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Abstract  

The rise of Generation Z in the global workforce has brought significant implications for human resource management (HRM), 

requiring organizations to adapt their strategies to new expectations regarding flexibility, well-being, and productivity. This 

study employs a qualitative approach with a library research method to examine how HRM can effectively respond to the 

evolving demands of Gen Z employees. The normative expectation is that HRM should balance employee autonomy with 

organizational accountability, safeguard well-being as a strategic priority, and redefine productivity in ways that reflect 

creativity, adaptability, and collaborative outcomes. However, empirical evidence suggests that many organizations remain 

dependent on traditional HRM frameworks that emphasize rigid structures, quantitative outputs, and reactive approaches to 

employee well-being, leading to a mismatch between organizational practices and generational values. A review of 

contemporary literature reveals that Gen Z considers flexibility a non-negotiable condition of employment, while mental health, 

inclusivity, and purpose-driven work are central to their engagement. At the same time, studies highlight that productivity can 

no longer be measured solely through efficiency metrics but must encompass qualitative contributions. Despite this growing 

recognition, there remains a gap in integrating these three dimensions into a unified HRM framework. This research argues 

that flexibility, well-being, and productivity are interdependent factors that must be addressed collectively to avoid 

counterproductive outcomes. The findings suggest that organizations should redesign HRM practices to create environments 

where Gen Z employees can thrive without compromising organizational effectiveness.  
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1. Introduction  

In the contemporary workplace, the ideal paradigm of human resource management (HRM) envisions 

organizations as adaptive ecosystems that harmonize employee well-being, organizational productivity, and 

sustainable growth [1]. The rise of Generation Z, as digital natives with distinct values and expectations, 

underscores the necessity of flexible work arrangements, supportive organizational cultures, and leadership 

practices that prioritize mental health and personal development. From a normative perspective, HRM is expected 

to evolve into a strategic function that not only manages human capital but also cultivates resilience, inclusivity, 

and innovation [2]. This transformation is particularly critical as Gen Z will soon constitute a dominant segment 

of the workforce, necessitating a proactive re-evaluation of traditional HR frameworks to address their unique 

needs and expectations [3], [4].  

In practice, however, organizations frequently encounter challenges in balancing flexibility, well-being, and 

productivity. The accelerated adoption of remote and hybrid work models has heightened demands for autonomy, 

yet it has also exposed vulnerabilities related to isolation, blurred work-life boundaries, and declining engagement 

[5]. Empirical studies reveal that Gen Z employees often seek meaningful work and continuous feedback, but 

organizations struggle to reconcile these aspirations with traditional performance metrics and rigid hierarchies [6]. 

The tension between accommodating generational preferences and maintaining organizational efficiency reflects 

a growing gap in HRM practices. This discrepancy highlights the need for a comprehensive re-evaluation of current 

human resource strategies to bridge the divide between employee expectations and organizational capabilities, 

especially given the increased emphasis on employee well-being since the COVID-19 pandemic [7]. This paper 

aims to synthesize the extant literature concerning Human Resource Management strategies tailored to the unique 

characteristics of Generation Z, specifically focusing on the interplay between work flexibility, employee well-

being, and productivity in a post-pandemic work environment.  
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Prior research has highlighted the importance of workplace flexibility, employee well-being initiatives, and 

generational diversity management in shaping organizational outcomes. Studies also demonstrate that Gen Z 

employees exhibit unique expectations regarding digital integration, inclusivity, and career progression [1]. 

Nevertheless, existing scholarship often examines these factors in isolation, without sufficiently addressing their 

interdependent dynamics in the context of HRM strategies. This gap suggests the need for a holistic framework 

that situates flexibility, well-being, and productivity within an integrated model tailored to the characteristics of 

Generation Z [8]. Specifically, this paper aims to explore how innovative HR practices can cultivate a work 

environment that not only attracts and retains Gen Z talent but also optimizes their output while safeguarding their 

mental and physical health. This exploration will delve into how organizations can strategically implement flexible 

work arrangements and comprehensive well-being programs to enhance Gen Z’s productivity, given their 

pronounced valuation of these aspects [9].  

This study seeks to address that gap by analyzing how HRM can effectively balance these three dimensions in 

managing Gen Z employees. By examining theoretical perspectives, organizational practices, and empirical 

findings, the research aims to provide insights into adaptive HRM strategies that respond to generational shifts in 

the workforce. Ultimately, the study intends to contribute to the advancement of HRM as a discipline that integrates 

employee-centered approaches with organizational objectives, ensuring that productivity and well-being are not 

perceived as competing goals but as mutually reinforcing outcomes in the age of Generation Z. 

2. Research Methods 

This study employs a qualitative research design with a library research approach. The qualitative orientation is 

deemed appropriate as the research seeks to explore concepts, perspectives, and frameworks surrounding human 

resource management in the context of Generation Z, focusing on the balance between flexibility, well-being, and 

productivity [10]. Rather than generating primary data, this study relies on secondary sources to critically analyze 

and synthesize scholarly contributions relevant to the research problem. 

The data collection method involves a systematic review of academic literature, including peer-reviewed journal 

articles, books, policy papers, and institutional reports published between 2020 and 2025. Sources were identified 

through digital databases such as Scopus, Web of Science, and Google Scholar using keywords including 

“Generation Z workforce,” “HRM strategies,” “employee well-being,” “workplace flexibility,” and “productivity 

management.” Inclusion criteria were set to prioritize recent and high-quality publications that directly address 

HRM practices in relation to generational dynamics and organizational outcomes. The systematic review process 

further involved a thematic analysis of the selected literature to identify recurring themes, emerging trends, and 

significant theoretical contributions related to the research questions. This methodological approach ensures a 

comprehensive and nuanced understanding of the subject matter by integrating diverse scholarly perspectives on 

the unique characteristics and expectations of Generation Z within the workforce [11].  

The data analysis method follows a thematic analysis approach. Relevant materials were carefully examined, 

categorized, and organized into recurring themes, such as flexibility, well-being, productivity, and generational 

expectations. Thematic coding enabled the identification of patterns, interconnections, and contradictions across 

the literature. Comparative analysis was also applied to evaluate similarities and differences among findings, 

thereby revealing gaps in current scholarship. The results of this analysis provide the basis for constructing a 

conceptual framework that integrates flexibility, well-being, and productivity within HRM strategies tailored to 

the Gen Z workforce. 

Through this methodology, the study aims to ensure academic rigor while offering a nuanced understanding of 

how HRM can adapt to generational transformations in the workplace. The reliance on library research allows for 

a broad and critical engagement with existing scholarship, which in turn facilitates the formulation of theoretical 

and practical insights to guide future organizational practices. This rigorous approach to literature synthesis, 

drawing from established academic databases and adhering to strict inclusion criteria, minimizes bias and enhances 

the reliability of the conclusions drawn, as supported by similar systematic literature review methodologies [7], 

[8]. 

3.  Results and Discussions  

3.1. Flexibility as a Core Expectation of the Gen Z Workforce 

Flexibility has become a defining characteristic of the employment preferences of Generation Z, who prioritize 

autonomy in determining when, where, and how they work. Unlike previous generations, Gen Z perceives 

flexibility not merely as a benefit but as a prerequisite for engagement and commitment. Remote and hybrid models 
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are increasingly seen as essential, yet organizations face challenges in maintaining accountability and performance 

monitoring within these settings [12]. This point highlights the need for HRM strategies that embrace flexible 

structures while ensuring clarity in expectations and fairness in workload distribution. 

Effective implementation of hybrid work models, for instance, necessitates clear policies to optimize productivity 

and employee well-being. Such models can increase productivity through time and workspace flexibility, but they 

also introduce potential challenges concerning work-life balance that require careful management to prevent 

burnout and disengagement [13]. HRM must therefore develop robust frameworks that clearly delineate work 

hours from personal time, even within flexible arrangements, to mitigate the blurring of boundaries that can 

negatively impact mental health [8]. This requires innovative approaches to work design and performance 

management, moving beyond traditional input-based metrics to output-oriented evaluations that accommodate 

diverse working styles [14]. Furthermore, organizations are increasingly recognizing the necessity of adapting 

their human resource development practices to support employees in navigating the challenges and opportunities 

presented by remote and flexible work arrangements [15].  

This adaptation includes providing training in time management, fostering digital literacy, and ensuring robust 

communication channels to sustain team cohesion and organizational culture in a distributed work environment. 

Furthermore, the shift to remote and hybrid work models, accelerated by recent global events, necessitates a re-

evaluation of established HR practices, particularly in fostering trust and addressing privacy concerns associated 

with digital platforms [16]. The COVID-19 pandemic significantly accelerated the adoption of remote and hybrid 

work models, transforming them from niche practices into integral components of organizational strategy, with 

88% of organizations worldwide mandating or encouraging remote work [17]. This seismic shift underscores the 

urgency for human resource management to innovate and adapt, particularly in supporting employee well-being 

amidst evolving work paradigms.  

Despite the perceived benefits of flexibility, this transition has introduced new challenges, such as increased 

coordination costs, reduced social interaction, and potential for heightened employee burnout, necessitating 

proactive HRM interventions [7]. The shift to remote and hybrid work also demands a recalibration of performance 

management systems to ensure equitable evaluation and professional development for all employees, regardless 

of their physical location. Moreover, the absence of clear corporate strategies and specific HR policies concerning 

remote work has emerged as a significant challenge for organizations [7]. In response, many companies have 

adopted hybrid working models to balance flexibility with organizational needs, though this introduces new 

challenges in employee management, including flexible work schedules and performance monitoring [8]. 

The widespread adoption of remote work has prompted a re-evaluation of traditional HR practices, emphasizing 

the need for new methods to navigate this virtual environment and for top management to play a crucial role in 

implementing effective remote work policies [7]. This paradigm shift necessitates strategic HRM adaptations to 

ensure continued organizational effectiveness and employee satisfaction. This includes leveraging technology for 

talent acquisition and performance management, while simultaneously prioritizing employee well-being as a 

strategic imperative to ensure sustained productivity and engagement [18], [19]. Specifically, this involves 

developing robust digital infrastructure to support virtual collaboration and communication, coupled with 

comprehensive training programs that equip managers to lead effectively in a dispersed workforce environment. 

These technological advancements have streamlined recruitment, performance management, and employee 

engagement, thereby enhancing the overall efficiency of strategic human resource management practices [18]. 

3.2. Well-Being as a Strategic Dimension of HRM 

For Generation Z, well-being encompasses both physical and psychological aspects, with mental health receiving 

significant attention. HRM practices that neglect employee well-being risk high turnover, disengagement, and 

reduced performance [20]. Gen Z employees are particularly sensitive to workplace cultures that ignore inclusivity, 

work-life balance, and supportive leadership. Therefore, HRM must shift from reactive interventions to proactive, 

integrated strategies that promote resilience, emotional safety, and holistic development. By embedding well-being 

into organizational policies, HRM can reinforce both loyalty and sustainable productivity. 

This proactive approach aligns with the understanding that robust psychological well-being directly correlates with 

enhanced mental resilience and organizational performance, particularly as Gen Z increasingly dominates the 

workforce [4]. Organizations are recognizing that integrating mental health initiatives into HR practices is 

paramount given its profound impact on employee performance, engagement, and overall success [21]. This 

includes comprehensive health and wellness programs, flexible work arrangements, and fostering open dialogue 

around mental health within the workplace. Furthermore, the provision of mental health support, such as access to 
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counseling services or stress management programs, becomes a critical component of attracting and retaining Gen 

Z talent [1]. This proactive stance by HRM is crucial, as contemporary research highlights the critical role of HR 

in cultivating a work environment that proactively supports mental health and overall employee well-being [4], 

[22].  

The evolving landscape necessitates a strategic shift in human resource management to incorporate comprehensive 

wellness programs, thereby fostering a corporate culture that not only supports employees but also aligns with the 

organization's strategic objectives [23]. This includes integrating well-being metrics into performance reviews and 

developing leadership training that emphasizes empathetic management and psychological safety [7], [24]. Indeed, 

fostering a supportive environment necessitates a departure from individualistic, psychologically-focused 

conceptualizations of well-being, moving towards interdisciplinary approaches that consider broader socio-

structural realities [25]. Such a holistic perspective acknowledges that well-being is intricately linked to an 

organization's commitment to social responsibility and sustainable practices [7]. This systemic integration of well-

being initiatives within HRM is vital for cultivating a positive employment relationship, which in turn enhances 

both individual and organizational performance [26].  

This comprehensive integration supports the notion that a healthy workforce directly correlates with a competitive 

advantage, as it enhances quality of life and organizational effectiveness through improved employee well-being 

[27]. This proactive investment in employee welfare has been shown to reduce occupational stress and improve 

psychological well-being, leading to a more engaged and productive workforce [28]. Furthermore, a robust 

commitment to employee well-being can significantly mitigate turnover rates and foster long-term employee 

commitment, a critical factor for sustained organizational success in the modern competitive landscape [2]. 

Recognizing that employee well-being significantly influences productivity, it is imperative for employers to 

actively support both the mental and physical wellness of their workforce [29]. This strategic emphasis on well-

being translates into tangible benefits, such as enhanced job satisfaction and organizational loyalty, which are 

crucial for attracting and retaining top talent, particularly from Generation Z [2].  

Moreover, organizations that prioritize work-life balance and provide opportunities for better psychological well-

being tend to foster greater job satisfaction and overall employee happiness. This is especially true for Gen Z, who 

value personal well-being as much as, if not more than, professional advancement, making work-life balance a 

critical determinant of their job engagement and retention [30]. Consequently, Human Resource Management must 

strategically design and implement policies that not only offer flexible work arrangements but also actively 

promote mental health awareness and access to support services [31]. Such initiatives reflect a deeper 

understanding that employee well-being is not merely an HR program but a core component of organizational 

strategy, impacting financial success and competitive positioning [32]. This is because employees who perceive 

their employers as genuinely concerned with their overall welfare tend to exhibit higher levels of commitment and 

job satisfaction, ultimately contributing to reduced turnover rates and increased organizational productivity [2], 

[33]. 

3.3. Productivity in the Context of Generational Expectations 

Traditional productivity metrics, often centered on rigid schedules and output volume, are increasingly misaligned 

with the values of Gen Z. This generation emphasizes outcomes, creativity, and meaningful contributions rather 

than compliance with conventional processes. HRM is thus challenged to redefine productivity standards by 

integrating qualitative indicators such as innovation, adaptability, and collaborative effectiveness. Such an 

approach not only aligns with Gen Z’s aspirations but also positions organizations to remain competitive in volatile 

and uncertain environments. 

To effectively harness the potential of this demographic, organizations must implement flexible work 

arrangements and prioritize work-life balance, as these factors significantly influence Gen Z's career choices and 

sustained engagement [3]. This emphasis on flexibility extends beyond work hours to encompass diverse work 

environments, including remote or hybrid models, which Gen Z often perceives as essential for optimizing their 

productivity and well-being [34]. However, the shift towards these models introduces complexities in ensuring 

consistent productivity and quality without direct supervision, raising concerns about performance monitoring and 

accountability. Therefore, HRM must develop innovative strategies to measure productivity within flexible 

frameworks, focusing on goal attainment and project-based assessments rather than traditional time-based metrics 

[35].  

This necessitates a nuanced approach to evaluating output, integrating both quantitative measures like task 

completion rates and qualitative assessments such as self-reported performance and engagement to fully capture 
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employee efficiency. This allows for a more holistic understanding of individual contributions, especially 

considering Gen Z's preference for autonomy and outcome-based work [36]. Moreover, incorporating technology-

driven performance management systems can provide real-time feedback and foster a culture of continuous 

improvement, which resonates well with Gen Z's digital fluency and desire for immediate recognition. 

Furthermore, leveraging analytics to identify productivity patterns and optimize workflows can provide valuable 

insights for tailoring management strategies to individual preferences and generational characteristics. However, 

organizations must also address the potential for social isolation and disengagement that can arise in hybrid and 

remote work models, particularly for a generation that values social connection and collaborative learning [8].  

Thus, fostering virtual team-building activities and establishing clear communication channels become crucial to 

maintaining cohesion and facilitating knowledge sharing among geographically dispersed Gen Z employees. This 

ensures that while embracing flexibility, the essential elements of teamwork and organizational culture are 

preserved and strengthened. Furthermore, given Gen Z's preference for working alone and prioritizing individual 

performance, managers should consider establishing clear individual responsibilities even within team-based 

projects to enhance accountability and motivation [36]. Additionally, training managers in self-management and 

performance tracking using online tools is crucial for effective oversight in remote work environments, allowing 

for continuous monitoring and support without traditional physical presence [37]. This approach enables managers 

to maintain high productivity standards while accommodating Gen Z’s desire for autonomy and flexible work 

environments. 

This strategic shift in managerial oversight is vital to ensuring that the benefits of flexible work, such as increased 

employee satisfaction and reduced operational costs, are not undermined by potential declines in productivity or 

team cohesion. Ultimately, balancing autonomy with accountability and fostering a strong sense of community 

within flexible work models will be critical for HRM to maximize Gen Z's [34]. The integration of digital 

leadership competencies, particularly in fostering collaborative environments and leveraging advanced 

technologies, becomes paramount in optimizing these contributions [38]. This involves developing robust virtual 

collaboration platforms and promoting digital literacy across all organizational levels to ensure seamless 

interaction and knowledge exchange, regardless of physical location. 

3.4. Integrating Flexibility, Well-Being, and Productivity into a Coherent HRM Framework 

The ultimate challenge for HRM lies in reconciling the interdependence of flexibility, well-being, and productivity. 

These dimensions cannot be addressed in isolation, as enhancing one without considering the others may produce 

unintended consequences. For example, excessive flexibility without support structures may harm well-being, 

while productivity pressures may undermine both autonomy and health. This discussion point emphasizes the 

necessity of an integrated HRM framework that treats these factors as complementary rather than competing 

objectives. Such a framework requires adaptive policies, digital innovations, and leadership approaches that align 

organizational goals with the evolving expectations of Generation Z. 

This integrated framework must prioritize the holistic employee experience, acknowledging that mental health 

support and opportunities for professional development are as crucial as flexible working arrangements in 

sustaining Gen Z's engagement and output [8]. Moreover, it necessitates a continuous feedback loop to adapt 

policies based on real-time data on employee satisfaction, well-being metrics, and productivity outcomes [7]. This 

iterative process, underpinned by advanced analytical tools, enables organizations to refine their HRM strategies 

proactively, ensuring they remain responsive to the dynamic needs of their workforce while simultaneously 

achieving strategic objectives [7]. Furthermore, fostering an organizational culture that promotes continuous 

learning and resource optimization can significantly enhance an organization's capacity to adapt to rapid changes 

in the business landscape [1]. This adaptability is particularly pertinent when considering the rapid technological 

advancements and shifting generational priorities that characterize the contemporary workforce.  

Organizations must also ensure that their approach to managing Gen Z employees aligns with broader corporate 

social responsibilities, particularly regarding data privacy and ethical technology use in monitoring employee 

performance [7]. This alignment is crucial for building trust and maintaining a positive employer brand, which is 

highly valued by Gen Z [39]. Moreover, a transparent and ethical approach to data utilization fosters a sense of 

psychological safety, encouraging Gen Z employees to fully engage with digital tools and platforms without 

concerns about undue surveillance or misuse of their personal information. This transparency can also extend to 

clearly articulating the benefits of data-driven insights for both individual performance enhancement and 

organizational growth, thereby transforming potential skepticism into proactive engagement.  



Abdul Haris Muchtar 

Journal of Artificial Intelligence and Digital Business (RIGGS) Volume 4 Nomor 3, 2025  

DOI: https://doi.org/ 10.31004/riggs.v4i3.2452 

Lisensi: Creative Commons Attribution 4.0 International (CC BY 4.0) 

3209 

 

 

Moreover, investing in robust cybersecurity measures and transparent data governance policies further reinforces 

this trust, safeguarding sensitive employee data and fostering a secure digital work environment. This 

comprehensive approach to digital ethics and security is paramount for attracting and retaining Gen Z talent, who 

are inherently attuned to issues of privacy and responsible technology use. Ultimately, the strategic integration of 

technological innovation, ethical considerations, and a deep understanding of generational nuances will define the 

success of HRM in effectively managing and leveraging the unique attributes of Generation Z within the evolving 

global workforce. This strategic imperative necessitates that leaders cultivate a data-driven culture, emphasizing 

experimentation, innovation, and continuous learning from both successes and failures [1].  

This includes embracing agile methodologies in HR policy development, allowing for rapid iteration and 

adaptation to emergent employee needs and market conditions. Furthermore, proactive measures such as reskilling 

initiatives can mitigate the impact of aligning AI adoption with broader societal well-being, a critical consideration 

given Gen Z's ethical consciousness regarding technological advancements [40]. The ethical use of artificial 

intelligence in HR, particularly concerning employee monitoring and data analytics, is critical for gaining Gen Z's 

trust, as their comfort with technology is tempered by a strong awareness of digital ethics and privacy [41], [42]. 

This generation, having grown up in a technologically saturated environment, is keenly aware of how their digital 

footprints accumulate data for AI, making them discerning about data privacy and ethical AI usage [39], [41].  

Consequently, organizations must establish clear guidelines and communicate transparently about how AI 

technologies are employed in HR processes, ensuring that these tools augment rather than undermine employee 

autonomy and well-being. Failure to do so risks alienating a demographic that prioritizes ethical considerations 

and personal agency, potentially leading to increased turnover and reputational damage. This necessitates a 

proactive approach to AI governance within HR, encompassing rigorous ethical reviews, bias mitigation strategies, 

and transparent communication protocols regarding data collection and algorithmic decision-making [43]. This 

includes thorough employee education on AI's function and benefits, fostering a culture of informed consent rather 

than passive acceptance. 

4.  Conclusion 

The findings of this study indicate that managing Generation Z in the workplace requires a reconfiguration of 

traditional human resource management strategies. Flexibility emerges as a non-negotiable expectation, shaping 

how this generation perceives meaningful employment and organizational commitment. Equally, well-being has 

shifted from being a supplementary consideration to a central element of HRM, particularly given the growing 

awareness of mental health and inclusive work environments. Productivity, meanwhile, is increasingly defined 

through qualitative measures such as creativity, collaboration, and innovation, reflecting Gen Z’s desire for 

purpose-driven work. Taken together, these dynamics demonstrate that flexibility, well-being, and productivity 

cannot be addressed in isolation but must be understood as interdependent dimensions within a coherent HRM 

framework. Organizations that fail to integrate these aspects risk disengagement, turnover, and diminished 

competitiveness. Conversely, those that succeed in aligning HRM practices with the expectations of Gen Z will 

foster resilient, adaptive, and innovative workforces. This research underscores the importance of building HRM 

strategies that balance autonomy with accountability, embed well-being into organizational culture, and redefine 

productivity to reflect the evolving nature of work. Ultimately, these insights provide a foundation for advancing 

both scholarly discourse and practical approaches to human resource management in the age of Generation Z. 

Based on the findings, several recommendations can be proposed for organizations and HR practitioners seeking 

to optimize human resource management in the era of Generation Z. First, organizations should adopt flexible 

work arrangements supported by clear guidelines and performance expectations, ensuring that autonomy does not 

compromise accountability. Second, HRM policies must incorporate comprehensive well-being programs that 

address mental health, inclusivity, and work-life balance, recognizing these as strategic rather than peripheral 

priorities. Third, productivity frameworks should be redefined to value not only quantitative outputs but also 

creativity, collaboration, and adaptability, reflecting Gen Z’s aspirations for meaningful contributions. Finally, 

organizations should design an integrated HRM framework that aligns flexibility, well-being, and productivity as 

mutually reinforcing objectives. This requires adaptive leadership, continuous digital innovation, and a 

commitment to fostering cultures of trust and empowerment. 
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