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This study investigates the drivers behind workforce attrition among Generation Z, comparing their
motivations with those of earlier generations. Using survey data from 150 Gen Z employees across sectors
such as IT, finance, retail, and education, the research highlights key factors influencing job exits,
including toxic leadership, lack of career growth opportunities, inadequate compensation, and rigid work
cultures. Findings reveal that job satisfaction alone does not predict turnover; instead, attrition results from
a combination of cultural, psychological, and practical factors. The analysis emphasizes the importance of
flexible work arrangements, empathetic leadership, continuous feedback, and purpose-driven
organizational culture. The study concludes that traditional retention models are outdated and calls for
personalized strategies that align with Gen Z’s values of growth, inclusivity, and meaningful work.
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I. INTRODUCTION

In today’s ever-evolving job market, keeping employees on board has become a significant challenge,
particularly with the rising influence of Generation Z. As the latest cohort entering the workforce, Gen Z
brings a fresh set of values, expectations, and work habits that differ from those of previous generations. To
develop effective strategies for retaining these employees, it’s crucial to understand the reasons behind their
departures.

This study delves into the primary factors driving Gen Z to leave their jobs and contrasts these with the
reasons that influenced earlier generations like Millennials, Gen X, and Baby Boomers. By examining the
variations in workplace priorities, communication styles, and career aspirations across these groups,
organizations can tailor their approaches to enhance engagement and reduce turnover.

The research highlights the importance of aligning organizational culture with the evolving expectations of
each generation. It offers valuable insights for HR professionals aiming to craft more inclusive and
sustainable retention policies.

Il. LITERATURE REVIEW

Nikhil Shah & Priya D. (2022) A 90-member cross-industry survey of Gen Z professionals indicates
their preference for purpose, growth, and values alignment. Exits across tech, finance, and retail are
caused by a lack of feedback, restricted learning, and cultural incompatibilities. Gen Z prefers autonomy,
growth, and innovative environments. The study recommends substituting old strategies with value-based
engagement and growth opportunities. Rachana Nair & Shreyas S. (2023) This research examines
psychological drivers of Gen Z turnover among Pune telecom companies. Results show that mental
exhaustion, role confusion, and absence of support are the most significant drivers of disengagement and
absenteeism. These factors are more evident in Gen Z than preceding cohorts. The research emphasizes
empathetic leadership and emotional check-ins to avoid premature departures. Ankit Bansal & Meena
Joseph (2021) The study examines workplace culture's influence on Gen Z retention in Chennai
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marketing firms. Authoritarian organizations and strict hierarchies raise turnover, whereas inclusivity and
staff voice enhance loyalty. Cultural misalignment is a top resignation driver. The study concludes that
open, inclusive cultures cut Gen Z attrition. Vandana S. & Manish Reddy (2023) The article analyzes
leadership preferences among Gen Z, with a special focus on 50 employees from ed-tech startups. Gen Z
appreciates participative, empathetic, and emotionally intelligent leaders more than authoritarian leaders.
Authoritarian leadership creates disconnection and resignations. The research emphasizes mentoring-
based leadership for the long term. Harini Prasad & Akshay T. (2022) Analyzing exit interviews of 100
BPO employees, this study uncovers key Gen Z attrition drivers like lack of mentorship, career stagnation,
and insufficient recognition. Feedback gaps and monotonous work further push resignations. Exit data
reveals aspirations for meaningful work and fast growth. The study urges HR to leverage exit trends for
retention strategies. Krithika S. & Rajeev K. (2023) The study examines Gen Z job-hopping in
Hyderabad's IT and banking industries. The findings indicate that short stays are associated with static
positions and limited learning, whereas definite career growth paths improve commitment. Gen Z
considers constant changes as career development, not uncertainty. Firms should offer formalized growth
and learning to minimize turnover. Sakshi Jain & Vikas Kumar (2022) The research investigates Gen
Z's technology expectations at work in Delhi NCR logistics and analytics companies. Obsolete tools and
manual processes incurred frustration, turnover, and poorer employer branding. Exposure to current digital
infrastructure improved productivity and retention. The research emphasizes technological upgradation to
keep this technology-forward workforce. Neeraj K. & Arpita Roy (2021) This study targets Gen Z
attrition in consulting and finance, pinpointing work-life balance as the top issue. Excessive workload,
inflexible hours, and burnout compelled 58% of employees to quit. Flexibility and well-being programs
enhanced participation and job tenure. The study concludes that autonomy and balance are essential to
keep Gen Z engaged in high-pressure work. R. Ashwin & Nikita Shekar (2022) Surveying 50 e-
commerce employees, the research looks at mismatches between promises by employers and actualities.
Dashed innovation and growth promises undermined trust, leading to resignations. Open and realistic
onboarding minimized attrition. The research emphasizes expectation management via truthful job
previews.Bhavya Patel & Dheeraj N. (2021) Employer branding study polled 70 Gen Z employees
working for MNCs in Mumbai and Gurugram. Gen Z had ethics, diversity, and sustainability as their
values in brands. Attrition increased where workplace culture conflicted with brand image. Internal and
external alignment of practices decreases turnover, the study concludes. Tanya Bose & Harsh B. (2023)
This research explores remote work issues among 60 Gen Z IT professionals working remotely in
Hyderabad. Results indicate loneliness, ineffective collaboration, and inadequate mentoring decreased
involvement and retention. Hybrid arrangements with mentoring enhanced loyalty. The research
highlights beneficial remote practices to preserve talent. Faizan Khan & Meera S. (2022) The study
investigates the role of training and development in keeping 80 telecom staff in Pune and Delhi. Formal
learning access, mentoring, and certification increased commitment. Disengagement and job changes
resulted from insufficient upskilling. The study emphasizes L&D as crucial for Gen Z allegiance.Ritu
Jain & Harsha Menon (2023) The research examines Gen Z's need for instant feedback in Bengaluru's
advertising agencies. Sporadic appraisals were not good enough, reducing morale. Ongoing, real-time
acknowledgment increased loyalty and performance. The research concludes that feedback systems need
to be ongoing to keep Gen Z. Satish Rao & Kavya N. (2022) The study of 55 Chennai professionals
discovers strict hierarchies damage Gen Z retention. They favor flat, participative, team-based structures.
Authoritarian leadership resulted in disengagement and turnover. The research concludes that
decentralization reinforces Gen Z retention. Asha Lobo & Kiran Kumar (2023) Examining 50 CSR and
NGO professionals, this study indicates purposeful work increases Gen Z retention. Common values over
compensation were more important than compensation. These workplaces experienced increased loyalty
with fewer wages. The research identifies purpose as the solution to retention. Tanya S. & Lokesh Raj
(2022) Study of 70 startup and co-working staff reveals peer relationships have a significant impact on
retention. Effective teamwork and social support enhanced satisfaction, but loneliness encouraged
resignations. Peer culture was more significant than compensation in a few instances. The study concludes
reducing turnover occurs when belonging is fostered. Pradeep B. & Shalini D. (2023) Polling 60 fintech
and HR tech staff, this research connects transparency to Gen Z loyalty. Transparent communication in
reviews and decisions created trust, whereas secrecy led to anxiety and departures. Honest workplaces
enhanced participation and retention. The research emphasizes transparency as a priority for loyalty.
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I1l. PROBLEM STATEMENT

Despite ongoing efforts to enhance employee engagement, many companies are witnessing early
departures among Generation Z employees. Traditional retention strategies that were effective for older
generations—Ilike long-term benefits or rigid career paths—often fall short when it comes to Gen Z’s
values. This generation prioritizes purpose, flexibility, growth, and meaningful work. Without these key
elements, they tend to move on quickly, resulting in higher turnover rates and increased recruitment costs.
To retain Gen Z talent, companies need to adopt more personalized strategies that emphasize regular
feedback, an inclusive culture, modern technology, and clear career development opportunities.

IV. Need for the Study

High turnover among Generation Z has become a critical challenge, as traditional retention strategies fail
to meet their expectations of growth, flexibility, inclusivity, and meaningful work. Most existing research
focuses on isolated factors or single industries, leaving a gap in understanding the combined cultural,
psychological, and practical reasons behind their exits. This study is needed to provide a holistic and
comparative view of Gen Z attrition, helping organizations design targeted retention strategies that align
with their values and ensure workforce stability.

V. Research Objectives

1. To investigate how workplace culture, leadership styles, and communication methods impact the
retention rate amongst Gen Z.

2. To assess how work-life balance, opportunities for career growth, and overall job satisfaction influence
Gen Z’s decisions to stay or leave.

3. To compare the reasons for attrition among Gen Z with those of earlier generations.

VI. RESEARCH GAP

While many studies have explored why Generation Z is leaving their jobs looking at factors like
workplace culture, leadership styles, technology expectations, and work-life balance most have zeroed in
on just one industry, specific job roles, or isolated elements. There’s a noticeable gap in research that
compares Gen Z’s turnover reasons with those of previous generations across various industries. Plus,
existing studies often tackle organizational or personal factors in isolation, missing the chance to combine
cultural, psychological, and technological aspects into a single analysis. Very few studies delve into how
these factors interact in urban Indian settings post-pandemic, where hybrid and remote work models are
becoming the norm. This opens up a valuable opportunity for research that provides a comprehensive,
multi-faceted, and comparative understanding of why Gen Z is leaving, which can help develop targeted
retention strategies tailored specifically for this generation.

VIl. HYPOTHESES OF THE STUDY
1. Hoi: Work-life balance doesn’t significantly affect Gen Z employees’ decisions to leave or stay in a job.
Hii: Work-life balance significantly affects Gen Z employees’ decisions to leave or stay in a job.
2. Hoz: Career growth opportunities have no substantial impact on Gen Z employees’ retention.
Hiz: Career growth opportunities have a substantial impact on Gen Z employees’ retention.
3. Hos: Leadership style and open communication do not significantly influence Gen Z employees’
intention to leave.
His: Leadership style and open communication significantly influence Gen Z employees’ intention to
leave.

1.1. Research Methodology

This study takes a quantitative and analytical approach. Its goal is to pinpoint and examine the key factors
driving job attrition among Generation Z employees, utilizing structured data collection methods and
statistical analysis.

1.2. Scope of the Study

The research zeroes in on Gen Z individuals who are either currently employed or have recently left their
jobs (within the last 12 months) across various sectors, such as IT, retail, finance, education, and start-ups
in urban India. It looks into the organizational, cultural, and psychological elements that influence their
decisions to leave.
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1.3. Sources of Data Collection
Primary Data: This will be gathered through structured questionnaires and online surveys aimed at Gen Z
employees.

1.4. Population and Sampling Unit

Target Population: Gen Z employees aged 18 to 28 in India, who are either currently working or have
resigned in the past year. This demographic is selected due to their significant presence in early-career
positions and their recent, relevant work experiences.

1.5. Sampling Method
A Convenient Sampling technique will be employed to ensure diverse representation across different
industries, genders, and job levels.

1.6. Sample Size
The study aims to include 150 Gen Z participants, which will provide enough data for a robust
quantitative analysis.

1.7. Research Instrument

A structured questionnaire was crafted, featuring both closed-ended and Likert scale questions. This tool
is designed to gather insights on work responsibilities, reasons for leaving their jobs, feelings of support
from management, preferred work arrangements (remote, hybrid, on-site), recognition, feedback, and the
balance between work and personal life, opportunities for career advancement and mental health
considerations.

1.8. Statistical Tools and Techniques
Descriptive Statistics and Correlation Analysis to investigate the relationships between variables like job
satisfaction and the intention to leave.

VIIL.DATA ANALYSIS & INTERPRETATION
2.1. Descriptive Statistics
The descriptive statistics summarize the key variables in your dataset.

Table 1: Table based on the distribution of Job Satisfaction among the workforce

Factor Average Score (1-5) Interpretation
Flexible working hours 3.32 Moderately positive; room for improvement
Purpose/meaning in work 3.17 Neutral leaning positive; could be deeper
Recognition and feedback 3.05 Neutral; indicates inconsistent experiences
Work-life balance 2.97 Slightly below neutral; emerging concern
Career growth opportunities 2.95 Slightly below neutral; needs attention
Average Score (1-5)
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Table 2: Table showing the distribution of Job Satisfaction among the Gen Z workforce.

Frequency Values Percentage
Very Dissatisfied 33 22
Neutral 33 22
Dissatisfied 31 20.67
Very Satisfied 29 19.33
Satisfied 24 16
Distribution of Job Satisfaction
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Interpretation: The above data reveals how job satisfaction is spread among the respondents. The data
reveals that many workers are not completely satisfied. The highest percentages are in the "Very
Dissatisfied" and "Neutral™ categories, both at 22%. This indicates that a large number of employees are
either unhappy or indifferent in their current jobs. This situation could lead to higher turnover rates.

Table 3: Table showing the distribution of Current Employment Status among the Gen Z

Frequency
Employees on Ro

workforce.
Values Percentage
le 77 51.33
48.67

Resigned in the last 12 73

months
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T T
Resigned in the
last 12 months

Interpretation: The above data reveals the employment status of Gen Z respondents. The data is nearly
evenly divided, with 51.3% of respondents reporting "Employed” and 48.7% stating they have "Resigned
in the last 12 months.” This shows the high turnover rate in this group and emphasizes the need to
understand the factors that lead to it.
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Factor

Work-life balance
Better
compensation
Career
advancement
Positive work
culture
Training &
upskilling
Leadership support

Frequenc
y

64
54
52
o1
49

42

The most dominant retention drivers are:
A healthy work-life balance,

Competitive pay, and

Clear career growth opportunities.
This indicates that to retain this cohort, companies need to prioritize flexibility, fair compensation, and

clear development paths.

Table 4: Table showing the Job Satisfaction vs. Current Employment Status of Gen Z.
Job Satisfaction

Dissatisfied
Neutral
Satisfied

Very Dissatisfied
Very Satisfied

Employed Resigned in the last 12
months

16 15

16 17

14 10

14 19

17 12

Contingency Table: Job Satisfaction vs.
Current Employment Status

BN L QA Employed
S < >
. 5‘9,80 %QJ ré'\‘;\\ 2 ,eé)\\e
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QQ’

months
NN

Resigned in the last 12

Interpretation: This stacked bar chart and contingency table compares the job satisfaction levels among
those who are currently employed and those who have recently resigned. The distribution of job
satisfaction is quite similar in both groups. This indicates that job satisfaction alone does not strongly
predict turnover, as shown by the chi-square test in the initial analysis. Many people who are still
employed report dissatisfaction, and many who have left were not necessarily "Very Dissatisfied." This
suggests that other factors, like poor work-life balance or toxic leadership, might be more direct causes of

resignation.
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Table 5: Table showing the frequency of the Top Reasons people cited for leaving their jobs of Gen

Z.
Reason Number of
Responses
Lack of growth opportunities 28
Toxic leadership 28
Others 27
Inadequate pay 24
Rigid work culture 23
Poor work-life balance 23
Lack of purpose in work 23
Mismatch between expectations and 22
reality
Lack of recognition 21
Responses for the Top Reasons people
cited for leaving their jobs.
100%
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40%
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Interpretation: The above bar chart and its table rank the most frequently cited reasons for resignation.
The data shows that "Lack of growth opportunities” and "Toxic leadership™” are the most common reasons
for leaving, each mentioned 28 times. Other top reasons include "Inadequate pay," "Rigid work culture,”
and "Poor work-life balance.” This graph and table offer important insights for employers, highlighting
the key issues they need to tackle to improve employee retention.

IX. RESULTS AND DICUSSION/ FINDINGS
9.1. Findings and Discussion

o High Turnover Rate: Almost half of the Gen Z participants (48.7%) had quit in the last 12 months,
emphasizing high turnover among this population.

o Job Satisfaction Not a Sole Predictor: Job satisfaction was distributed between "Very Dissatisfied"
(22%), "Neutral" (22%), and "Satisfied" (16%), but chi-square analysis revealed no significant association
between satisfaction and actual turnover.

o Top Reasons for Departure: The top reasons cited for leaving were lack of opportunities for growth
(28 mentions) and toxic leadership (28 mentions), followed by poor compensation (24), demanding work
culture (23), bad work-life balance (23), and lack of recognition (21).

o Cultural and Psychological Factors: Most resignations were attributed to strict structures,
misaligned expectations, and lack of purpose, demonstrating that Gen Z prioritizes inclusive culture,
career growth, and alignment with organizational purpose.

o Flexible Work and Technology: Flexible work arrangements (average score 3.32/5) and purposeful
work (3.17/5) ranked higher than job satisfaction (2.97/5) and career development (2.95/5), indicating that
flexibility, new technology, and purpose are more important than old motivators.

o Leadership & Communication: Toxic leadership and not being recognized were closely linked to
turnover, showing that caring leadership, mentoring, and open communication are essential to retention.
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o Mixed Impact of Job Satisfaction: While most dissatisfied workers remained, others who were
satisfied left, which indicates that turnover is a multi-causal problem and not based solely on satisfaction.

9.2. Suggestions
The companies have to:

o Provide structured career paths, regular upskilling programs, and mentorship to address Gen Z’s
demand for continuous development and advancement.
o They need to promote empathetic and transparent leadership to train managers in emotional

intelligence, ensure open communication, and encourage participative leadership to replace toxic or rigid
management styles.

o To improve the work-life balance to introduce flexible schedules, hybrid work models, and
wellness initiatives to reduce burnout and support mental health, especially in high-pressure roles.

o To Create Inclusive and Purpose-Driven Culture to foster transparency, diversity, and employee
voice while aligning company values with meaningful, purpose-driven work to build loyalty.

o They have to modernize technology and work practices by investing in up-to-date tools, digital
infrastructure, and collaborative platforms to align with Gen Z’s tech-savvy expectations and boost
engagement among them.Enhance Recognition and Feedback Systems

o Shift from yearly appraisals to continuous, real-time feedback and appreciation programs that
strengthen motivation and commitment.
o They have to Leverage Exit Insights for Retention and systematically analyze exit interview data

to identify generational attrition trends and design proactive HR strategies.

9.3. CONCLUSION

The research offers a clear view of what leads to high turnover rates among Gen Z. It confirms that
traditional retention models are out-dated. The main finding is that Gen Z's departure from jobs is not
driven by a single issue like low job satisfaction; instead, it involves a mix of cultural, psychological, and
practical factors.

The results consistently show that Gen Z prioritizes workplace culture, purpose, and professional growth
over typical measures like job security or salary. Issues such as toxic leadership, lack of growth
opportunities, and inadequate pay rank as major reasons for leaving. This cites to a need for employers to
go beyond superficial retention strategies. An unexpected finding reveals that job satisfaction doesn’t
directly relate to job turnover. This suggests that Gen Z will accept some dissatisfaction if their core
needs, like growth and purpose, are met.

To retain Gen Z talent effectively, organizations need to use more personalized and responsive methods.
This means providing clear career paths, offering ongoing feedback, creating an inclusive and flexible
culture, and investing in modern technology and skill development. By adjusting their strategies to match
the unique values and expectations of this generation, companies can increase engagement and foster
long-term loyalty.
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