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Abstract : This study explores talent management strategies tailored for Millennials and Generation Z in the workplace, focusing
on the unique values, expectations, and work preferences of these two generations. As digital natives with a strong inclination
toward work-life balance, purpose-driven careers, and technological integration, Millennials and Gen Z pose distinct challenges
and opportunities for organizations aiming to attract, engage, and retain top talent. The study identifies key strategies, including
employer branding, flexible work policies, mentorship programs, and continuous development opportunities, as essential for
fostering engagement and job satisfaction. Additionally, it highlights the importance of inclusive leadership, collaborative culture,
and mental health support in creating environments that align with the aspirations of these generations. By addressing these
strategies, organizations can better navigate the evolving workforce landscape and enhance their long-term success. The study also
emphasizes the need for future research to investigate the influence of automation, remote work policies, and long-term career
development trends on talent management for Millennials and Gen Z.

l. INTRODUCTION
INTRODUCTION

The workforce is undergoing a major shift as Millennials (1981-1996) and Gen Z (1997-2012) become the dominant employee
groups. Shaped by rapid technological advancements, these generations have distinct workplace expectations, requiring
organizations to adapt their talent management strategies. Millennials, often called "digital natives," prioritize work-life balance,
career flexibility, and alignment with personal values. They seek meaningful work, continuous learning, and opportunities for
growth, leading to high engagement but also higher turnover if their expectations aren’t met. Gen Z, the youngest workforce
segment, values job security, financial stability, and workplace diversity. Highly tech-savvy and socially conscious, they expect
inclusive environments, mental well-being support, and transparency in leadership. Traditional talent management approaches no
longer suffice. Companies must implement new strategies to attract, engage, and retain these employees. Key focus areas include:

Attraction & Recruitment: Employer branding, social media hiring, and personalized onboarding.
Engagement & Retention: Flexible work, career development, recognition programs, and inclusive cultures.
Leadership & Development: Coaching, frequent feedback, and tailored growth opportunities.

Technology & Innovation: Al-powered recruitment, digital learning, and collaborative tools.

NEED OF THE STUDY.

The modern workforce is evolving, with younger generations prioritizing flexibility, purpose, and a healthy work-life
balance in their careers. Unlike previous generations, they are less inclined to stay in one job for decades, leading to higher
job mobility and an increased need for organizations to develop effective retention strategies. To maintain a motivated and
dedicated workforce, companies must implement tailored approaches that enhance employee engagement and productivity.
By understanding and adapting to these changing expectations, businesses can foster a work environment that not only
attracts top talent but also encourages long-term commitment and professional growth.
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2.1Population and Sample

The study was conducted within a workforce of 350 employees at Flex, focusing on understanding the perspectives of younger
generations in the workplace. A sample size of 103 respondents was selected for data collection, ensuring a representative subset
of the total population. The primary method of data gathering was through structured questionnaires, which were distributed among
employees belonging to Generation Z and Millennials. The study aimed to explore key workplace dynamics, including job
expectations, work-life balance preferences, job mobility tendencies, and factors influencing employee engagement and
productivity. By specifically targeting these two generational cohorts, the research sought to provide valuable insights into their
professional aspirations, motivations, and the challenges they face within the organization. The collected data was analysed to
identify trends and patterns that could help Flex develop more effective workplace policies, retention strategies, and engagement
initiatives tailored to the needs of younger employees. Through this focused approach, the study aimed to contribute to a deeper
understanding of generational workforce expectations and inform decision-making processes for improving overall workplace
satisfaction and productivity.

2.2 Data and Sources of Data

The study relied solely on the questionnaire method for data collection to examine workplace trends among Gen Z and
Millennial employees. A structured questionnaire was designed and distributed to a sample of 103 respondents from a total
workforce of 350 employees at Flex. The questionnaire included a mix of closed-ended and open-ended questions to gather both
quantitative and qualitative insights. The survey focused on key workplace aspects such as job expectations, work-life balance, job
mobility, employee engagement, and productivity. Participants were asked about their career priorities, workplace challenges, and
factors influencing their job satisfaction and retention. The responses were collected systematically, ensuring that data was gathered
efficiently and with minimal bias. To ensure accuracy and reliability, the questionnaire was pre-tested before full distribution. The
collected responses were then analyzed using descriptive statistics to identify patterns and trends among Gen Z and Millennial
employees. By using the questionnaire method exclusively, the study provided a structured and measurable approach to
understanding the evolving expectations of the younger workforce.

2.3 Theoretical framework

The study on talent management strategies for Gen Z and Millennials at Flex includes both dependent and independent
variables, selected using a pre-specified method. The dependent variable is Employee Engagement and Retention, measuring how
effectively talent management strategies enhance job satisfaction and retention. The independent variables include workplace
flexibility, career growth opportunities, leadership style, organizational culture, compensation, and work-life balance. These factors
influence how Gen Z and Millennial employees perceive their workplace. The study aims to analyze the impact of these strategies
on fostering a motivated and committed workforce.

RESEARCH METHODOLOGY

Research methodology is the specific procedures or techniques used to identify, select, process, and analyze information about a
topic. In a research paper, the methodology section allows the reader to critically evaluate a study's overall validity and reliability.
Primary data are the original data derived from your research endeavors. Secondary data are data derived from your primary data.
Often, the distinction between primary and secondary data may be less than clear. In conducting research, you will collect and
create both types of research data. Convenience sampling is a non-probability sampling method where researchers select participants
based on their availability, willingness, or ease of access. It's also known as availability sampling, opportunity sampling, grab
sampling, or accidental sampling.

3.1Statistical tools and output

SPSS (Statistical Package for the Social Sciences) is a powerful software tool used for data analysis in various fields such as social
sciences, business, and health research. It allows users to manage, analyze, and visualize data easily. SPSS provides a wide range
of statistical techniques, including descriptive statistics, correlation, regression, and more. With its user-friendly interface and built-
in functions, researchers and analysts can perform complex analyses without needing advanced programming skills. It is especially
popular for survey data and research studies.

Percentage analysis is used to determine the ratio of response by the respondents. Chi-square test is a test used to compare observed
results with expected results. NOVA is a collection of statistical models and their associated estimation procedures used to analyze
the differences among means. Descriptive statistics methods were used in the study for analysis.

CORRELATION

Correlation is a statistical method used to measure the strength and direction of a relationship between two or more variables. In
business research, it's a valuable tool for understanding how different factors or variables are connected.

CHI-SQUARE TEST

The chi-square test is a statistical method used to determine if there is a significant association between categorical variables. It
compares the observed frequencies of data with the expected frequencies if there were no relationship. The test calculates a chi-
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square statistic, which is then compared to a critical value from a chi-square distribution table. If the calculated value exceeds the
critical value, it suggests a significant relationship between the variables.

ONE-WAY ANOVA TEST

One-Way Analysis of Variance (ANOVA) is a statistical test used to compare means of three or more groups to determine if there
are significant differences between them. It assesses whether the variation within groups is comparable to the variation between
groups. By examining the F-statistic and associated p value, it helps determine if at least one group differs significantly from the
others.

3.4.1 Descriptive Statistics

Descriptive statistics are used to summarize and describe the main features of a dataset. Key measures include the mean, which
shows the average value, and the median, which represents the middle value. The mode identifies the most frequently occurring
data point. To understand variability, we look at the range (difference between the highest and lowest values) and standard deviation,
which shows how spread out the data is. Visual tools like histograms, boxplots, and bar charts help in presenting data clearly and
identifying patterns.

3.2 PERCENTAGE ANALYSIS AND TOOL ANALYSIS
Age of the respondent

Cumulative

Gender of the respondent Frequency Percent Vaiici Percent Percent
Valid 18-24 17 16.5 16.5 16.5
Cumulative
Frequency  Percent  Valid Percent Percent 25-30 48 46.6 46.6 63.1
31-36 27 26.2 26.2 89.3
Valid  male 4 35.8 308 35.8

Femalz 52 §0.2 502 100.0 e s e - 70
Total 103 100.0 1000 ClERD = 2o a2z oo

Total 103 100.0 100.0

Table 1-Gender respondent
Table 2- Age of the Respondent

From the above Table 1 it is inferred that out of 103 respondents, 60.2% are female and 39.8% are male. From the above table 2
and chart it is observed that out of 103 respondents 16.5% are belongs to the age group of 18-24, 46.6% are belongs to the age
group of 25-30, 26.2% of the respondents are in the category of the age of 37-40, 2.9% are above 40. As the age group of 25-30 are
the major respondents of this study.

Designation
Cumulative
Frequency  Percent  Valid Percent Percent

Valid  Entry level 21 204 204 204

Midlevel 37 359 359 56.3

Seniorlevel 32 311 311 87.4

Manager/Director 10 9.7 9.7 971

Executive 3 29 29 100.0

Total 103 100.0 100.0

Table 3-Designation of Respondent
From the above table 3 and chart it is observed that out of 103 respondents 20.4% are entry level employees. 35.9%are middle level
employees.31.1% are senior level employees.9.7% are manager level employees.2.9% are Executive level employees.

IV. RESULTS AND DISCUSSION

ANOVA
job hopping

Sum of Squares  df Mean Square F Sig.
Between Groups 3.932 3 1.311 1.328 270
Within Groups 97.699 99 .987
Total 101.631 102

Table 4 ANOVA ANALYSIS

Ho- There is no significant association between experience of respondent and job hopping.
H1- There is a significant association between experience of respondent and its job hopping.
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The significance value for the analysis was set at 0.05. The obtained p-value was 0.001. However, since the calculated value of
0.270 is greater than the significance threshold of 0.05, the null hypothesis is accepted. This indicates that there is no significant

relationship between experience and job hopping.
Correlation Analysis

Correlations

prefer digital tools for

training Experience
prefer digital tools for training Pearson Correlation 1 .005
Sig. (2-tailed) .961
N 103 103
Experience Pearson Correlation .005 1
Sig. (2-tailed) 961
N 103 103

Table 5- Correlation Analysis

Ho - There is no significant relationship between experience and preference for digital tools for training.

H1- There is a significant relationship between experience and preference for digital tools for training.

The significance value for the analysis was set at 0.05. The obtained p-value was 0.961. Since 0.961 is greater than the significance
threshold of 0.05, the results indicate that there is no significant relationship between experience and the preference for digital tools
for training.

Weighted Average

Formula: X1=16, W1=5, X1*W1=80; weighted Average= sum of X (5+4+3+2+1)

Strongly ' Strongly
S. Factors Agree Agree | Neutral | Disagree Disagree WAGG Rank
No 4) 3) 2 Score
®) (1)
. 78x5=|18x4 | 7x3= _ -
1 Recruitment 390 ~79 21 0x2=0|0x1=0| 322 1
. 66 x5=| 28x4 | 8x3= r -
2 Onboarding 330 112 | 2a 1x2=2|0x1=0| 312 2
Career 59x5=132x4 |12 x 3 _ _
3 Progression | 295 =128 | =36 2x2=410x1=012306 3
Performance | 55x5= | 37x4 | 8x3 = _ |
4 Review 275 — 148 | 24 2x2=4|1x1=1130.133 |4
Employee 59x5=]28%x4 |12 x3 |6 x 2= _
® | Development | 295 =112 [=36 |12 . | 3° 2

Table 6-WEIGHTED AVERAGE
The table measures employee satisfaction across five talent management areas. Recruitment has the highest satisfaction
score (32.2), followed by onboarding (31.2). Employee deal, performance review, and career progression scores are around
30. Scores are calculated by multiplying responses with satisfaction levels. No major dissatisfaction (levels 1 and 2) is
reported in most areas. Overall, employee satisfaction is relatively consistent across categories.
IV SUGGESSTIONS

The survey, conducted among 103 respondents, revealed that 60.2% were female and 39.8% were male. The largest age group
among respondents was 25-30 years (46.6%), followed by 37-40 years (26.2%), while only 2.9% were above 40. Regarding job-
hopping tendencies, 42.7% rarely think about changing jobs, while 13.6% never consider it. The majority of respondents were
middle-level employees (35.9%), followed by senior-level employees (31.1%), with only 2.9% at the executive level. Based on the
evaluation, several strategies can be recommended to effectively manage and retain Millennials and Gen Z talent: Create
Transparent Career Pathways: Offer clear routes for career advancement to show employees how they can grow within the company.
Invest in Learning and Development: Provide opportunities for continuous education, training, and skill development.

Offer Flexibility: Develop policies that promote work-life balance and flexible working arrangements, such as remote or hybrid
work options, flexible hours, and paid time off for personal activities or mental health. Promote a Positive and Inclusive Work
Environment: Foster a supportive work culture that values diversity, collaboration, and a strong sense of community.

Competitive Compensation: Ensure salaries and benefits align with market expectations, offering attractive packages to remain
competitive.
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