generation Z in the workplace offers a
novel viewpoint, prioritizing collaboration, innovation, and ongoing learning (Fry, 2020). Due to their
entrepreneurial spirit and proficiency in technology, they are highly suitable for positions in industries that
are constantly changing and demand the capacity to adapt and creatively solve problems. The entry of this
generation into the workforce is causing substantial transformations in corporate culture, workplace
expectations, and consumer markets (Parker & Igielnik, 2020).

7. Difference between the Generation’s Mindset

Generation X and Generation Z have distinct perspectives on job retention, influenced by their own
experiences, attitudes, and workplace expectations. Generation X places importance on stability,
autonomy, and achieving a balance between work and personal life (Strauss & Howe, 1991). They are
looking for firms that provide chances for professional growth and prioritize flexibility in work
arrangements (Smola & Sutton, 2002). Generation Z, born between the mid-1990s and early 2010s, places
importance on meaningful work, personal growth, and a supportive workplace culture (Francis & Hoefel,
2018). Gen Z employees are motivated by a strong inclination towards ongoing education and actively
seek firms that offer chances to enhance their skills and careers (Twenge, 2017). Individuals place high
importance on authenticity, diversity, and inclusion in the workplace. They are more inclined to choose
organizations that share their values and provide a feeling of purpose in their positions (Schroth, 2019).
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Organizations must comprehend these variations in thinking between generations to create retention
strategies that effectively address the preferences and incentives of each generation (Parker & Igielnik,
2020).

8. Research Methodology

Research methodology for studying the differences between Generation X and Generation Z employees
regarding their mindset toward job retention involves a systematic approach to data collection, analysis,
and interpretation. We surveyed our questionnaires in demographics and gathered quantitative data in a 5-
point Likert Scale on factors such as job satisfaction, organizational loyalty, and preferences for workplace
culture and benefits. We have analysed these survey data to identify generational differences in attitudes and
behaviours. We have also explored the underlying motivations, values, and experiences that shape the
mindset of each generation toward job retention and provide rich insights into the unique perspectives of
Generation X and Generation Z employees. By employing a rigorous research methodology, researchers
can uncover valuable insights into the factors influencing job retention among different generational
cohorts, informing organizational strategies for talent management and retention efforts.

This paper primarily emphasized the statistical analysis of the data, presenting a concise summary of the
study's design, participants, data collection procedure, and analytical methods. This study intends to
demonstrate the significance of statistics in the research process by utilizing a conceptual model description.
It comprises the particular statistical tool employed for sample analysis and the selected study method. This
paper aims to conduct a comparative analysis of Organisational Culture, Compensation and Benefits,
Flexible Work Organization, and HR Development between individuals belonging to Generation X and
Generation Z.

CONCEPTUAL MODEL

s N

Organization's Culture
< J ’
H1
( Compensation and .
L Benefits ) H2

Flexible Work ) H3
Organization

{ GenerationXORZ ? }

HR Development

Figure 1: Conceptual Model of Constructed Hypothesis

In this study of employee retention, selecting a representative sample is crucial for obtaining reliable and
generalizable results. The sample should ideally encompass a diverse range of employees across different
ICT industries in Odisha to capture a holistic view of the factors influencing retention. Stratified random
sampling is often employed to ensure that subgroups within the population, such as age, gender, tenure,
job function etc., are proportionately represented through our questionnaire. Flexi time, This method
minimizes sampling bias and allows for a more accurate analysis of how various factors may differentially
impact employee retention across different groups.
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Once we formulated the hypothesis, we employed statistical analysis utilizing the Statistical Analysis
Software (SAS) University Edition to validate our hypothesis. Here, we executed the procedures. Step 1:
We have created a unique set of questionnaires to gather primary data from Generation X and Z personnel
in the ICT industries of Odisha. Every questionnaire possesses distinct parameters and multiple inquiries.
Step 2: Once the data has been collected, it is subjected to Factor Analysis, KMO and Bulttler's test, and
Data Reliability analysis to determine the significance of each criterion. Step 3: After Factor Analysis, we
utilized ANOVA to validate our hypotheses regarding the impact between individuals belonging to
Generation X and Generation Z employees and their Organisational Culture, Compensation and Benefits,
Flexible Work Organization, and HR Development. Specifically, according to our hypothesis.

8.1 Objectives

e To explore the factors for retention of the employees of Generation X and Z

e To identify the difference between Generation X and Z regarding workplace stress.

e To analyze the disparity in different factors between Generation X and Z.

8.2 Hypotheses

HZ1o: There is a significant impact of the Organization's Culture on the retention of Gen X employees
is greater than on Gen Z employees.

H1la: There is a significant impact of the Organization's Culture on the retention of Gen Z employees
is greater than on Generation X employees.

H2o: There is a significant impact of the Compensation & Benefit on the retention of Gen X employees
is greater than on Gen Z employees

H2a: There is a significant impact of the Compensation & Benefit on the retention of Gen Z employees
is greater than on Gen X employees.

H3a: There is a significant impact of Flexible Work Organisation on the retention of Gen X employees
is greater than on Gen Z employees.

H3a: There is a significant impact of Flexible Work Organisation on the retention of Gen Z employees
is greater than on Gen X employees.

H4o: There is a significant impact of HR Development on the retention of Gen X employees is greater
than on Gen Z employees.

H4a: There is a significant impact of HR Development on the retention of Gen Z employees is greater
than on Gen X employees.

9. DATA ANALYSIS

Data analysis is an essential procedure that entails examining and extracting significant insights and
facilitating strategic planning. It involves statistical methods and instruments to manage datasets and
findings.

Case Processing Summary KMO and Bartlett's Test
; Cronbach's N of Trems Kaiser-Meyver-Olkin Measure of 0.808
F‘ |:| o , v X 0 - o
Alpha Sampling Adequacy
Valid 526 100.0
! hi-Squi 09,473
Frclnde ot D o0 Bartlett's Approx. Chi-Square 109 .4
Total 5235 1000 | 0879 16 Test of df 120
a. Listwise deletion based on all variables Sphericiry Sip 0.034
inn the procadure i o

Table 1: Data Reliability and Validity
The above table 1 shows that Cronbach’s Alpha is 0.879 reliability is very good at 88%., KMO & Batlett’s
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Test also shows the significance and sampling adequacy is 0.898, which is near to 1 means quite good,
and the Chi-Square value is 109.473. So our collected data is quite good and we can go for further tests.
Eigenvalue Table

Total Variance Explained

Component Intigl Exgeenaioss Extracton Sums of Squared Loadings
Toksd % of Vanance Curmsalive % Total % of Vanance Curnusaive %
1 12090 200 8o 1290 B 065 2065
1.258 7 862 15 926 1258 7 962 15 26
1196 7 485 23413 1,198 7 486 23413
4 1145 1154 30 568 1145 1156 0 5659
1 6oty 17 485 17 sarr 17 486
o 1056 o619 44 104 10549 6610 44 104
1028 8425 50.529 t 028 6 425 50529
8 1002 6263 562 1 o2 6263 56 1a2
80 6125 62w/
10 953 5959 68 875
" 8a7 2 Ay
12 a7t 5447 /9 854
13 855 5345 85 200
" 845 5282 90 491
795 49N 95 462
16 726 4 538 100 000

Extraction Mahod. Princpost Component Analysis

Table 2: Eigenvalue Table
The above Table 2 shows the eigenvalues of all 16 questions from 1.290 to 0.726, which reflect quite good
values in the following Figure 2 the scree plot also shows the number of factors curve flattens representing
the significant number of factors. So, we can consider all 16 questions for further analysis.

Scree Plot
L
b |
.
3
w
g 10
&
i
34
-
| ‘\\
12 T T ) T T T Ll T T T T L1 L T T
1 2 ’ 4 £ w T L] ¥ 10 1" 17 1 14 15 1%
Component Number

Figure 2: Scree Plot of Eigenvalue
HZlo: There is a significant impact of the Organization's Culture on the retention of Gen X employees
is greater than Gen Z employees.
H1la: There is a significant impact of the Organization's Culture on the retention of Gen Z employees
is greater than Generation X employees.
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ANOVA TEST OF HYPOTHESIS-1

Source DF  [Sum of Squares Mean Square F Value Pr>F
Model 4 7.128498 1.782125 0.89 0.468
Error 2099 ©4194.80116 1.998476

Corrected Total 2103 14201.92965

R-Square Coeff Var RootMSE Mean Square

0.6951 4 0.4136 3.03136

Table 3: ANOVA Test Table of Hypothesis-1

According to the above ANOVA test, the “F” value is 0.89 and the “P” value is 0.468, which has no
significance value of <0.05. Therefore, the null hypothesis is accepted and the alternative hypothesis is
rejected. It is inferred that the Organization's Culture on the retention of Gen X employees is greater than
Gen Z employees.

H2o: There is a significant impact of the Compensation & Benefits on the employee retention of Gen X
employees more than on Gen Z employees.

H2a: There is a significant impact of the Compensation & Benefits on the employee retention of Gen Z
employees is greater than on Gen X employees.

ANOVA TEST HYPOTHESIS-2

Source DF Sum of Squares Mean Square F Value Pr>F
Model 3 6.037530 2.012510 0.99 0.3953
Error 2100 4257.582242 2.027420

Corrected Total 2103 4263.619772

R-Square Coeff Var RootMSE Mean Square

0.9416 48.19551 0.823875 2.954373

Table 4: ANOVA Test Table of Hypothesis-2

According to the above ANOVA test, the “F” value is 0.99 and the “P” value is 0.3953, which has no
significance value of <0.05. Therefore, the null hypothesis is accepted and the alternative hypothesis is
rejected. It is inferred that the Compensation & Benefits for the retention of Gen X employees are greater
than Gen Z employees.

H3o: There is a significant impact of Flexible Work Organisation on the retention of Gen X employees
is greater than on Gen Z employees.

H3a: There is a significant impact of Flexible Work Organisation on the retention of Gen Z employees
is greater than on Gen X employees.

ANOVA TEST HYPOTHESIS-3

Source DF Sum of Squares Mean Square F Value Pr>F
Model 3 12.730997 4.243666 2.13 0.0350
IJFMR260381246 Volume 8, Issue 3, May-June 2026 10
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Error 2100 4192.188680 1.996280

Corrected Total 2103 4204.919677

R-Square Coeff Var RootMSE Mean Square
0.8028 48.99980 0.412898 3.006179

Table 4: ANOVA Test Table of Hypothesis-3

According to the above ANOVA test, the “F” value is 2.13 and the “P” value is 0.0350, which has a
significance value of <0.05. Therefore, the null hypothesis is rejected and the alternative hypothesis is
accepted. It is inferred that the Flexible Work Organisation for the retention of Gen Z employees is more
than Gen Z employees.

H4o: There is a significant impact of HR Development on the retention of Gen X employees is greater
than on Gen Z employees.
H4a: There is a significant impact of HR Development on the retention of Gen Z employees is greater
than on Gen X employees.

ANOVA TEST HYPOTHESIS-4

Source DF  [Sum of Squares Mean Square F Value Pr>F
Model 3 24.462274 8.154091 4.16 0.0060
Error 2100 14118.138011 1.961018

Corrected Total 2103 |4142.600285

R-Square Coeff Var RootMSE Mean Square

0.59050 46.89424 0.400364 2.986217

Table 5: ANOVA Test Table of Hypothesis-4

According to the above ANOVA test, the “F” value is 4.16 and the “P” value is 0.0060, which has a
significance value of <0.05. Therefore, the null hypothesis is rejected and the alternative hypothesis is
accepted. It is inferred that the HR Development for the retention of Gen Z employees is more than Gen Z

employees.

CONSOLIDATED RESULT

Sl. Criteria Mean Std. Dev. |Null Alt. Impact on Generation

No. Hypothesis  |Hypothesis

1 Organization's 3.011 1.417 Accepted Rejected Gen X has more
Culture impact than Gen Z

2 Compensation & 2.954 1.423 Accepted Rejected Gen X has more
Benefits impact than Gen Z

3 Flexible Work 2.986 1.403 Rejected Accepted Gen Z has more
Organisation impact than Gen X
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4 HR Development  3.006 1.414 Rejected Accepted Gen Z has more
impact than Gen X

Table 6: Consolidated Results of Hypotheses

10. Conclusion

The findings of this study emphasize the significance of four key HR strategies in keeping Generation X
and Z employees, Organisational Culture, Compensation & benefits, Flexible Work Organisation, and HR
development. Employers must guarantee that the working atmosphere and compensation are conducive to
supporting Generation X personnel. Flexible work and HR development are conducive to supporting
Generation Z. This can be accomplished by formulating efficient organizational policies and implementing
successful practices, while also ensuring that the social and physical work environments facilitate active
participation and align with the expectations of Generation X and Z employees. Retention tactics for
Generation X and Z employees in the ever-changing IT industries must cater to their unique preferences
and expectations to cultivate loyalty and minimize employee turnover. Generation X is commonly
identified by their aspiration for a harmonious equilibrium between work and personal life. They highly
prioritize adaptability and chances for professional advancement. They value hybrid work models that
provide a combination of remote and on-site work, enabling them to maintain a balance between their
professional and personal obligations. In addition, individuals are actively searching for secure and
purposeful employment, placing importance on well-defined professional progression and ongoing
educational prospects.

In contrast, Generation Z, who are proficient in using digital technology, place a high value on a work
environment that encourages creativity, embraces different perspectives, and ensures equal opportunities
for all. They are motivated by the need for meaningful employment and anticipate firms to exhibit social
responsibility. This group also places importance on mental health and wellbeing programs, as they often
encounter elevated levels of stress and worry. Regularly acknowledging and compensating their
accomplishments, while cultivating a culture of transparent communication, is crucial for engaging and
retaining employees. Competitive compensation and comprehensive benefits continue to be essential for
both generations. Nevertheless, the intricate requirements of each group emphasize the significance of
tailored retention tactics that correspond to their distinct motivations and values. By incorporating these
customized strategies, IT organizations may establish a united and motivated employee, ultimately leading
to long-term organizational success.

11. Suggestions & Future Research

Organizations must offer efficient training and development programs to enhance employees' career
progression. Organizations must take into account the expectations of both the Generation employees and
create customized training and development programs that utilize cutting-edge technologies. This will
enable them to acquire the necessary knowledge and experience to excel in their job responsibilities and
enhance their likelihood of staying with the firm. To increase the likelihood of Generation Z employees
remaining on the job for an extended period, employers must offer equitable and competitive
compensation. The results of this study should be utilized while taking into account certain constraints. It
is recommended that future research utilize a longitudinal design or case study method to provide a
comprehensive understanding of the factors influencing the retention of both the Generation employees.
Furthermore, this study was conducted inside the specific cultural and societal framework of IT industries.
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The generality of our study findings can be called into question due to the unique characteristics of
Generation X and Z employees and their working environment. Therefore, it is necessary to evaluate the
suggested model in various contexts to verify its validity and ability to be applied to varied situations.
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