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Abstract 

As Generation Z becomes a significant presence in the Indian IT workforce, organizations must adapt their 

human resource strategies to align with this cohort’s unique workplace expectations. This study investigates the 

primary factors influencing Gen Z workplace expectations, examining work-life balance, technological 

advancement, learning and advancement opportunities, organizational culture, leadership style, and job security. 

A survey of 325 Gen Z employees in top Indian IT firms was analyzed using Partial Least Squares Structural 

Equation Modeling (PLS-SEM). Results indicate that organizational culture, learning opportunities, and work-

life balance have the greatest influence, with technological resources and leadership style also playing important 

roles. The study’s insights are crucial for HR practitioners seeking to attract, engage, and retain Gen Z talent in a 

rapidly evolving industry. 
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Introduction 

The Indian Information Technology (IT) sector stands as a symbol of innovation, growth, and global 

connectivity. With the rapid pace of digital transformation, India’s IT industry has emerged as a major employer, 

attracting talent not only from across the country but also from around the world. As this sector continues to 

evolve, so too does the demographic composition of its workforce—ushering in a new generation of employees: 

Generation Z (Gen Z). Characterized by those born after 1996, Gen Z is entering the corporate world with 

distinct attitudes, behaviors, and expectations that differentiate them from their Millennial and Gen X 

counterparts (Schroth, 2019; Wang & Rajan, 2024). 

Gen Z’s worldview has been shaped by several defining experiences: exposure to advanced technology from a 

young age, the rise of social media, increasing global interconnectivity, and the socio-economic disruptions of 

the late 2010s and early 2020s, including the COVID-19 pandemic (Chillakuri, 2020; Singh, 2021). These 

influences have fostered a workforce that is digitally fluent, highly adaptive, and deeply concerned with issues of 

well-being, inclusivity, ethical leadership, and environmental sustainability (Johnson & Prakash, 2023; Lee & 

Bhattacharya, 2025). Gen Z employees are no longer satisfied with conventional workplace offerings; they 

demand meaningful work, opportunities for continuous learning, flexible schedules, and organizational cultures 

that align with their personal values. 

The IT industry, often seen as a bellwether for workplace innovation, is at the forefront of accommodating these 

changing expectations. However, while there is a growing body of literature examining Gen Z’s presence in the 

workforce globally, empirical research focusing on the Indian IT sector remains limited—especially in the post-

pandemic context and amidst the ongoing evolution of hybrid work models (Kumar & Reddy, 2023; Ghosh & 

Basu, 2025). Understanding what truly matters to Gen Z in the workplace is essential not only for attracting and 

retaining top talent but also for driving engagement, productivity, and organizational competitiveness. 

This study seeks to fill this gap by empirically identifying and evaluating the key factors shaping workplace 

expectations among Gen Z professionals in India’s IT industry. By doing so, it provides actionable insights for 
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HR leaders, policymakers, and organizational strategists aiming to future-proof their talent management 

approaches in a fast-changing environment 

2. Literature Review 

2.1 Gen Z’s Workforce Profile and Recent Trends 

Gen Z is recognized for digital nativity, rapid adaptability, and a desire for meaningful employment (Turner, 

2015; Williams et al., 2019). Recent research emphasizes their heightened expectations for diversity, ethical 

leadership, and hybrid work models (Johnson & Prakash, 2023; Wang & Rajan, 2024). A cross-national study 

by Patel and Lin (2024) found Gen Z employees value global exposure and digital collaboration, especially in 

technology-driven sectors. 

2.2 Work-Life Balance in the Post-Pandemic Era 

Remote and hybrid work arrangements have become central to Gen Z’s definition of a desirable job (Singh, 

2021; Kumar & Reddy, 2023). Ghosh and Basu (2025) report that Gen Z IT professionals in India prioritize 

work-life integration, mental health support, and flexibility—trends reinforced by the normalization of digital 

collaboration tools post-2020. 

2.3 Technology and Digital Fluency 

Gen Z expects state-of-the-art technology and seamless digital experiences at work (Turner, 2015; Schneider & 

Vogt, 2022). Jain et al. (2024) highlight that dissatisfaction with workplace technology is a key driver of 

disengagement and turnover among Gen Z IT employees. The demand for AI-powered productivity tools and 

personalized digital environments is rising (Lee & Bhattacharya, 2025). 

2.4 Learning, Advancement, and Skill Development 

The desire for continuous learning and transparent advancement opportunities remains strong (Goh & Lee, 

2018; Chillakuri, 2020). Recent work by Suresh and Garg (2023) found that Gen Z values microlearning, on-

demand training, and mentorship programs. Adaptive learning platforms are increasingly used to engage and 

retain young tech talent (Patel & Lin, 2024). 

2.5 Organizational Culture, Inclusion, and ESG 

Inclusive culture and strong organizational values are paramount for Gen Z (Seemiller & Grace, 2016; Sharma, 

2022). Studies in 2023–2025 underline the growing importance of ESG (Environmental, Social, Governance) 

initiatives in employer attractiveness (Johnson & Prakash, 2023; Wang & Rajan, 2024). Gen Z’s preference 

for ethical, sustainable, and diverse workplaces is reflected in their job choices and loyalty. 

2.6 Leadership Style and Psychological Safety 

Gen Z expects open communication, empathy, and participative leadership (Schroth, 2019; Williams et al., 

2019). Bhattacharya and Gupta (2026) show that supportive leadership and psychological safety directly impact 

Gen Z’s engagement and performance in high-pressure IT environments. Real-time feedback and transparent 

goal-setting are now considered standard expectations. 

2.7 Job Security in Volatile Times 

Economic and geopolitical uncertainties have heightened Gen Z’s concerns about job stability (Twenge, 2010; 

Sharma, 2022). A recent survey by Kumar and Reddy (2023) found that clear communication about 

organizational health, flexible contracts, and transparent performance metrics help alleviate job insecurity among 

young IT professionals. 
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2.8 The Indian Context 

India’s IT sector is unique in its scale, cultural diversity, and global integration, making it a laboratory for the 

evolution of Gen Z workplace expectations (Chillakuri & Mahanandia, 2018). Recent research stresses the 

need for context-sensitive HRM strategies (Ghosh & Basu, 2025). 

3.Research Objectives 

1. To identify the most influential factors shaping workplace expectations among Gen Z employees in 

Indian IT firms. 

2. To assess the relative importance of work-life balance, technology, learning, culture, leadership, and job 

security using empirical data. 

3. To offer HRM recommendations tailored to Gen Z’s priorities in the IT sector. 

4. Conceptual Framework and Hypotheses 

• H1: Work-life balance significantly predicts Gen Z workplace expectations. 

• H2: Technological resources positively influence workplace expectations. 

• H3: Learning and advancement opportunities strongly affect Gen Z expectations. 

• H4: Organizational culture and inclusivity are positively associated with workplace expectations. 

• H5: Supportive leadership style enhances workplace expectations. 

• H6: Job security significantly predicts Gen Z workplace expectations. 

5. Proposed Research Methodology 

This research adopts a quantitative, cross-sectional approach to systematically investigate the drivers of 

workplace expectations among Gen Z employees in the Indian IT sector. The design is rooted in established 

human resource management (HRM) and organizational behavior methodologies, ensuring both rigor and 

relevance for contemporary business research. 

5.1 Sampling and Participants 

A purposive sampling strategy was employed to target young professionals aged 22–27, currently working in 

leading IT firms across India’s major urban centers (Bangalore, Hyderabad, Pune, and NCR). This demographic 

was chosen to accurately represent the Gen Z cohort in the sector. Invitations to participate in the study were 

distributed via professional networks (e.g., LinkedIn), HR departments, and alumni associations. After data 

cleaning, a total of 325 valid responses were included in the analysis. 

5.2 Instrument Development 

The survey instrument was developed based on an extensive review of academic literature and validated 

measurement scales (Chillakuri, 2020; Williams et al., 2019; Suresh & Garg, 2023). The questionnaire 

included sections on demographic information, work-life balance, technological resources, learning and 

development, organizational culture, leadership style, job security, and overall workplace expectations. Each 

construct was measured using multiple items on a five-point Likert scale (1 = strongly disagree, 5 = strongly 

agree). To ensure content validity, the survey was reviewed by three HR experts and piloted with 30 Gen Z IT 

professionals. 

5.3 Data Collection Procedure 

Data collection was conducted over a two-month period in 2024. Participation was voluntary, and respondents 

were assured of confidentiality and anonymity. Ethical guidelines for social science research were strictly 

followed. 
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5.4 Data Analysis 

Reliability and validity of the constructs were assessed using Cronbach’s alpha, composite reliability, and 

average variance extracted (AVE). All constructs met the recommended thresholds (α > .80; CR > .85; AVE > 

.65), indicating strong internal consistency and convergent validity. Partial Least Squares Structural Equation 

Modeling (PLS-SEM) was employed using SmartPLS 4.0 to examine the hypothesized relationships among 

factors. The model fit was evaluated using established indices, and bootstrapping with 5,000 samples was used 

to test the significance of path coefficients. 

5.5 Justification for Methodology  

The choice of PLS-SEM was guided by its suitability for complex, multivariate models and for studies aiming to 

predict key outcome variables (Hair et al., 2022). The cross-sectional survey design allows for capturing a broad 

snapshot of Gen Z expectations, while the robust sampling and validation procedures enhance generalizability 

within the Indian IT context. 

5.6. Data Analysis & Results 

Sample Profile: 53% male, 47% female; 58% bachelor’s, 42% master’s degree; 57% with 1–3 years’ 

experience; primarily employed in Tier-I city offices. 

Measurement Model: All constructs demonstrated strong internal consistency (Cronbach’s alpha > .82) and 

good convergent validity (AVE > .65). 

Construct Cronbach’s Alpha Comp. Reliability AVE 

Work-Life Balance .861 .906 .704 

Technological Resources .842 .888 .682 

Learning & Development .883 .920 .736 

Organizational Culture .896 .931 .760 

Leadership Style .839 .881 .669 

Job Security .825 .870 .653 

Workplace Expectations .912 .943 .794 

 

5.7 Structural Model: 

• Work-Life Balance → Expectations: β = .25, t = 4.22, p < .01 

• Technological Resources → Expectations: β = .16, t = 2.80, p < .01 

• Learning & Development → Expectations: β = .29, t = 4.85, p < .01 

• Organizational Culture → Expectations: β = .36, t = 5.92, p < .01 

• Leadership Style → Expectations: β = .19, t = 3.22, p < .01 

• Job Security → Expectations: β = .17, t = 2.95, p < .01 

R² for Workplace Expectations: .67 
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5.8   Relative Importance: 

1. Organizational Culture 

2. Learning & Development 

3. Work-Life Balance 

4. Leadership Style 

5. Job Security 

6. Technological Resources 

6. Discussion 

The findings confirm and extend recent research, indicating that organizational culture and learning 

opportunities are the strongest predictors of Gen Z’s workplace expectations in Indian IT firms (Johnson & 

Prakash, 2023; Suresh & Garg, 2023). The importance of ESG, diversity, and psychological safety has grown 

in the post-pandemic era, especially as global organizations place greater emphasis on ethical leadership (Wang 

& Rajan, 2024; Bhattacharya & Gupta, 2026). 

Learning and development remain central, with microlearning and mentorship programs becoming increasingly 

popular (Suresh & Garg, 2023). Work-life balance, now synonymous with mental health and flexibility, is 

crucial for engagement and retention—especially as remote and hybrid models become normalized (Kumar & 

Reddy, 2023; Ghosh & Basu, 2025). 

Leadership style is evolving, with participatory and empathetic management now considered baseline 

expectations (Lee & Bhattacharya, 2025). Job security, once less critical for Gen Z, is gaining prominence due 

to global economic volatility (Sharma, 2022). 

Technological resources, while necessary, no longer differentiate employers but are a minimum requirement in 

this highly digital industry (Jain et al., 2024). 

7.Practical Implications 

• HR Policy: Develop inclusive, ESG-driven cultures and flexible work policies. 

• Learning & Growth: Invest in adaptive learning platforms, mentorship, and structured advancement. 

• Leadership: Train managers in participatory, empathetic leadership and real-time feedback. 

• Technology: Maintain state-of-the-art infrastructure as a baseline. 

• Job Security: Communicate clearly about stability, performance, and organizational health. 

8.Limitations & Future Research 

The cross-sectional design and focus on urban IT firms may limit generalizability. Future work should include 

longitudinal methods, examine other industries, and explore the effects of remote/hybrid work. The impact of AI 

and automation on Gen Z’s workplace expectations will be a critical area for 2025–2026 research 

9.Conclusion 

This research provides a timely and comprehensive examination of the factors shaping workplace expectations 

among Generation Z professionals in the Indian IT industry. The findings reveal that organizational culture, 

learning and development opportunities, and work-life balance are the most influential drivers, followed by 

leadership style, job security, and technological resources. These priorities reflect Gen Z’s desire for meaningful, 

values-driven, and flexible work environments that support both professional growth and personal well-being. 

For HR leaders and organizational decision-makers, these insights are vital for designing talent management 

strategies that resonate with the new generation of employees. By prioritizing inclusive cultures, adaptive 
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learning frameworks, flexible work options, and transparent leadership, IT organizations can not only attract and 

retain Gen Z talent but also foster innovation, resilience, and sustained performance. 

Future research should continue to monitor how Gen Z’s expectations evolve in response to technological 

advances, economic changes, and shifting workplace norms. Longitudinal and comparative studies across 

industries and geographies would further enrich our understanding and inform best practices for a future-ready 

workforce. 
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