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S I P P S PP PP ABSTRACT - - —— e
Generation Z poses both a threat and an opportunity for any organization’s management. Generation Z are those born
between the mid-199s and early 2010s and are known to have a distinctive professional approach, traits, and work
habits that are shaped by technology. To effectively manage this new generation of employees, this study collated
various research that determine the identity of Gen Z in terms of work ethics, professionalism, management, and
leadership approach. Through this analysis of multiple research outputs, this paper aims to provide different
understandings and approaches one may use to manage the new generation of professionals well. In addition, this will
be used as a review of related literature in a study that will be conducted in the Philippines, particularly in industries
known to have more Gen Z employees: Technology and BPO industries. The goal is to provide an evidence-based
recommendation to increase the productivity, retention, and efficiency of the new generation.
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I. INTRODUCTION
This narrative study is part of a research for a Doctor of Philosophy Major in Management entitled Generation
Z at the Workplace: Leadership and Management Style. This sheds light on how organizations can effectively handle
the new generation of professionals in the workplace. Relevant studies were collated as part of this research and will
be presented for a research webinar facilitated by the International Association of Management in Human Resource
Development.

Il. RESEARCH METHODS

This paper utilizes explanatory research to justify the cause and effect of Generation Z behavior in corporate
management in the 21% century. This research aims to uncover behavioral patterns and formulate hypotheses that can
serve as a jump-off point for corporate leaders and serve as background for further studies of academic researchers in
the future. To make this research more comprehensive, the scope of this literature is not just limited to one locale, but
rather multiple locations to provide a more in-depth understanding of the motivation, leadership, and management styles
preferred by Generation Z. This is a review of related literature for a dissertation proposal of the researcher at the
Graduate School of De La Salle Araneta University, Philippines.

I11. DISCUSSION

Generation Z (Gen Z), born between the mid-1990s and early 2010s, is joining the workforce in growing
numbers with distinctive traits, motives, and preferences (Schroth, 2019; Talmon, 2019; Magano et al., 2020). Gen Z,
the first real digital natives, has been shaped by technology, affecting their personal and professional attitudes, habits,
and expectations (Schroth, 2019; Raslie, 2021; Janssen & Carradini, 2021). This group, like Millennials, values
practicality, diversity, entrepreneurship, and social impact in their job (Talmon, 2019; Magano et al., 2020; Cora, 2019).
Their technology acumen, multitasking skills, and penchant for individualized experiences set them unique at work
(Schroth, 2019; Bulut & Maraba, 2021; Marginean, 2021). Gen Z's unique talents, attitudes, and aspirations will lead
to workplace transformation, challenging norms and promoting innovation (Talmon, 2019; Cora, 2019; Magano et al.,
2020). To effectively lead and manage Gen Z, firms must understand and adapt to their demands and preferences as the
workplace becomes more multigenerational (Magano et al., 2020; Schroth, 2019; Marginean, 2021). Talent
management must be proactive, incorporating Gen Z-friendly leadership and management methods (Bulut & Maraba,
2021; Talmon, 2019; Magano et al., 2020). Reducing engagement, productivity, and retention within this increasing
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labor sector may hurt organizational success in the long run (Bulut & Maraba, 2021; Magano et al., 2020; Schroth,
2019).

Despite Gen Z's growing importance in the workplace, little is known about their leadership and management
styles and how they match their job motives (Chillakuri, 2020). Literature has primarily examined Gen Z's traits and
compared them to earlier generations (Magano et al., 2020; Benitez-Marquez et al., 2022; Cora, 2019), but has neglected
its practical implications for effective leadership and management. Empirical studies on leadership styles, management
methods, and Gen Z's workplace motivation and engagement are needed. This information gap is significant since
leadership and management styles can affect employee motivation, job satisfaction, and organizational commitment
(Barten, 2022; Lee et al., 2021; Pauceanu, 2021). Understanding Gen Z's leadership and management needs can help
create a productive and engaged staff as more of them enter the workforce. As firms become more intergenerational,
study on how leadership and management styles affect generational motivation and participation is needed. This is
significant because intergenerational disparities in work values, expectations, and communication styles may
necessitate leadership and management modifications (Talmon, 2019; Schroth, 2019; Raslie, 2021). Rapid technology
change and company complexity may require Gen Z-specific leadership and management styles (Marginean, 2021;
Janssen & Carradini, 2021; Cora, 2019).

This study examines Gen Z employees' preferred leadership and management styles and how they match their
working incentives to fill this gap. Organizations can attract, retain, and maximize Gen Z talent by knowing their
motivations. Addressing this research gap allows employers to establish evidence-based methods for leading and
managing Gen Z employees in a way that matches their work incentives, boosts engagement and productivity, and
increases organizational performance in a changing business landscape. This research will add to the body of
information on Gen Z in the workplace and offer actionable insights for managers and leaders looking to help and
motivate this generation.

This literature study examines Generation Z's workplace traits, motivations, and preferences, as well as
leadership and management styles that may suit them. This section examines the present literature to help understand
Gen Z employees' distinctive features and expectations and identifies gaps in the material that need more study.
Generation Z characteristics, leadership and management styles, and workplace motivation will be reviewed.

3.1 Characteristics of Generation Z

Generation Z's digital upbringing influenced their learning and communication. Interactive, attractive, and brief
learning is preferred (Schroth, 2019; Janssen & Carradini, 2021). Because of their fast-changing digital upbringing,
Gen Z is adaptive and accepting (Schroth, 2019; Raslie, 2021). Gen Z's short attention spans and multitasking skills
affect their work habits and expectations (Talmon, 2019; Bulut & Maraba, 2021). Growing up during economic
instability and rapid technology innovation impacted their realistic attitude on life and work (Talmon, 2019; Tang,
2019). They choose socially responsible employers and honesty with peers and leaders (Magano et al., 2020;
Marginean, 2021).

Generation Z workers are becoming more significant in banking, especially frontline roles. Vuong and
Suntrayuth (2020) explored how HRM practices affect frontline staff engagement in the Vietnamese banking sector,
revealing Gen Z's work dynamics and preferences. They said banks must grasp Gen Z's distinctive traits and
expectations to recruit, retain, and engage this group. As digital natives, Gen Z bank frontline workers are expected to
be tech-savvy and comfortable using various digital platforms and technologies (Vuong & Suntrayuth, 2020). This fits
Gen Z's reputation for tech savvy and workplace integration (Schroth, 2019). Frontline banking roles are customer-
facing, therefore Gen Z's in-person and digital communication skills are crucial to providing exceptional service (Vuong
& Suntrayuth, 2020).

In addition, Vuong and Suntrayuth (2020) stressed the importance of HRM in engaging Gen Z bankers. Training,
rewards and recognition, employee participation, and information sharing improved frontline staff engagement. This
implies that Gen Z emphasizes employment skills development, clear performance incentives, decision-making, and
open communication. Previous research has found Gen Z preferences for learning, feedback, and meaningful work.
These findings provide a sector-specific viewpoint.

Vuong and Suntrayuth (2020) provide light on how Generation Z's work preferences and traits apply to banking
frontline employment. It stresses that banks and other financial institutions must customize their HRM strategies to Gen
Z employees, especially in customer-facing roles. Organizations can boost Gen Z engagement and performance by
creating a supportive work environment that resonates with their values and uses their technology.

Due to globalization, Generation Z embraces variety and inclusivity (Magano et al., 2020; Marginean, 2021).
Gen Z is adaptive and simple to modify because they grew up in a fast-changing digital environment (Schroth, 2019;
Raslie, 2021; Janssen & Carradini, 2021). Due to their adaptability and familiarity with digital technology, individuals
are open to new experiences and willing to change in their personal and professional lives (Schroth, 2019; Raslie, 2021).
The individuals possess an entrepreneurial attitude and prioritize professional innovation and originality (Talmon, 2019;
Cora, 2019; Bulut & Maraba, 2021). Generation Z is entrepreneurial because they enjoy personalized experiences and
taking risks to attain their goals (Talmon, 2019; Marginean, 2021). Gen Z is socially conscious and works to better
society. Magano et al. (2020) and Marginean (2021) say they choose socially responsible employers. Their social
responsibility shows their ideals and willingness to enhance society for future generations (Magano et al., 2020;
Popaitoon, 2022). Several recent studies have shed light on Generation Z's values, career preferences, and traits as they
enter the workforce. Benjamin-Marquez et al. (2022) reviewed literature on Generation Z in the workplace and
workforce using bibliometrics. They found that "Generation-Z", "generations”, "workplace”, "management”,
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"attitudes”, "leadership", "career", and "learning-teaching-education" are the main research subjects. They found low
keyword stability over time, suggesting this research topic has space for expansion, especially as more Gen Zs enter
the workforce.

Cora (2019) analyzes how Gen Z traits impact 21st-century business strategies in Turkey. Gen Z are fast learners
and tech-savvy who adapt quickly, according to the author. Honest, entrepreneurial, and comfortable expressing
themselves are their strengths. However, disloyalty, discouragement, and preference for individual over teamwork may
challenge corporations. According to Cora, managers should create rules that reflect Gen Z's inventive and analytical
mindset. Janssen and Carradini (2021) surveyed and interviewed Gen Z workers on their communication expectations.
Gen Z was surprised by the amount of personal device usage allowed in the workplace, but self-regulated to avoid
appearing unprofessional; they were aware of the negatives of constant technology use and tried to take breaks; email
was still prevalent at work, though not preferred for personal use; boundaries between work and personal technology
use were blurred; and Gen Z was optimistic that technology would help them succeed.

As Gen Z enters the workforce, organizations must adapt to their unique traits, habits, and expectations shaped
by digital living (Benitez-Marquez et al., 2022; Cora, 2019; Janssen & Carradini, 2021; Popaitoon, 2022; Tang, 2019).
While Gen Z may provide management problems, their abilities and perspectives can alter the workplace if used
properly (Bulut & Maraba, 2021; Marginean, 2021; Raslie, 2021). Research in this field is undeveloped, with potential
for further investigation (Benitez-Marquez et al., 2022).

The ASEAN study by de Boer et al. (2021) found that Gen Z workers in China and Thailand emphasize intrinsic
work values including learning, achieving visible outcomes, and professional growth. According to the study, intrinsic
work value was the most important in the sample. Individuals valued learning, promotion, and visible results most.
They are adaptable, entrepreneurial, and value purposeful work (de Boer et al., 2021). Generation Z likewise has distinct
career goals and intentions. Global dynamics influence ASEAN Generation Z (Nguyen & Pham, 2020). The study
indicates that Gen Z in Vietnam is shaped by different events and experiences than previous generations, resulting in
different employment views, interests, and aspirations. ASEAN Generation Z workers are tech-savvy and comfortable
using many platforms. Professional aspirations are greatly influenced by this proficiency (Nguyen & Pham, 2020).
Generation Z prefers interactive, graphic, and concise learning experiences due to their digital upbringing, according
to study. They value integrity and ethical leadership at work (Barhate & Dirani, 2021). According to the systematic
literature review, Gen Z rewards employers who promote CSR and ethical and sustainable company operations.
Generation Z in ASEAN countries likewise seeks skill-building and personal advancement. Their motivation is hard
and fulfilling work (Nguyen & Pham, 2020). Gen Z in Vietnam values groups that help people pursue their hobbies and
professional goals, according to the report. Barhate and Dirani (2021) reviewed the literature on Gen Z's cultural
diversity and flexibility in ASEAN. Gen Z ASEAN workers are skilled at using digital platforms for communication,
collaboration, and project management, according to studies. Employees expect to be given the tools and resources they
need to work effectively online. They stress inclusive leadership and operate well in multicultural settings (Barhate &
Dirani, 2021). According to the literature review, Gen Z's digital skills are extremely valuable in ASEAN. This area
accelerates digital revolution and seeks digital economies. de Boer et al. (2021) found that ASEAN Gen Z workers
respect continued education and actively seek companies with training and development programs. A cross-cultural
survey found that Generation Z values sustainable skills and expects firms to invest in their education and advancement.
They prefer remote and flexible work arrangements to achieve work-life balance (Nguyen & Pham, 2020). Regardless
of gender, Gen Z in Vietnam favors flexible working hours, time off for hobbies, and remote work, according to the
survey.

Philippine Generation Z workers have unique traits and interests that affect their job behavior. Salvosa and
Hechanova (2021) found Filipino Gen Z workers, known as the "technological generation," to be tech-savvy, carefree,
proud, arrogant, energetic, and adventurous. They differ from the older "political generation" who are job-focused,
family-focused, traditional, experienced, decisive, and multitaskers. Generation Z Filipino workers have different
leadership styles than their older counterparts. An excellent leader in the technological generation is accountable, gives
clear instructions, listens, and acknowledges others. In contrast, the political generation believes an excellent leader
cares about others, effectively allocates responsibilities, and can influence people (Salvosa and Hechanova, 2021).

Generation Z University students are also driven by their entrepreneurial spirit and education to succeed in
digital entrepreneurship. Prameka and Kurniawan (2023) found that entrepreneurial enthusiasm and management
competencies like administration, knowledge and technology competency positively affect Gen Z students' digital
entrepreneurial intention in the Philippines. Corporate Social Responsibility (CSR) may also boost brand loyalty among
Filipino Generation Z clients. Lacap et al. (2021) discovered that corporate social responsibility (CSR) improved brand
satisfaction, perceived quality, and brand loyalty among Generation Z telecommunication customers. The study also
found that brand satisfaction and perceived quality mediate CSR-brand loyalty.

These findings are important for Philippine companies seeking to engage and retain Generation Z customers and
employees. Understanding their unique traits, leadership styles, entrepreneurial tendencies, and how CSR affects brand
loyalty can help companies develop supportive work environments and build strong brand partnerships with this
growing generation.

3.2 Leadership and Management Styles

Leadership and management styles affect Gen Z employee engagement and motivation. Lee et al. (2021) found
that transformational leadership, which inspires and empowers followers, works well with Generation Z. Generation Z
wants personal growth, progress, and purposeful work, thus this leadership style fits. Transformational leaders provide
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Gen Z employees a clear vision, inspire innovation, and provide customized support. Lee et al. (2021) found that
transformational leadership had a greater influence on Gen Z employee engagement than transactional leadership. The
study stressed the importance of work-life balance and autonomy in engaging Generation Z employees (Lee et al.,
2021).

Entrepreneurial leadership, a mix of leadership and entrepreneurship, can help manage Generation Z employees
(Barten, 2022; Pauceanu et al., 2021). Entrepreneurial leaders are risk-takers, innovators, and opportunity seekers. They
can inspire Generation Z to be creative and assertive. They encourage innovation and learning, which matches
Generation Z's goals for personal and professional growth (Pauceanu et al., 2021). Esmer and Faruk (Barten, 2022)
emphasize the necessity of entrepreneurial and leadership skills for managers to achieve their firms' development and
sustainability goals, especially while managing Gen Z employees. Managers should be trained in entrepreneurial
leadership to attract and retain Gen Z talent. Additionally, organizations must create an entrepreneurial environment to
foster a sense of ownership and passion among Generation Z employees.

These leadership styles foster trust, cooperation, and open communication, which Gen Z workers like (Barten,
2022; Lee et al., 2021). These leadership styles can help companies attract, engage, and retain Gen Z talent. However,
the literature on entrepreneurial leadership is inconsistent (Barten, 2022; Pauceanu et al., 2021). Thus, further research
is needed to define this leadership style and its consequences on Gen Z workers. Despite some exceptions, the evidence
suggests that a transformative and entrepreneurial leadership style is best for engaging and motivating Generation Z.
Businesses must build leadership skills that meet Gen Z's needs to recruit and retain personnel.

The importance of transformational leadership for Gen Z employees is further highlighted in a specific case
study of the Malaysian hotel industry. This study provides insights into the impact of transformational leadership on
Gen Z employee retention and innovative behavior, as well as the role of cultural factors in shaping Gen Z's leadership
preferences.

In ASEAN nations, a study by Gabriel et al. (2022) found that transformative leadership improves Gen Z hotel
sector employee retention and innovation. Through idealized influence, inspirational motivation, intellectual
advancement, and individualized consideration, transformational leaders inspire and motivate Generation Z employees.
They value personal growth, meaningful employment, and nurturing workplaces. By utilizing transformational
leadership, Malaysian hotels can engage and retain Generation Z and encourage innovation.

Gen Z workers in collectivist societies with a wide power gap, a focus on long-term goals, and a strong aversion
to uncertainty, like Ukraine, have higher expectations of their leaders than those in individualistic nations like Austria
(Zehetner et al., 2022). Cultural influences appear to strongly influence Generation Z's leadership style. Gen Z workers
expect collectivist leaders to provide clear instructions, maintain cohesion, and provide stability. Gen Z workers value
autonomy, recognition, and flexibility in individualistic settings in contrast. Understanding these cultural differences is
crucial for ASEAN firms, which may need to adapt their leadership styles to meet Generation Z's cultural expectations.

To attract and retain Gen Z workers in ASEAN countries, firms should prioritize a welcoming, innovative, and
collaborative workplace. According to Farrell and Phungsoonthorn (2020), Gen Z values intrinsic rewards, social
responsibility, and work-life balance. Leaders must consider these factors when planning to recruit and retain Gen Z.
Facilitating learning and growth, encouraging transparent communication and constructive feedback, creating an
innovative and creative environment, prioritizing social responsibility and sustainability, and supporting work-life
balance are all effective strategies.

These methods and appropriate leadership styles can help ASEAN companies attract, engage, and retain Gen Z
workers. The growing number of Gen Z workers in ASEAN countries requires firms to adapt their leadership and
management styles to meet their needs. To engage and retain Gen Z employees, companies must consider cultural
differences and implement methods that foster worker development, innovation, and a supportive work environment.

In the Philippines, according to Venida (2021), Filipino Gen Z workers value improving their skills, advancing
professionally, achieving personal goals and recognition, fostering healthy working relationships, promoting teamwork
and collaboration, maintaining work-life balance, and ensuring job and financial stability. They are motivated, happy,
and perform better at work because of these values. Philippine organizations must use leadership styles that match
Generation Z's preferences and qualities to succeed. Gen Z is pragmatic, skeptical, open-minded, independent, hyper-
customized, multitasking, and iconoclastic, according to Giray (2022). Leaders should encourage autonomy, creativity,
and innovation in the workplace. Offering plenty of personal and professional development and encouraging teamwork
can motivate Gen Z workers (Venida, 2021). This technique gives Gen Zs a sense of value and lets them use their
unique skills and perspectives to contribute to the organization.

Also, work ethics are crucial to employee engagement across generations, according to Abun et al. (2023). Work
ethics was strongly linked to cognitive, emotional, and physical work participation in their study. This shows that
executives must prioritize creating a work culture that values and promotes good ethics. A culture of ethics may raise
Gen Z employee engagement, dedication, performance, and corporate success. This is important since Abun et al.
(2023) found no significant link between generational differences and work ethics or participation. Leadership and
management should stress individual differences and age-related factors over generational generalizations. To create
an effective and unique leadership and management approach, leaders must spend time understanding each Gen Z
employee's needs, preferences, and motivations. They may then develop personalized plans to optimize each person's
potential, resulting in the firm's success.
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3.3 Motivational Factors for Gen Z

Firms must understand Generation Z employee motivation to create a stimulating and productive workplace. In
the cited studies, the main factors that motivate the latest generation to work are revealed. Gen Z is motivated by job
satisfaction and goal achievement. Kirchmayer and Fratricova (2020) found that Gen Z business students in Slovakia
prioritized "enjoying work" the most. An astounding 64.7% of participants described it as inspirational. Gen Z's
preference for occupations that fit their interests and hobbies shows that they value rewarding work. A substantial
33.6% of participants cited "achievement" as a driving motivator, showing Generation Z succeeds at completing tasks,
resolving conflicts, and feeling fulfilled from their obligations. This generation is driven by a need for tangible results
and professional significance.

Mahmoud et al. (2021) found that Generation Z prefers purposeful work that aligns with their values and helps
society and the environment. Generation Z is driven by purpose and the potential to make a difference. Thus, enterprises
must clearly articulate how their activity supports a larger goal. This generation wants work that resonates with their
values and lets them make a difference beyond their job duties. Numerous studies (Gabrielova & Buchko, 2021;
Kirchmayer & Fratricova, 2020; Mahmoud et al., 2021) show that Gen Z values feedback, recognition, and
opportunities for professional growth and learning. Generation Z values regular communication with superiors and
actively seeks daily input and constructive criticism to improve. Individuals desire recognition because it boosts their
self-esteem and organizational influence (Gabrielova & Buchko, 2021). Regular feedback and appreciation motivate
Generation Z and match their desire to learn and grow. Gen Z also wants to learn new things, advance in their careers,
and face new challenges. They thrive in organizations that prioritize their development with mentorship programs, clear
career paths, and various professional growth opportunities. By understanding and addressing these motivational
elements, organizations may create a work environment that attracts and engages Gen Z talent, promotes their
development, and empowers them to make important contributions that benefit the organization.

Hampton and Welsh (2019) and Wenngvist (2022) also reveal Gen Z's worldwide mativations. Hampton and
Welsh discovered that Gen Z nurses in the U.S. prioritized social/altruistic values like assisting others and working with
pleasant coworkers over extrinsic considerations like job security, benefits, and compensation. Seldom significant were
prestige values. Wenngvist's qualitative study found that Gen Z employees in a Norwegian firm in Finland were
motivated by influence, trust, clarity, personal growth chances, positive connections, open communication, equal
treatment, and common aims. Both studies emphasize Gen Z's preference for social connections, collaboration, work-
life balance, and transparent communication over prestige and authority.

Generation Z in Asia is said to be different from other generations due to various factors. According to Racolta-
Paina and Irini (2021), Human Resources (HR) professionals in Romania perceive Gen Z employees as dynamic,
transparent, creative, innovative, involved, tolerant, socially responsible, emotional, knowledgeable, and
individualistic. However, they also noted that Gen Z employees have unrealistic wage expectations, especially those
without work experience seeking their first job. Flexibility, transparent communication, salary benefits, opportunities
for advancement, and challenging projects were among the most expected elements from the workplace for Gen Z
employees in Romania. Bificzycki et al. (2023) conducted a study in Poland and found that the key motivators for Gen
Z representatives were high salaries and opportunities for professional development. They also found that a friendly
work atmosphere, clear criteria for receiving bonuses and promotions, and a fair job evaluation were highly valued by
Gen Z employees. The study highlighted cultural differences, with Gen Z in rural areas placing more importance on
factors like public praise from superiors, overtime pay, fixed working hours, and fair job evaluation compared to their
urban counterparts. In Indonesia, Wenngvist (2022) explored what motivates Gen Z employees at work through
qualitative interviews. The study found that Gen Z employees are motivated by both extrinsic and intrinsic factors,
including flexibility, compensation, success, relationships with coworkers and leaders, equal treatment, acceptance of
diversity, shared objectives and goals, purpose, feedback, awareness, trust, clarity, personal growth through variation,
advancement, and influence. The study emphasized the importance of creating a workplace environment that meets the
motivational needs of Gen Z employees. Vasilyeva et al. (2020) in Russia found that Gen Z's digital economy motives
include convenient locations, online flexibility, career-related pay, and varied jobs for personal improvement. Sentoso
et al. (2024) observed that leadership and salary improved Gen Z employee performance in Batam City, Indonesia,
while training, motivation, and work environment did not. Asian studies support Gen Z's goals of work-life balance,
flexibility, career progression, fair appraisal, remuneration, and digital technology like remote work. Regional cultural
disparities exist in prioritized factors.

IV. CONCLUSION

1. The review of related literature on the motivation, management, and leadership styles preferred by Generation Z
can aid management in how to handle efficiently the new generation of employees.

2. Generation Z is known to be tech-savvy, can multi-task, has a short attention span, and is characterized by the urge
to continuously grow in shorter periods compared to other generations of professionals.

3. Due to their digital exposure, awareness of diversity and globalization, and lack of experience, they tend to have
unrealistic views of salaries, work set-up, and misalignment that leads to higher attrition rates.

4. To effectively manage this group, management must be able to decode the habits, attitudes, motivation, and
leadership applicable to unleash the potential of Generation Z.

5. It is proven that leadership and management styles affect the engagement and motivation of employees.
Transformational and Entrepreneurial leadership styles can help manage Gen Z employees.
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6. The new generation of employees has both standards for intrinsic and extrinsic motivation as their primary reason
to stay or leave an organization.

7. Gen Z employees thrive in an environment that promotes job satisfaction and goal achievement. They enjoy it when
they are happy in the workplace and there is growth in the organization.

8. To effectively manage the new breed of professionals, it is recommended that organizations learn the dynamics and
capabilities of these employees. In addition, a revamp in the work environment, practices and processes, and
compensation and benefits.

REFERENCES

Abun, D., Julian, F. P., Lazaro, J. R., & Nicolas, M. T. (2023). Examining the effect of work ethics on work engagement
as mediated by generational differences. Divine Word International Journal of Management and Humanities,
2(4), 502-525. https://doi.org/10.14456/jsasr.2022.26

American Psychological Association. (2017). Ethical principles of psychologists and code of conduct (2002, amended
effective June 1, 2010, and January 1, 2017). https://www.apa.org/ethics/code/

Barhate, B., & Dirani, K. M. (2021). Career aspirations of generation Z: a systematic literature review. European Journal
of Training and Development, 46(1/2), 139-157. https://doi.org/10.1108/ejtd-07-2020-0124

Barten, T. (2022). The work engagement of generation Z The role of transformational leadership behaviour mediated
by younger employees’ personal identification with their leader and moderated by leaders’ mental well-being.
Radboud Universiteit Nijmegen

Benitez-Marquez, M. D., Sanchez-Teba, E. M., Bermudez-Gonzélez, G., & Nlfiez-Rydman, E. S. (2022). Generation
Z Within the Workforce and in the workplace: A Bibliometric analysis. Frontiers in Psychology, 12.
https://doi.org/10.3389/fpsyg.2021.736820

Binczycki, B., Lukasinski, W., & Dorocki, S. (2023). Determinants of motivation to work in terms of industry 4.0—
The Gen Z perspective. Sustainability, 15(12), 12069.

Braun, V., & Clarke, V. (2019). Reflecting on reflexive thematic analysis. Qualitative Research in Sport, Exercise and
Health, 11(4), 589-597. https://doi.org/10.1080/2159676x.2019.1628806

Bulut, S., & Maraba, D. (2021). Generation Z and its perception of work through habits, motivations, expectations
preferences, and work ethics. Crimson Publishers, 4(4), 1-5. https://doi.org/10.31031/pprs.2021.04.000593

Colbert, A. E., Judge, T. A, Choi, D., & Wang, G. (2012). Assessing the trait theory of leadership using self and
observer ratings of personality: The mediating role of contributions to group success. The Leadership Quarterly,
23(4), 670-685. https://doi.org/10.1016/j.leaqua.2012.03.004

Cora, H. (2019). The Effects of Characteristics of Generation Z on 21st Century Business Strategies. Kafkas
Universitesi Iktisadi Ve Idari Bilimler Fakiltesi Derqgisi, 10(20), 909-926.
https://doi.org/10.36543/kauiibfd.2019.038

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and mixed methods approaches
(5th ed.). SAGE Publications.

Creswell, J. W. (2018). Designing and Conducting Mixed Methods Research, 3rd ed. Sage Publications.

De Boer, P., Bordoloi, P., Dallmann, J., & Hengshen, L. (2021, May). Generation Z work values: A cross-national
analysis. In Cross-Cultural Business Conference.

Farrell, W. C., & Phungsoonthorn, T. (2020). Generation Z in Thailand. International Journal of Cross Cultural
Management, 20(1), 25-51. https://doi.org/10.1177/1470595820904116

Gabriel, O. D., De Alwis, C. D. T. V., Jayang, E. A., & Wai, S. L. C. (2022). The impact of transformational leadership
on Generation Z employee retention and innovative behaviour: A case of Malaysian hotel industry. International
Journal of Multicultural and Multireligious Understanding, 9(4), 35-53.
http://dx.doi.org/10.18415/ijmmu.v9i4.3667

Gabrielova, K., & Buchko, A. (2021). Here comes Generation Z: Millennials as managers. Business Horizons, 64(4),
489-499. https://doi.org/10.1016/j.bushor.2021.02.013

Gagné, M., Forest, J., Gilbert, M., Aubé, C., Morin, E. M., & Malorni, A. (2010). The motivation at work scale:
Validation evidence in two languages. Educational and Psychological Measurement, 70(4), 628-646.
https://doi.org/10.1177/0013164409355698

Gagné, M., Forest, J., Gilbert, M., Aubé, C., Morin, E. M., & Malorni, A. (2010). The motivation at work scale:
Validation evidence in two languages. Educational and Psychological Measurement, 70(4), 628-646.
https://doi.org/10.1177/0013164409355698

Gagné, M., Tian, A. W, Soo, C., Zhang, B., Ho, K. S. B., & Hosszu, K. (2019). Different motivations for knowledge
sharing and hiding: The role of motivating work design. Journal of Organizational Behavior, 40(7), 783—799.
https://doi.org/10.1002/job.2364

Giray, L. (2022). Meet the Centennials: Understanding the Generation Z Students. International Journal of Sociologies
and Anthropologies Science Reviews (IJSASR), 2(4), 9-18. https://doi.org/10.14456/jsasr.2022.26

Hampton, D., & Welsh, D. (2019). Work values of Generation Z nurses. JONA: The Journal of Nursing Administration,
49(10), 480-486. https://doi.org/10.1097/nna.0000000000000791

Hernaus, T., & Voki¢, N. P. (2014). Work design for different generational cohorts. Journal of Organizational Change
Management, 27(4), 615-641. https://doi.org/10.1108/jocm-05-2014-0104

Co-responding Author: Gene Kenneth M. llagan IJMEHD 1202
De La Salle Araneta University, Malabon, Philippines



International Journal of Management and Education in Human Development 2024, Issue 02 Volume 04, Pages: 1197— 1204

Janssen, D., & Carradmi, S. (2021). Generation Z Workplace communication Habits and Expectations. IEEE
Transactions on Professional Communication, 64(2), 137-153. https://doi.org/10.1109/tpc.2021.3069288
Kirchmayer, Z., & Fratricova, J. (2020). What motivates generation Z at work? Insights into motivation drivers of
business students in Slovakia. Proceedings of the Innovation management and education excellence through

vision, 6019, 6030.

Lacap, J. P. G., CHAM, T. H., & LIM, X. J. (2021). The Influence of Corporate Social Responsibility on Brand Loyalty
and The Mediating Effects of Brand Satisfaction and Perceived Quality. International Journal of Economics &
Management, 15(1).

La Guardia, J. G., Ryan, R. M., Couchman, C. E., & Deci, E. L. (2000). Basic psychological needs scales. Journal of
Personality and Social Psychology, 79(3), 367-384.

Lee, C. C., Aravamudhan, V., Roback, T., Lim, H. S., & Ruane, S. G. (2021). Factors impacting work engagement of
Gen Z employees: A regression analysis. Journal of Leadership, Accountability and Ethics, 18(3).
https://doi.org/10.33423/jlae.v18i3.4414

Magano, J., Silva, C., Figueiredo, C., Vitoria, A., Nogueira, T., & Pimenta Dinis, M. A. (2020). Generation Z: Fitting
Project Management Soft Skills Competencies—A Mixed-Method Approach. Education Sciences, 10(7), 187.
https://doi.org/10.3390/educscil0070187

Mahmoud, A. B., Fuxman, L., Mohr, I., Reisel, W. D., & Grigoriou, N. (2021). “We aren't your reincarnation!”
workplace motivation across X, Y and Z generations. International Journal of Manpower, 42(1), 193-2009.

Marginean, A. E. (2021). Gen Z Perceptions and Expectations upon Entering the Workforce. European Review of
Applied Sociology, 14(22), 20-30. https://doi.org/10.1515/eras-2021-0003

Nguyen, H. M., & Pham, H. T. (2020). The impact of human resource management practices on employee engagement
and moderating role of gender and marital status: An evidence from the Vietnamese banking industry.
Management Science Letters, 10(7), 1633-1648.

Pauceanu, A. M., Rabie, N., Moustafa, A., & Jiroveanu, D. C. (2021). Entrepreneurial leadership and sustainable
development—a systematic literature review. Sustainability, 13(21), 11695.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common method biases in behavioral
research: A critical review of the literature and recommended remedies. Journal of Applied Psychology, 88(5),
879-903. https://doi.org/10.1037/0021-9010.88.5.879

Popaitoon, P. (2022). Fostering Work Meaningfulness for Sustainable Human Resources: A Study of Generation Z.
Sustainability, 14(6), 3626. https://doi.org/10.3390/su14063626

Prameka, A. S., & Kurniawan, D. T. (2023). The Effect of Entrepreneurial Passion and Entrepreneur Managerial
Competencies on Digital Entrepreneurial Intention with Entrepreneur Training as Moderation in Generation Z.
In Advances in economics, business and management research (pp. 264—-271). https://doi.org/10.2991/978-94-
6463-302-3_30

Racolta-Paina, N. D., & Irini, R. D. (2021). Generation Z in the workplace through the lenses of human resource
professionals — A qualitative study. Quality-Access to Success, 22(183), 77-85.

Raslie, H. (2021). Gen Y and Gen Z communication style. Estudios De Economia Aplicada, 39(1).
https://doi.org/10.25115/eea.v39i1.4268

Ryan, R. M., & Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-determination theory perspective:
Definitions, theory, practices, and future directions. Contemporary Educational Psychology, 61, 101860.
https://doi.org/10.1016/j.cedpsych.2020.101860

Salvosa, H. C., & Hechanova, M. R. M. (2020). Generational differences and implicit leadership schemas in the
Philippine  workforce.  Leadership &  Organization  Development  Journal, 42(1), 47-60.
https://doi.org/10.1108/lodj-08-2018-0314

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B., Burroughs, H., & Jinks, C. (2017). Saturation
in qualitative research: exploring its conceptualization and operationalization. Quality & Quantity, 52(4), 1893-
1907. https://doi.org/10.1007/s11135-017-0574-8

Saunders, M. N. K., Lewis, P.,, & Thornhill, A. (2019). Research methods for business students, 8th ed.
http://dspace.uniten.edu.my/handle/123456789/18304

Schroth, H. A. (2019). Are you ready for Gen Z in the workplace? California Management Review, 61(3), 5-18.
https://doi.org/10.1177/0008125619841006

Sentoso, A., Setiawan, A., & Vivianti, W. (2024). Analysis of The Effects of Training, Motivation, Work Environment,
Leadership And Compensation on Employee Performance In Generation Z In Batam City. BALANCE :
Economic, Business, Management, and Accounting Journal, 21(1), 1-15.
https://doi.org/10.30651/blc.v20i1.19390

Slemp, G. R,, Field, J. G., & Cho, A. S. (2020). A meta-analysis of autonomous and controlled forms of teacher
motivation. Journal of VVocational Behavior, 121, 103459. https://doi.org/10.1016/j.jvb.2020.103459

Tabachnick, B. G., & Fidell, L. S. (2019). Using multivariate statistics (7th ed.). Pearson.

Talmon, G. A. (2019). Generation Z: What's Next? Medical Science Educator. https://doi.org/10.1007/s40670-019-
007960

Tang, F. (2019). A critical review of research on the work-related attitudes of Generation Z in China. CounanbHast
Icuxomnorus M O6miectro, 10(2), 19-28. https://doi.org/10.17759/sps.2019100203

Co-responding Author: Gene Kenneth M. llagan IJMEHD 1203
De La Salle Araneta University, Malabon, Philippines



International Journal of Management and Education in Human Development 2024, Issue 02 Volume 04, Pages: 1197— 1204

Tremblay, M. A., Blanchard, C. M., Taylor, S., Pelletier, L. G., & Villeneuve, M. (2009). Work Extrinsic and Intrinsic
Motivation Scale: Its value for organizational psychology research. Canadian Journal of Behavioural Science,
41(4), 213-226. https://doi.org/10.1037/a0015167

Vasilyeva, O., Jopxuk, I'. B., & Musatova, S. (2020). Work Motivational factors of Generation Z in the digital
economy. Proceedings of the 2nd International Scientific and Practical Conference “Modern Management
Trends and the Digital Economy: From Regional Development to Global Economic Growth” (MTDE 2020).
https://doi.org/10.2991/aebmr.k.200502.168

Venida, A. C. (2021). Exploring Generation Z teachers' work values: Implications to educational leadership and
management. International Journal of Education, 15(1), 1-9. https://doi.org/10.17509/ije.v15i1.46153

Vuong, B. N., & Suntrayuth, S. (2020). The impact of human resource management practices on employee engagement
and moderating role of gender and marital status: An evidence from the Viethnamese banking industry.
Management Science Letters, 1633-1648. https://doi.org/10.5267/j.msl.2019.12.003

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2007). Authentic Leadership:
Development and validation of a Theory-Based measure. Journal of Management, 34(1), 89-126.
https://doi.org/10.1177/0149206307308913

Wenngvist, K. (2022). What motivates Gen Z employees at work? Insights into how leaders can create a workplace
environment where the motivational needs of Gen Z are met [Master's thesis, Arcada University of Applied
Sciences]. Theseus. https://www.theseus.fi/handle/10024/903177

Zaccaro, S. J., Green, J. P., Dubrow, S., & Kolze, M. (2018). Leader individual differences, situational parameters, and
leadership outcomes: A comprehensive review and integration. The Leadership Quarterly, 29(1), 2-43.
https://doi.org/10.1016/j.leaqua.2017.10.003

Zehetner, A., Zehetner, D., Lepeyko, T., & Blyznyuk, T. (2022). Generation Z's expectations of their leaders: A cross-
cultural, multi-dimensional investigation of leadership styles. Proceedings of the 18th European Conference on
Management Leadership and Governance, ECMLG 2022, 447-455.

Co-responding Author: Gene Kenneth M. llagan IJMEHD 1204
De La Salle Araneta University, Malabon, Philippines



	ABSTRACT
	III. DISCUSSION
	3.1 Characteristics of Generation Z

	REFERENCES

