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Abstract. Research on Generation Z is more specific about self-concept and
adaptation interaction in Generation Z carried out in the workplace. This article is
to determine and describe the effect of the post-millennial (Generation Z) in the
future and to explain self-concept in generation Z employee communication on the
work environment. The review involved articles published from 2016–2021. The
method is a systematic literature review with 18 articles researched. Generation
Z has different characteristics from the previous generation in accordance with
the development of technology and communication. Managers in an organization
must be able to provide guidance for Generation Z to be able to have a strong
character in dealing with dynamics or situations that sometimes do not match
their personalities.
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1 Introduction

Today’s workforce has been dominated byGeneration Z. According to the PewResearch
Center, this generation is the first to be truly “digital native”, and its members are more
educated than previous generations [28]. Symbolic interaction theory shows that it has
three assumptions according to Ralph La Rose and Donald C. Reitzes (1993) in [1]
underlying interactions, including (1) The importance of meaning for human behavior;
(2) The importance of the concept of self; and (3) the relationship between individuals
and society. One of the important things is to understand that self-concept is important
in everyday life, one of which is in the workplace. According to [2], self-concept is a
picture of self-perception in the form of beliefs, feelings, and attitudes about values that
are recognized by individuals as their characteristics. The composition of self-concept
is formed from various experiences gradually.

According to a recent report from Bank of America (BofA), Gen Z will be the most
disruptive generation in history. They are now entering the workforce for the first time,
and BofA says their income will surpass that of millennials by 2031. Their income
will increase with ‘The Great Wealth Transfer’ from the older group. But it will only
make them more consumptive [29]. Burke’s study for the Society for Human Resource
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Management found that 58 percent of human resource management (HR) professionals
in organizationswith 500ormore employees reported conflict betweenyounger andolder
workers, due to their differing perceptions of work ethics and life balance requirements
work [3].

The global workplace will evolve dramatically from the current generational makeup
to one where older generation continue to retire end masse, allowing Generation Z, the
youngest generation of this century, to participate. It is important not only to forecast but
also to understand this anticipated demographic transformation, including how dynamic
these changes are, their implications forworkplace interactions between generations, and
howwork will be organized in the future[4]. Understanding the generation gap is critical
to understanding employee engagement, motivating adversity, and job expectations[5].

A survey conducted by Mind Share Partners, SAP, and Qualtrics shows that around
50 percent of millennials (ages 23–38) and 75 percent of Generation Z (ages 18–22)
choose to leave the workplace if work makes them anxious and depressed. This is in
contrast to the older generation, aged 55–73, for whom only 10 percent opted out for
reasons of mental health aspects. The survey also found a close link between mental
health and work productivity. About 61 percent of the participants involved said mental
health had an effect on work performance. Then, 37 percent of participants reported that
their social environment affected their mental health [31].

The report, published in the Harvard Business Review, showed 60% said they had
experienced symptoms of a mental health disorder in the past year. However, only 20%
of all respondents said they left their jobs because of it. Millennials are three times
more likely to experience anxiety and Gen Z are four times more likely, compared to
baby boomers [33]. As many as 76.7% of Gen Y only choose to stay 1–2 years in their
workplace before deciding to change jobs. In contrast, Gen Xers have a much higher
level of loyalty to their jobs. Different from gen X and Y, gen Z employees have the
lowest level of loyalty to their jobs, A total of 57% [27].

PR Newswire with Monster Worldwide conducted a 2016 survey of multigenera-
tional people in the United States in terms of looking at careers and jobs, including
Generation Z. One of the conclusions, money and ambition are the engines that drive
Gen Z. in looking at work and their own career. Interestingly, if Millennials prioritize
performance improvements such as playing facilities, sleeping, and other stress relievers
to be in the office, Gen Z shows different symptoms. There are three priorities that Gen Z
sees in their workplace: health insurance (70%), competitive pay (63%), and a respectful
boss (61%). Meanwhile, on average, all generations prioritize health insurance (68%),
competitive salary (59%) and respect from the boss (60%).

For generation Z opportunities to change jobs, Gen Z enjoys face-to-face interactions
at work, even in the digital age. When asked to choose from a selection of “names” to
best describe their generation, a plurality (29%) chose “digital generation”, but more
than half (44 percent) also prefer to interact with their team or co-workers face-to-face,
and 75 percent prefer to receive feedback from their manager directly. Only 17% like
to get comments using technology. When compared to text (16%) or email (9%), 39
percent prefer to communicate with their team or company in person. Hands-on training
and in-person first-day orientation are preferred by 43% [6].
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Melisa Soentoro as Principal, Advisory, Korn Ferry Indonesia said the survey results
show that two-thirds of respondents or 60% believe that Gen Z is more optimistic about
the future compared to the millennial generation. [32]. Gen Z is not a different “species”
from previous generations who have entered the workforce. However, they work in a
completely different way from the previous generation [7]. Generation Z seems to have
different demands andmotivators fromprevious generations.When this generation enters
the workforce, it will bring its own set of needs. It is very important for organizations
to understand what is important to Generation Z before building a corporate culture and
workplace to gain a distinct advantage in the hunt for talent from Generation Z, which in
turn will sustain the growth of the organization and ensure that the organization remains
at its best [8].

2 Method

The strategy utilized in this study is a systematic literature review based onKitchenham’s
[9] original criteria. In the years 2016 to 2021, researchers did amanual search for confer-
ence proceedings and journal papers. This is because academics are interested in learning
about the conditions over the previous several years as a result of the advancement of
Gen Z research. Table 2 lists a number of journals and conferences. The publication was
picked because it has used empirical research methodologies and is credible enough to
be used as a source for additional research. Researchers have reviewed existing journals
and proceedings and found them to be possibly relevant.

2.1 Data Collection Technique

The method used by researchers in collecting data is as follows:

1. Search for journal articles on Google Scholar;
2. Perform validation based on pre-determined criteria;
3. Researchers will enter the journal articles and proceedings into the Mendeley

application if they meet the requirements.

2.2 Types of Research Questions

Researchers make the following types of research questions:
RQ1 How is Generation Z’s self-concept and adaptation in the workplace?
RQ2 What are the problems between Generation Z and other Generation?
RQ3 What are the challenges of Generation Z in the future?

2.3 Search Strategy

Researchers conducted a manual search process for proceedings from certain confer-
ences and journal papers in 2016–2021. This is because researchers want to know the
conditions for the last few years from the development of research on Gen Z. Selected
journals and conferences are shown in Table 2. The journal was chosen because it has
used research methods with empirical studies and is reputable so that it can be used as
a source for further research. Existing journals and proceedings have been reviewed by
researchers and are potentially relevant.
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Table 1. Inclusion Criteria and Exclusion Criteria

Criteria No Description

Inclusion 1 The data to be used are journal articles and proceedings published in
2016–2021

2 Data is taken from international reputable journals and/or accredited by
SINTA

3 Data obtained through scholar.google.co.id/

4 Journals obtained by keywords related to Generation Z

Exclusion 1 The communication sought is self-concept and interaction adaptation

2 The sector under study is the communication sector

3 Thesis and Thesis are not included in the reviewed literature

Table 2. Research Results on Generation Z

Research Title Results

Workplace Preference of Generation Z:
A Review and Research Agenda [10]

Recruitment and retention of this generation without
proper understanding will affect the sustainable
progress of the organization.

Phenomenology of Communication of
Generation Z in Pekanbaru [11]

In Pekanbaru, they use informal intonation
nonverbally, follow the latest fashion trends, and use
social media to express themselves.

Generational Differences in values and
attitudes within the workplace [5]

Failure to understand generational differences in the
workplace may have negative organizational effects
such as inefficient communication, intergenerational
conflict, poor attitudes towards coworkers, and
decreased morale, productivity, and civic behavior.

Factor Influencing Gen Z Preferred
Working Environment in Malaysia [12]

Organizations should promote the concept of
learning in the workplace, where people learn while
doing their jobs. Second, create a plan for
organizational learning that encourages people to
master learning. Finally, build a flexible and organic
learning structure within the organization.

Y and Z Generations at Workplaces
[13]

The cooperation of different age groups can provide
not only conflict, but also positive results for the
organization, where the implementation of additional
HR has an important role.

Differences in Work Expectations of
Generation Y and Generation Z: An
Empirical Investigation in Croatia [14]

Generations Y and Z will eventually work together in
the same office, so understanding each other’s hopes,
ambitions and backgrounds will be critical to their
effective collaboration.

(continued)
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Table 2. (continued)

Research Title Results

Generation Z work values: A
cross-national analysis [15]

When it comes to Gen Z’s preference and value for
jobs, country is an important factor. The learnings
and visible results seem to appeal to almost everyone;
however, there is significant variation in which all
other work scores are assessed among the four
country groups.

Bridging the Gap: How the
Generations Communicate [16]

A generation does not have a negative perception of
one another, but a fear that they will be viewed
negatively by future generations and act accordingly.

Understanding the Attitude of
Generation Z Towards Workplace [8]

Generation Z seems to have different needs and
motivations from previous generations. Gen Z
attitudes and preferences from the existing literature
can anticipate and develop a suitable work
environment for them so that it will improve
organizational performance.

How to Incorporate Technology in The
Workplace for Gen Z Employees [17]

The impact that Gen Z has on their workplace, as
well as the future of the company and employee
engagement, depends on several things, including: 1)
providing them with professional career guidance; 2)
Facilitating communication by keeping
communication channels open; 3) Recruit and retain
Generation Z employees.

Generation Z and Its Perception of
Work [18]

Generation Z does not like working alone and prefers
to work in groups in open offices. Generation Z is
always looking for ways to improve, expects to be
mentored by superiors, and wants to build positive
working relationships. In addition, Generation Z has
strong security demands, which can be seen from
their desire for stable jobs with good compensation.

Relationship between Transformational
Leadership Style and Internal
Communication with Generation Z
Employee Performance at Tech
Company [19]

Company leaders can use a transformational
leadership style by setting ethical examples in their
behavior, earning the trust and respect of their
employees, instilling pride in them, and
communicating a vision that attracts and inspires
them.

Are You Ready for Gen Z in the
Workplace? [20]

Managers must now understand not only how to best
manage inexperienced young employees, but also the
characteristics of the generation affected by their
experience. Understanding their behavior and the
unique needs they have at work will result in greater
integration and mutual success for new employees.

(continued)



840 M. Fadilah et al.

Table 2. (continued)

Research Title Results

Changes in Communication Behavior
of Millennials and Generation Z in the
Digital Age [21]

The behavior of the millennial generation and Gen Z,
which was originally interactive before using
communication devices, has become passive after
using communication devices, thus hampering
effective communication between them.

Generational Effects of Workplace
Flexibility on Work Engagement,
Satisfaction, and Commitment in South
Korean Deluxe Hotels [22]

Employees are more engaged and satisfied with the
organization and their work when they are aware of
workplace flexibility, which leads to organizational
effectiveness; Employee engagement in the
workplace has a beneficial impact on satisfaction;
and Employee happiness has a beneficial impact on
employee commitment.

Intergenerational Cooperation at the
Workplace from the Management
Perspective [23]

Organizations fear that if they do not manage
generations adequately, tensions will arise among
generations of employees, resulting in the departure
of younger individuals (loss of potential) and
rejection of older employees.

How Millennials, Gen Z, and
Technology are Changing the
Workplace Design? [24]

The entry of young people into the workforce has a
greater impact on business setting, communicating
and running a business. There is a responsibility in
workplace design to respond to these changing needs
in an environment that empowers both individuals
and companies.

2.4 Inclusion and Exclusion Criteria

At this stage, several criteria will be determined from the data that has been found
previously so that it can produce quality data. Journal articles that meet the requirements
are included in the Inclusion Criteria, and those that do not are selected in the Exclusion
Criteria.

2.5 Quality Rating

In SLR research, evaluation of the data that has been found can use the quality assessment
criteria as below:

Qa1 Are the journal articles and proceedings used as sources an international
reputable journal and/or SINTA accredited?

Qa2 Is the article a communication research?
Qa3 Is the article related to the concept of self and the adaptation of interactions in

it?
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2.6 Data Analysis

Journals that have been obtained by researchers will go through analytical procedures
to produce answers to research questions that have been made previously. The articles
to be analyzed are in the following scopes:

1. Self-concept and adaptation of Generation Z interactions in the workplace;
2. An overview of the problems of Generation Z in the workplace;
3. Challenges that Generation Z will face in the future.

3 Result and Discussion

Researchers searched for data sources through Google Scholar. The journals that the
researchers managed to collect were 40 journals. The publication year of publication
ranges from 2016 to 2021. After going through the selection process in inclusion and
exclusion as well as quality assessment, the remaining journals are 17 journals.

3.1 Generation Z Interaction Problems with Other Generations at Workplace

Gen Z will not respect their manager if they feel they are not valued. Not appreciating
means not listening to or belittling their ideas. They will also perceive employment
decisions as unfair if they do not fully understand the processes and procedures used
to make those decisions, such as project assignments and promotions. This is not new
to Gen Z, as research in the field of procedural justice shows that perceived procedural
fairness and how one is treated greatly influences one’s job satisfaction, performance,
commitment and trust, and self-esteem [20]. Generation Z norms are different from the
norms of previous generations. Generation Z was born in the world of technology and
they feel comfortable in that world, so it is very important for them to be surrounded by
that environment. The virtual world is a natural thing for them, but many of them are
unable to adapt their online life to their offline life. They feel that there is an irreconcilable
gap between reality and desire, and they feel an uncertain state [13].

Lack of experience in interpreting verbal communication that occurs because most
rely on social media makes them somewhat less able to speak directly (oral). Meeting
many people at an event even makes them uncomfortable because they tend to prioritize
privacy, live on social media, take selfies without caring about heir surroundings, even
laugh to themselves while eating at restaurants. Furthermore, verbally, this generation
tends to use informal language and has difficulty in expressing their intentions. They
usually speak unconventionally and like to abbreviate words and phrases. Nonverbally,
Generation Z has a lot of slang [11].

3.2 Generation Z’s Future Challenges

Different generations have different preferences for jobs andworkplaces. It is very impor-
tant to understand the preferences of Generation Z so that appropriate communication
channels can be developed and a positive work atmosphere can be established [25]. A
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generation needs to take care of its employees. They should strive to make employee
schedules as flexible as possible at the organizational level, and establish practical poli-
cies. Concrete regulations, such as providing training for the division of work between
two ormore employees, empoweringmembers tomanage flexible schedules and opening
up easy communication channels are needed [22].

Other research conducted by [26] shows that millennial employees (Generation Y)
have many of the same expectations and demands as their older coworkers. Gen Y
employees won’t be the only problem businesses will face in the workplace. Employ-
ees of the post-millennial generation (Generation Z), as well as other factors such as
global economic challenges, political issues, and the fourth industrial revolution, all
cause upheaval in different workplaces. The findings of research conducted by [15],
this exploratory study reveals that nationality is a significant differentiator in terms of
Gen Zwork value preferences and attractiveness. Learning and visible outcomes seem to
appeal to almost everyone; however, there was significant variation in how all other work
scores were assessed across the four country groups. These findings highlight the need
to manage diversity in multinational companies, as well as a complete understanding of
value variations across global employees.

4 Conclusion

Generation Z currently dominates the number of employees in the current workforce.
They work at a time when technology and communication are developing. Therefore,
managers in an organization must be able to provide guidance for Generation Z to be
able to have a strong character in dealing with dynamics or situations that sometimes do
not match their personalities. Gen Z has a personality that is quite good at dealing with
change. However, they still need to be nurtured in terms of responsibility and risk. So
that they will remain strong in the face of competition in the future.
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