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Abstract

Gen Z represents the most recent group entering the workforce. Despite their significance,
there is limited knowledge about their values, expectations, and specific behaviors in
professional environments. This generation requires a distinct approach to recruitment, hiring,
and retention within organizations. This research aims to investigate the values and job
expectations of Gen Z. The research is theory-driven and exploratory. A systematic review
based on the Kitchener and Charters model was employed for this study. This model consists
of three main stages and seven operational steps. To better analyze and address the research
questions concerning Gen Z, four main themes were conceptualized: Generation Z’s intrinsic
and extrinsic values, job expectations, and anticipated career development. This research can
significantly aid organizational managers in understanding this generation and addressing the
processes of recruitment, development, and retention. Additionally, various sectors of society,
including policymakers and executives in education and technology, can benefit from the
findings of this study.
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previous generations (Tolbize, 2008). Studies
have shown that these generational differences
also hold meaning in the workplace; work
behaviors of individuals and groups vary across
generations (Van den Heuvel, 2014). For
example, younger generations tend to prefer

Extended abstract

1. Introduction

Different generations have distinct
characteristics; while behaviors, principles,
mindsets, habits, and traditions may continue

across generations, there remain significant
differences in behaviors between generations
(Coyle-Shapiro & Conway, 2005). Research
suggests that individuals within a generation tend
to be more similar to each other than to those of
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higher salaries and more flexible working hours,
and their level of engagement at work also differs
from other generations (Park & Gursoy, 2011).
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Generation Z has higher expectations of work.
They seek meaningful jobs that allow them to
utilize their skills and talents while making a
positive impact on the world. They also seek
opportunities to learn and grow, aiming to reach
their full potential. A study by the Pew Research
Center reported these high expectations, finding
that 72% of Generation Z believe their work
should align with their personal values. This
figure contrasts with 60% in Generation X and
49% in Baby Boomers (Pew Research Center,
2022).

Generation Z places great importance on
flexibility, wanting to work in a way that meets
their needs (SHRM, 202). This could include
options for remote work, flexible working hours,
or part-time opportunities.

Generation Z is unfamiliar with official media,
such as radio, television, billboards, print media,
and home cinema (Nexlooks, 2023). They prefer
face-to-face interactions, and due to their high
information processing speed and the large
amount of data they analyze instantly, they differ
from other generations. Managing such a
generation fundamentally differs from managing
previous ones. The management patterns for this
generation range from cloud-based leadership
(Rodriguez & Rodriguez, 2015) to shared and co-
creative leadership (Antonacopoulou & Bento,
2018; Nonaka, Nishihara, & Takeda, 2016),
distinct from other generations. Consequently, in
human resources management, there is a need to
seek different solutions and approaches.
Therefore, the main question of this research is:
What are the work values and expectations of
Generation Z in the workplace?

2. Research Methods

This research is theoretical and exploratory,
aimed at identifying existing theories in a specific
field. A systematic review was conducted for this
research, based on the Kitchenham and Charters
model, which includes three main stages:
planning, implementing the systematic review,
and reporting, as well as seven procedural steps:

formulating research questions, search strategy,
defining selection criteria, searching, selecting,
extracting and analyzing, and quality control
(Kitchenham & Charters, 2007).

3.Results

For better analysis and to answer the research
questions regarding Generation Z’s work values
and expectations, four main themes were
conceptualized: internal and external values, job
expectations, and career development. The
identified categories and themes are explained in
detail in the table below.

Research Findings: Themes, Categories, and
Subcategories

Confidence, Attitudes

Entrepreneurship

Independence, Personal Perception

Self-efficacy Internal
Knowledge and  Motivations Values
Perception,

Purpose, .Sense of

Worth

Technology, Environmental Factors

Global Events

Values, Organizational Factors
Leadership Style,

Branding,

Sustainable

Development

Parents, Family Factors
Responsibility

External
Values

Activities, Organizational Culture
Communication,
Diversity

Flexible Work,  Work-Life Balance Job

Friendships
Salary, Job  Stability
Security

Workplace Expectations

Career Promotion,  Growth
Personal
Development

Training, Support Coaching

Career

Skills, Learning Learning
Tools

Development

4 .Conclusion

This study aimed to examine the work values and
expectations of Generation Z through a
systematic review of credible domestic and
international sources. By analyzing 35 studies,
four main themes (internal and external values,
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job expectations, and career development) and
nine categories emerged, representing the work
values and expectations of Generation Z, the
primary focus of this study. Generation Z prefers
jobs that align with their attitudes, self-
perception, and motivations. Various studies
presented differing results on Generation Z’s
inclination toward group activities. External work
values for Generation Z are related to the
environment, organization, and family.

Generation Z  places importance  on
organizational culture, work-life balance, and
stability. Currently, most of Generation Z is
single and has not yet reached the age of
marriage; with age and family responsibilities,
priorities such as job security and salary may
become more important.

Generation Z is motivated for career
advancement and expects organizations to
support their career development through
learning and growth. They also value the
leadership style of their managers, with a
preference for transformative and participatory
leadership styles.

Although this study’s goal is to explore the work
values and expectations of Generation Z to help
organizational ~managers understand  this
generation and address recruitment,
development, and retention processes, other parts
of society, including policymakers and
educational and technology leaders, can also
benefit from these findings.

Technology plays an important role in overall
human development and has currently positioned
Generation Z ahead of the curve. All reviewed
studies indicate that Generation Z expresses the
need for technology to meet their learning and
career development needs. While Generation Z is
skilled at finding information, they may not
always analyze it critically. They lack skills for
critical assessment and need training in engaging
ways (e.g., journalism, discussions, reflection,
and learning through teamwork, problem-
solving, and reflection) (Dobrowolski et al.,
2022). Logical thinking skills, which involve
systematically applying logic and reasoning
principles to guide problem-solving and decision-
making processes, are essential for understanding
complex issues, conducting deep analysis, and

examining diverse scenarios (Kaplan, 2023).
Therefore, teaching logical thinking skills should
be considered essential in schools, universities,
and workplaces for Generation Z (Cabrera,
Cabrera, Powers, Solin, & Kushner, 2018).
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