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The new generation that organizations are facing today and must prepare themselves for their
entry is Z Generation. Managers must both understand the individual characteristics of this
generation and know how to manage them. The current research seeks to provide a suitable
model of human resource management for Z generation employees in IT organizations. Data
collection was done by using the snowball sampling method to select experts and through semi-
structured interviews with 15 human resource managers and 20 employees of Z generation to
analyze the qualitative data collected from the interviews with managers of IT companies. In
the framework of the grounded theory strategy, the method of continuous comparison analysis
is used. The results were classified in the form of Strauss and Corbin's model in six main
categories of causal factors, contextual factors, intervening (mediating) factors, central
category, strategies (strategy), and the consequences of applying the human resources model of
the new generation of employees. Finally, the results of the research showed that the use of the
human resources model for the new generation of employees will lead to three main
consequences, including financial and economic consequences, management consequences,
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approach and extra-organizational consequences.

Extended abstract Parumasur, 2016). Along with this phenomenon,

the interest of researchers and employers in this
1. Introduction topic has increased significantly because they try
The work environment includes a combination of to find ways to better understand the
employees of different generations whose unique characteristics of each generation that enters the
experiences and characteristics distinguish them work market with new needs, values, and
from other generations (Nnambooze & motivations (Prund, 2021). Apart from this,
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recognizing the differences and managing the
generations is essential to have a successful
organization.

Generation Z is the newest generation that has
stepped into the workplace and the characteristics
and preferences of this generation of employees
have challenged many of the assumptions and
principles of the current human resources.
Randstad Holding, as one of the multinational
companies specializing in human resources
consulting, defined Generation Z as people born
between 1995 and 2009 who are in the stage of
completing higher education and entering the
workplace (Randstad, 2017). The entry of people
of this generation into the workplace will bring
unique  challenges for  managers and
organizations considering that this group of
people is more dependent on the Internet and
modern technologies (Ozkan, Solmaz, 2015).

It can be expected that more people from this
generation will be attracted to technology-
oriented companies in the coming years.
Therefore, these organizations should change
their approach to work with this generation,
which constitutes the majority of the workforce
(Dodman, 2020).In Iranian society, it seems more
necessary to discover the beliefs and work values
of this generation more than before (Mosaferi,
2015). The purpose of this study is to present a
model for managing the new generation of
employees (generation Z) among technology-
oriented companies in Iran to find their general
attitudes and characteristics, job preferences,
motivating factors, and revise the related resource
management systems.

2. Research Methods

In this research, the ground theory method was
used to obtain a brief description of the
experiences, attitudes, and perceptions of the
interviewees regarding the dimensions of the
appropriate model of human resource
management for the new generation of
employees. The main condition for the selection
of employees was that these people were
classified as the new generation of employees
(Generation Z). Also, except for the first person
who was selected directly by the researcher and
based on the desired criteria (purposive and
judgmental sampling), other experts were
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selected by the previous interviewees iwhile
considering the criteria of expertise (snowball
sampling). A total of 35 people (15 managers and
20 employees) were interviewed until the
saturation point was reached. The target
community included all technology-oriented
companies active in the east of Tehran. CCDA
model was used for validity and intra-subject
agreement was used for reliability.

3.Results

The data were analyzed using the systematic
design of Foundation Data Theory and through
coding. During open coding, the text of the
recorded interviews was identified by marking
the live codes and recurring ideas. In the axial
coding stage, according to the role of the obtained
concepts in explaining the research problem,
these concepts were theoretically connected
through the process model in the form of causal
conditions, strategies, contextual conditions,
intervening conditions, and consequences.

From the text of the interviews, a total of 410
initial codes (including repetitions) were
identified. After screening and removing the
repetitions, 240 open codes were obtained
(without repetition), 66 codes related to the group
(S) of new generation employees and 174 codes
related to the group (E) of managers. This process
continued in the next stage and by examining and
analyzing the open codes and putting them
together, a total of 51 core codes were extracted.
In the third stage, a total of 16 selected codes were
obtained by combining and putting together the
core codes with the same meanings and concepts.

4 . Conclusion

Until now, a few research has been conducted in
relation to generations and especially generation
Z in the field of human resources in Iran. Hence,
the basis for comparing the results is based on
foreign researches. According to Dadman (2020),
more than half of the new generation employees
are actively looking for  "meaningful
opportunities" and prefer to work in an
organization that offers them personal and
professional growth with benefits such as career
mobility and training (Dodman, 2020). He also
highlights the importance of different incentives
and rewards and believes that the manager's
relationship with the new generation employees
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should be very different, more flexible, and
encouraging. Khairandish et al. (2017) believe
that the emergence of multigenerational
workplaces makes it necessary for managers,
especially human resource managers, to know the
work values of employees, so that methods of
attraction, recruitment, retention, reward, and
development can be designed and implemented
according to each generation. The results of this
research help managers to identify the values and
priorities of generational groups in the work
environment. These results are consistent with
the results of the present research. Therefore, it
seems necessary  to recognize the
intergenerational  differences to  improve
communication  between  multigenerational
human forces at the workplace.
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Stewart et al. also believe that changing
performance evaluation indicators and creating a
transparent work environment will increase the
employees’ motivation. These results are
consistent with the results of our research (2016).
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