
Emperor International Journal of Management 

Mayas Publication  158 

 

 

Emperor International Journal of Management 

ISSN: 2583-1267                     Mayas Publication®                  www.mayas.info 

Volume-V                                       Issue-IX                               September 2025 

 

Strategies to Improve Employee Retention Among Gen Z 
 

R.J. Akhil, 

MBA Final Year Student, 

M.O.P Vaishnav College for Women,  

Chennai. 

 

R. Mithulasri, 

MBA Final Year Student, 

M.O.P Vaishnav College for Women,  

Chennai. 

 

R. Yogitha, 

MBA Final Year Student, 

M.O.P Vaishnav College for Women,  

Chennai. 

 

P.J. Dhanu Varshini, 

MBA Final Year Student, 

M.O.P Vaishnav College for Women,  

Chennai. 

 

Abstract 

        The emergence of Generation Z (born between 1997 and 2012) has introduced 

profound shifts in workplace dynamics. As digital natives, Gen Z employees bring 

unique values, expectations, and work styles that challenge traditional retention 

strategies. Unlike previous generations, they prioritize purpose-driven work, career 

development, work-life balance, inclusivity, and mental well-being over mere 

financial rewards. This report explores the key characteristics of Gen Z in the 

workplace, the challenges organizations face in retaining them, and strategies to 

address these issues. Through global case examples from companies such as Google, 

Unilever, Deloitte, Microsoft, Airbnb, Accenture, Starbucks, and Spotify, the report 

demonstrates how flexibility, continuous learning, diversity, recognition, and 

alignment of purpose with organizational mission foster loyalty and engagement. 
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Findings highlight that employee retention is not just an HR concern but a strategic 

factor influencing cost efficiency, productivity, innovation, and employer branding. 

The study concludes that retaining Gen Z requires cultivating authentic, inclusive, 

and adaptive workplace cultures where employees feel valued, empowered, and 

connected to a larger purpose. 

Keywords: Generation Z; Employee Retention; Workplace Diversity; Work-Life 

Balance; Organizational Success; Flexibility; Talent Management; Employee 

Engagement; Career Development; Workforce Innovation 

 

I. INTRODUCTION 

 Each new generation has brought change to the workplace, but the 

emergence of Gen Z – individuals born between 1997 and 2012 – constitutes 

perhaps the most profound in recent history. Considered to be the first digital 

natives, members of Gen Z have never known a world without smartphones, social 

media, and ubiquitous access to information. This peculiar upbringing has influenced 

the way Gen Z communicates, their learning methods, and their perspectives on 

work, career, and life in general. Different from previous generations, who viewed 

work as a primary source of earning, Gen Z approaches work as a career seeking 

more holistic satisfaction. Along with financial returns, work should enable them to 

make a meaningful contribution to society, allow freedom to manage personal and 

professional life, and provide an atmosphere with mental wellness, diversity, and 

inclusivity. They are innovative, and ambitious, and still prioritize honesty, social 

responsibility, genuine leadership, and adaptability.  Gen Z employees do not 

hesitate to leave organizations where they feel undervalued, unsupported, or 

restricted. According to global workforce studies, nearly half of Gen Z employees 

consider switching jobs within two years if their expectations are not met. This 

tendency has posed a new challenge for organizations across industries: how to not 

only attract but also retain Gen Z talent in a competitive labor market. 

 Traditional retention strategies—such as salary hikes, rigid promotion 

cycles, or standard benefits packages—are no longer sufficient. Gen Z expects more 

than financial rewards. They look for personalized career development 

opportunities, flexibility in where and how they work, recognition of their 

contributions, and a clear connection between their work and larger societal impact.  

For organizations, this shift represents both a challenge and an opportunity. 

Companies that fail to adapt risk facing higher turnover, loss of young talent, and 

decreased innovation. On the other hand, those that successfully understand and 

respond to Gen Z’s values will not only improve retention but also build a loyal, 

motivated, and future-ready workforce. This report explores strategies to improve 

employee retention among Gen Z, and by understanding who Gen Z is, what drives 

them, and how they define success at work, organizations can develop retention 



Emperor International Journal of Management 

Mayas Publication  160 

 

strategies that align with their expectations while also supporting organizational 

growth and stability. 

 

Understanding Gen Z in the Workplace 

 Generation Z is stepping into offices, factories, startups, and corporate 

boardrooms with a style that is very different from the generations before them. To 

understand how to retain them, leaders and managers first need to understand who 

they are, how they think, and what they value. 

Here are some key characteristics of Gen Z in the workplace, explained in detail: 

1. Digital Natives by Birth 

● Gen Z is the first generation to grow up with smartphones, social media, 

and the internet from a very young age. 

● Technology isn’t something they “learned” at work—it’s a natural extension 

of how they live and communicate. 

● In the workplace, this makes them highly comfortable with virtual tools, 

online collaboration platforms, and digital learning systems. 

● They expect their employers to use up-to-date technology, not outdated 

systems that feel slow and rigid. 

2.Purpose and Meaning Matter 

● For Gen Z, a job is more than a paycheck. They want to feel that their work 

contributes to a bigger purpose. 

● They are quick to lose motivation if they believe the company is only profit-

driven without giving back to society. 

● Organizations that demonstrate strong values, such as sustainability, 

diversity, and ethical responsibility, connect more deeply with Gen Z. 

3. Desire for Career Growth and Learning 

● Gen Z employees want visible and achievable career paths. They are not 

willing to wait five or ten years for recognition. 

● They seek continuous learning opportunities, mentorship, and upskilling 

programs. 

● Many of them view jobs as stepping stones; if they don’t see progress, they 

will quickly explore other opportunities. 

● For them, growth is not only about promotions but also about skills, 

experiences, and professional development. 

4. Strong Focus of Work-Life Balance 

● Gen Z grew up watching older generations struggle with burnout, overtime, 

and rigid work schedules. 

● They prioritize jobs that allow flexibility—such as remote work, hybrid 

setups, or flexible hours. 
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● They value time for personal hobbies, travel, family, and mental well-being 

just as much as professional success. 

● To them, a good job is one that fits into life, not one that consumes life. 

5. Mental Health Awareness 

● Unlike earlier generations, Gen Z is much more open about discussing 

stress, anxiety, and burnout. 

● They expect organizations to acknowledge mental health as part of overall 

well-being. 

● Support programs like counseling, wellness workshops, and mental health 

days resonate strongly with them. 

● They see a workplace as healthy only if it allows them to be honest about 

their struggles without fear of judgment. 

6. Diversity and Inclusion are Non-Negotiable 

● Gen Z values diverse, inclusive, and equitable workplaces where everyone 

feels respected. 

● They want to see representation of gender, ethnicity, cultures, and ideas at 

all levels of the organization. 

● They are less tolerant of discrimination, bias, or lack of inclusivity compared 

to previous generations. 

 

Challenges in Retaining Gen Z Employees 

➢ Elevated job mobility: Gen Z readily seeks new opportunities when they 

perceive a lack of appreciation or stimulation. 

➢ Desire for rapid career advancement: They seek noticeable improvements, job 

promotions, or educational achievements in brief periods. 

➢ Expectations for work-life balance: Extended hours and strict timetables lead 

them to seek more flexible positions. 

➢ Need for significant work: They seek to believe their contributions are 

important; monotonous or “meaningless” tasks diminish involvement. 

➢ Need for adaptability: Remote work opportunities, adjustable hours, and trust-

based work structures are viewed as necessities, not benefits. 

➢ Strong sensitivity to culture: A negative, prejudiced, or exclusive atmosphere 

causes them to disconnect more quickly than previous generations. 

➢ Requirement for constant feedback: Yearly evaluations are insufficient—they 

seek ongoing acknowledgment and direction. 

➢ Minimal patience for ineffective leadership: Authoritarian, unsympathetic, or 

remote supervisors are a major factor in their departure. 

➢ Favor transparency: They are not fond of vague communication regarding 

compensation, advancement, or organizational objectives. 
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➢ Financial strains: Numerous individuals have student debt or monetary stress; 

insufficient financial backing complicates retention efforts. 

➢ Anticipation of inclusiveness: They seek genuine diversity and fairness; 

superficial attempts do not persuade them. 

➢ Entrepreneurial mindset: Numerous individuals seek freedom for creativity, 

innovation, or side projects—limitations leave them feeling uneasy. 

 

Strategies to Improve Employee Retention Among Gen Z 

1. Nurture the entrepreneur in them 

           Gen Z is an independent generation. They have grown up with google and 

DIY videos that they seek to do things on their own and resolve issues by 

themselves. Organizations have to understand that they are not to be tied down to 

a desk with a PC and asked to do mundane, routine jobs! They will find other places 

to work for! It's not like there are no opportunities. The sea is wide and deep and 

Gen Z is more than ready to dive. Gen Z employees will ask for ownership stakes, 

be it working on their own inventions and be interested in a piece of the business 

pie. This must be taken seriously by HR and leaders. As an organization, if you can 

help nurture and develop this entrepreneurship in them, there are higher chances of 

employee retention and engagement. 

2. Technology teamed with efficiency is the buzzword 

           It goes without saying that Gen Z is tech-savvy. They are digital natives who 

get everything within a click. From food to grocery to plumbing services, everything 

has become online and Gen Z is not speculative when it comes to technology. They 

are of technology! Leverage the use of modern technology and ease the processes 

for them. Those who belong to Generation Z, even more so than the millennial 

generation, appreciate the great value that technology, and subsequently efficiency, 

bring to the workplace. Those companies that focus their efforts on technology and 

improving efficiency will continue to attract and engage them. This will also help to 

recruit top talent and beat out competition. 

3. Align purpose and company mission  

           Gen Z is a practical generation. They value purpose and being. It is crucial to 

lay a vision and mission while laying down your company culture and this mission 

and vision will open the vistas to the purpose of their being. Gen Z does not like to 

fit themselves into a position. They want a position that fits them. This simply means 

that they want to add meaning to the job that they do and if their purpose is aligned 

with the company mission it gives them satisfaction and satisfaction leads to 

engagement and retention. 
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4. Embrace the differences 

          Gen Z employees value diversity. Businesses should do away with watertight 

compartments and boundaries. They must encourage discussions and collaborations. 

A diverse work culture will appeal to the interests of Gen Z and will make them stay 

for longer. The organization must take efforts to celebrate diversity and embrace the 

differences. Get into the nuances of things and you will be able to see the retention 

rates go up! 

5. Show that you care 

           Gen Z employees value mental and physical wellbeing. They are a conscious 

generation. Show that you care and value them. Of course, this must not be exclusive 

to Gen Z, it must be applicable to all your employees. You build them and they will 

build empires for you. Care for them with wellness programs and benefits and perks. 

6. Create experiences that matter  

        Young people live for their experiences. They value experiences more than 

material things. This is the same reason why there has been a shift from employee 

engagement to employee experience. It is high time that the organizations embrace 

this shift. Curate engaging events that will grab the attention and interests of Gen Z. 

This will add to their reservoir of memories and help in creating a great impression 

about the workplace. 

7. Nurture their curiosity 

           If you raise the question of why, Gen Z employees will raise the question 

'why not'. They are a curious generation who likes to get into the depth of things. As 

an organization, you must encourage them to ask questions and nurture this innate 

curiosity that they have. Always remember that questions are the beginning of 

innovation and development. A culture that promotes questioning is a culture that 

is ready to grow and evolve. 

8. Adopt methods and strategies to combat burnout 

            According to the Adobe poll, employees in Generation Z (57%) and Millennial 

(54%) feel the most pressure to be available at all times, and 62% of business workers 

believe their firm is to blame for their extended workdays. 39% blame their 

company's work culture, while 36% blame repetitive administrative processes and 

activities on employee burnout. When it comes to enhancing productivity and 

removing tiresome administrative activities, some of the actions firms may take to 

increase employee connectivity and productivity include investigating automation 

and workplace collaboration tools. 

          Companies must also include wellness into their culture and provide 

employees with the resources they require to preserve their physical and emotional 

well. 

 

 

 



Emperor International Journal of Management 

Mayas Publication  164 

 

Impact of Employee Retention on Organizational Success 

          Employee retention is not just an HR issue; it is a key factor that decides if an 

organization thrives or struggles. Keeping employees, especially Gen Z, helps 

organizations save resources, create stronger teams, and achieve long-term success. 

Here are the main ways retention affects organizational growth. 

1. Reduced Costs - High turnover is costly. Hiring, onboarding, and training 

new employees require time and money. When staff stay longer, companies 

avoid these recurring expenses and can invest those resources into 

innovation and development. 

2. Increased Productivity- Employees who remain with a company understand 

its systems, workflows, and customer needs better. This familiarity lets them 

work efficiently and produce higher-quality results, unlike new hires who 

need time to adjust. 

3. Stronger Workplace Culture - A stable team creates a sense of belonging 

and trust. Employees who stay contribute to a positive culture that fosters 

collaboration, loyalty, and engagement. Frequent turnover, however, lowers 

morale and disrupts teamwork. 

4. Better Customer Experience- Long-term employees have deep knowledge 

of the company’s products and customers. Their expertise and consistency 

improve customer service and strengthen relationships, directly enhancing 

customer satisfaction and brand reputation. 

5. Innovation and Growth - When organizations retain talent, they can build 

on employees’ skills and ideas continuously. Gen Z, being tech-savvy and 

creative, can drive innovation if they are encouraged to stay and grow within 

the company. 

6. Strong Employer Branding -Retention shows how well a company treats its 

employees. Organizations with loyal staff naturally attract new talent, 

especially younger generations who value workplace culture. A reputation 

for high turnover, however, pushes potential candidates away. 

7. Leadership Development -Employees who stay longer often step into 

leadership roles, bringing valuable experience with them. This internal 

growth ensures continuity and prepares the organization for future 

challenges without relying solely on outside hires. 

8. Knowledge Retention -When employees stay, they carry valuable knowledge 

about processes, clients, and company history that would be lost with 

turnover. 
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Strategies to Improve Employee Retention Among Gen Z – Case Examples 

 Sometimes the best way to understand what really works with Gen Z is to 

look at how companies around the world are already handling it. Below are a few 

examples of organizations that have successfully built workplaces where Gen Z 

wants to stay: 

1. Google – Flexibility and Well-Being 

 At Google, flexibility isn’t treated as a perk—it’s part of their culture. Gen 

Z employees appreciate the freedom to choose where and how they work. Google 

also invests heavily in mental health support, offering counseling, wellness apps, and 

stress-relief spaces on campus. For a generation that prioritizes balance and well-

being, these initiatives send a clear message: “We care about you as a person, not just 

as an employee.” 

2. Unilever – Purpose-Driven Work 

 Unilever has tapped into one of Gen Z’s strongest motivators: purpose. 

The company’s commitment to sustainability and social impact resonates deeply 

with younger employees. Gen Z workers there don’t feel like they’re just selling 

products—they feel like they’re contributing to a greener and more responsible 

world. This alignment of company mission with employee values helps Unilever 

build loyalty among its youngest workforce. 

3.Deloitte Mentorship and Career Growth                                                                                          

 At Deloitte, mentoring programs connect Gen Z employees with 

experienced professionals who guide their growth. These one-on-one relationships 

provide clarity on career paths and give younger employees a sense of direction. Gen 

Z values frequent feedback and visible learning opportunities, and Deloitte’s system 

ensures they don’t feel lost or stagnant in their roles. 

4. Microsoft – Diversity and Inclusion                                                                                                

 Microsoft has built a strong reputation for inclusivity and representation, 

which strongly appeals to Gen Z. The company invests in employee resource groups, 

promotes diverse hiring practices, and encourages open conversations about identity 

and equality. For Gen Z employees, seeing leaders and peers from different 

backgrounds succeed makes them feel welcomed and valued. 

5. Airbnb – Culture of Belonging                                                                                            

 Airbnb emphasizes belonging not just for its customers, but for its 

employees too. Gen Z team members are drawn to the culture of openness and 

authenticity. The company encourages employees to bring their whole selves to 

work, creating an environment where younger employees feel safe to express ideas 

and challenge norms without fear of judgment. 
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6. Accenture – Continuous Learning and Upskilling                                                                  

 Accenture invests heavily in digital learning platforms and upskilling 

opportunities. Gen Z thrives in environments where they can keep learning, and 

Accenture ensures they have access to training on cutting-edge technologies, 

leadership skills, and personal development. This not only retains Gen Z talent but 

also prepares them for future leadership roles. 

7. Starbucks – Recognition and Empowerment                                                                           

 Starbucks takes employee recognition seriously—even for frontline 

workers. Gen Z baristas often share how managers take time to acknowledge their 

hard work and listen to their feedback. Simple gestures like appreciation boards, 

open feedback loops, and growth opportunities within the company keep young 

employees motivated and connected. 

8. Spotify - Flexibility and Global Culture                                                                                                    

         Spotify has embraced what it calls a “Work From Anywhere” model, allowing 

employees to choose whether they work from home, the office, or even another 

country. For Gen Z, who value freedom and lifestyle balance, this flexibility is a 

major retention factor. Spotify also emphasizes a creative, inclusive culture that 

encourages self-expression, which resonates with Gen Z’s desire to bring 

authenticity into their careers. By combining flexibility with a global, open-minded 

culture, Spotify successfully keeps its younger workforce engaged and loyal. 

 

II. CONCLUSION 

         As we think about the future, one thing stands out—keeping Gen Z engaged 

is less about holding on to employees with rigid frameworks and outdated perks, and 

more about cultivating an environment where they actively choose to stay. While 

previous generations often valued stability, job security, and a reliable paycheck 

above all else, Gen Z brings a different perspective. They want purposeful work, 

opportunities for learning and growth, a healthy sense of balance, a community 

where they belong, and most importantly, to feel wanted. They seek reassurance that 

their work makes a tangible impact—both within the organization and on society at 

large. 

          The case studies we examined illustrate this clearly. Google demonstrates that 

well-being and mental health matter just as much as productivity. Unilever shows 

how purpose and sustainability can inspire loyalty when employees feel they are 

contributing to something greater than themselves. Deloitte offers guidance and 

mentorship, giving Gen Z clarity about their career paths and confidence in their 

growth. Microsoft proves that inclusion and representation are not just buzzwords 

but powerful tools to build belonging. Airbnb focuses on belonging and authenticity, 

encouraging employees to bring their whole selves to work. Accenture invests in 

continuous learning, showing that the future belongs to those who are constantly 
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evolving. Starbucks, through recognition and empowerment, reminds us that even 

the smallest gestures of appreciation can carry immense weight. Salesforce proves 

that a values-driven culture rooted in social impact keeps young workers engaged. 

And Spotify redefines flexibility, proving that when employees are trusted with 

freedom, they respond with loyalty. 

          Authenticity, empathy, and trust are not just soft skills—they are the 

foundation for retaining this new generation. Loyalty today does not come from long 

contracts, rigid hierarchies, or tenure-based rewards. It is built in the everyday 

interactions: a manager who listens with intent, a company that boldly stands for 

something beyond profit, and a workplace culture that celebrates diversity and 

welcomes individuality. These small yet powerful actions create the emotional bond 

that keeps Gen Z rooted. Retention, therefore, is no longer about strategies to “hold 

people back.” It is about giving them enough reasons to stay. When employees feel 

safe, heard, and valued, they don’t just stay—they thrive, innovate, and grow 

alongside the organization. Gen Z doesn’t want to be tied down by obligation; they 

want to be inspired into commitment. They want careers that match their ambitions 

and align with their values. The organizations that recognize this will not just succeed 

in retaining Gen Z, but also in building a future-ready, dynamic, and compassionate 

workforce. 
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