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1. INTRODUCTION

The difference in work patterns between the Millennial and Gen Z generations is increasingly a major
concern as the number of Gen Z in the professional world increases. The Millennial generation, who now
occupy many leadership positions, face challenges in managing Gen Z who have just entered the workforce.
These two generations have different characteristics at work, which has the potential to trigger
intergenerational conflicts. These differences can be seen in various aspects, such as leadership style, work
motivation, team dynamics, and the way they interact socially (Yasir et al., 2021).

In addition, there are differences in job satisfaction levels and commitment to organizations between
Millennials and Gen Z. Research shows that these two generations tend to have lower levels of job satisfaction
and loyalty compared to Generation X. However, they have a higher tendency to utilize unions, which is
associated with increased job satisfaction. In addition, perceptions of current socioeconomic status may
exacerbate the negative impact between generations and job satisfaction, while the prospect of future
socioeconomic status improvements may mitigate these impacts (Yin et al., 2022).

In terms of work-life balance, both Millennials and Gen Z consider a supportive work environment,
responsive employer, and career development opportunities as key factors in job satisfaction. They also value
work flexibility, including more flexible hours, annual leave, as well as remote work options to achieve a better
balance (Twenge, 2010). Gen Z tends to be more idealistic in choosing jobs and looking for growth
opportunities, while Millennials emphasize the income aspect as a major factor in job satisfaction (Smith &
Besharov, 2019).

The difference in work value between the two generations is also quite significant. Gen Z is more oriented
towards developing skills that allow them to accelerate career progression, while Millennials prioritize work-
life balance as well as financial aspects, such as salary (Taibah & Ho, 2023). Although there are similarities in
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several factors, such as the importance of a conducive work environment, these differences affect the
organization's strategy in attracting and retaining talent from both generations (Smith & Besharov, 2019)

When it comes to workplace innovation, both Millennials and Gen Z exhibit innovative work behaviors
influenced by work engagement, work-life balance, and applied leadership styles. However, obstacles such as
rigid organizational culture and perceptions of certain generations can hinder such innovation. The
consequences of these innovative behaviors include employee retention, career satisfaction, and psychological
well-being (Sopelana, 2010). Therefore, organizations need to create a work environment that encourages
innovation and adapts management approaches to suit the needs of these different generations.

Despite the growing body of literature on generational differences in the workplace, several gaps remain
unaddressed. Many existing studies primarily focus on general behavioral traits without delving into how
these traits manifest across specific industries, cultural contexts, or organizational structures. Additionally,
while there is substantial discussion on job satisfaction, work values, and leadership preferences, there is
limited empirical research exploring how these generational differences affect long-term organizational
performance and team cohesion. Few studies have also examined the role of digital transformation and remote
work technologies in shaping or bridging these generational divides. Moreover, longitudinal studies that track
changes in generational work patterns over time are still scarce, making it difficult to determine whether these
differences are enduring or simply transitional. Addressing these gaps could provide a more nuanced
understanding and help organizations tailor more inclusive and sustainable workforce strategies.

Overall, understanding the differences in work patterns between Millennials and Gen Z is essential for
organizations to design more effective management strategies. By accommodating these differences,
organizations can improve employee well-being and productivity, while ensuring better integration for new
generations in the workplace.

2. LITERATURE REVIEW
2.1. Definition of Millennials and Gen Z
2.1.1. Millennial Generation (Gen Y)

The Millennial Generation, also known as Gen Y, includes individuals born between 1981 and 1995. They
are a generation that grew up in the era of rapid development of technology and the internet, which
significantly affects the way they communicate and adapt in the work environment (Sopelana et al., 2014).
This generation tends to think of technology as an integral part of their lives and expects organizations to
adapt to their needs as well as preferences (Sopelana, 2010).

2.1.2. Generation Z (Gen Z)

Generation Z, often referred to as iGen, is made up of individuals born between 1997 and 2013. They are
just starting to enter the world of work with behavioral patterns that are influenced by high exposure to digital
technology and social media from an early age (Smith & Besharov, 2019). Gen Z is known to be more
independent in developing skills and relying more on themselves in the learning process (Péli, 2009).

2.2. Main characteristics of each generation
2.21. Characteristics of the Millennial Generation

a) Millennials rely heavily on digital devices in their daily activities, both for personal and professional
purposes (Maloni et al., 2019).

b) They want a work environment that is flexible, transparent, and able to give appreciation for their
contributions (Stewart et al., 2017).

c) This generation prioritizes work-life balance and wants a workplace that supports self-development
(Nticken, 2019).

2.2.2. Characteristics of Generation Z

a) Gen Z is more proactive in seeking information and utilizing digital resources to hone their skills
(Anderson et al., 2017).
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b)  With constant access to information through the internet and smart devices, they have amore technology-
based learning and working style (Gabrielova & Buchko, 2021).

c¢) Gen Z is more focused on job security as well as developing skills that allow them to thrive in the
professional world (Hershatter & Epstein, 2010).

2.3. Organizational Adaptation

Organizational adaptation includes a variety of perspectives and approaches that address how
organizations adapt to changes in the external environment. This adaptation process is often considered a
conscious action taken by members of an organization to reduce the gap between the organization and its
environment, both in economic and institutional aspects (Sopelana et al., 2014). Key concepts in this theory
include terms such as fit, alignment, and strategic change, which come from a variety of theoretical
approaches, including behavioral theory, resource-based theory, and institutional theory5. In addition, this
theory also considers how organizations interact with their context as well as how they maintain, adopt, or
abandon certain organizational patterns (Sabuhari et al., 2020).

2.3.1. Concept of Organizational Flexibility

Organizational flexibility refers to the ability of an organization to adapt to changes in the environment
through a combination of stable elements and a dynamic adaptation process. The structured flexibility model
shows that organizations can maintain an element of hybridity through the interaction between stable
elements, such as paradoxical frameworks and guardrails, as well as an ongoing adaptation process (Sopelana,
2010). In the context of family companies, organizational flexibility plays an important role in determining
their competitiveness and ability to cope with economic and political changes (Péli, 2009). With this flexibility,
organizations can more effectively navigate change without losing key elements of their identity (Sopelana,
2010).

2.3.2. Organizational Adaptation Models in the Face of Demographic Change

Organizational adaptation models that focus on demographic change emphasize the importance of
understanding and adapting to changes in the organization's population as well as the external environment.
The theory of organizational co-evolution explains that strategic and organizational adaptation evolves along
with changes in competitive dynamics, technological advancements, and institutional factors (Sarta et al.,
2021). In addition, organizational adaptation also involves a learning process that can lead to organizational
inertia, which ultimately becomes the basis for the selection process (Sarta et al., 2020). In the context of
demographic change, organizations need to develop strategies that allow them to adapt to shifting populations
as well as deal with the emergence of new forms of organization (Dan et al., 2021).

2.3.3. Millennial vs Gen Z Work Patterns

Millennials and Gen Z show differences in their work characteristics. Today, many Millennials occupy
managerial positions and face challenges in managing Gen Z who are just entering the professional world.
Gen Z is known to be more individualistic and has a high dependence on technology, while Millennials tend
to prioritize teamwork and career development (Schroth, 2019). In addition, Gen Z is more looking for stability
and security at work, in contrast to Millennials who are more optimistic and have higher career expectations
(Anderson et al., 2017).

2.3.4. Work Motivation and Career Expectations

Gen Z's work motivation is influenced by exposure to technology from an early age, which shapes their
expectations of stable work and have a rapid developmental path (Kim, 2018). They are more pragmatic and
prioritize work-life balance, and want security at work. In contrast, Millennials are more driven by work
flexibility and opportunities to grow in their careers.

2.3.5. Preference for Technology and Digitalization

Gen Z grew up in the digital age and is very adept at leveraging technology, which makes them more
adaptable to digitalization in the work environment (Ayoobzadeh et al., 2024). They also often use social media
to search for job opportunities and prefer a flexible work system (Binczycki et al, 2023). Meanwhile,
Millennials are also used to technology, but they are more likely to use it for personal benefit at work (Gulyani
& Bhatnagar, 2017).
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2.3.6. Communication and Collaboration Styles

In terms of communication, Gen Z prefers fast and direct interaction through digital platforms, while
Millennials are more open to face-to-face communication and teamwork (Schroth, 2019). Gen Z also prioritizes
quick feedback and supervision from their bosses, while Millennials value independence and the opportunity
to innovate more (Ayoobzadeh et al., 2024).

2.4. Cross-Generational Management Strategy
2.4.1. Leadership Approach

Effective leadership approaches in managing different generations in the workplace include a variety of
leadership styles, such as transformational, collaborative, team-based, and inspirational leadership.
Transformational leadership, for example, can drive innovation in the organization by increasing strategic
flexibility as well as enriching knowledge within the top management team8. In addition, ethical leadership
also has a crucial role in shaping employees' innovative behaviors by increasing organization-based self-
esteem and implementing flexible human resource management (Wen et al., 2021).

2.4.2. Work Flexibility Policy

Work flexibility policies, including flexible working arrangements (Flexible Work Arrangements or
FWA), has a significant contribution to encouraging innovative behaviors among employees. FWA can serve
as a factor that enables innovation, especially among knowledge-based workers, as well as a mediation
mechanism that is partly influenced by human resources policies (Yasir et al., 2021). In addition, work
flexibility can also increase the level of innovation in organizations by providing the mental space and
diversity needed to create, share, and optimize knowledge (Yin et al., 2022).

2.4.3. Technology and Innovation in the Work Environment

The development of innovation in the work environment is greatly influenced by strategic flexibility and
the use of digital technology. Strategic flexibility acts as a dynamic capacity that allows companies to adapt to
changes in the external environment more quickly, thus being able to drive innovation (Jiang et al., 2023). In
addition, a team that has a flexible work structure and competent leadership can increase the effectiveness of
innovative projects by managing project resources more optimally and meeting the needs of various
stakeholders (Agostini et al., 2023).

3. RESEARCH METHODS
3.1. Types of Research

This study uses a qualitative approach with an in-depth interview method to understand the differences
in work patterns between the Millennial and Gen Z generations. In addition, the study also utilizes secondary
data analysis from academic journals, industry reports, and previous studies to enrich the research findings.

3.2. Population and Sample

The population in this study is employees from the Millennial generation (born between 1981-1995) and
Gen Z (born between 1997-2013) who work in various industrial sectors. Sample selection was carried out by
purposive sampling technique, where respondents were selected based on the following criteria:

1. Employees who have worked for at least one year at the company.

2. Coming from various fields of work, both in the public and private sectors.

3. Have experience working in teams that are made up of different generations.

4. Willing to be interviewed in-depth about their experiences and perceptions related to the world of work.

3.3. Data Collection Techniques
Data collection is carried out through:

a) In-Depth Interviews: Conducted in person or through digital platforms to explore the subjective views of
Millennial and Gen Z employees regarding work patterns, challenges faced, and expectations of the

organization.
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b) Case Study: Using real-world examples of companies that have implemented adaptation strategies to
generational differences to identify best practices that can be adopted by other organizations.

c¢) Secondary Data Analysis: Using sources from academic journals, company reports, and industry
publications to provide a strong theoretical foundation for this research.

3.4. Data Analysis Techniques
The data obtained was analyzed using:

a) Descriptive Analysis: Describe the work patterns, motivations, and expectations of both generations

based on the interview findings.

b)  Thematic Analysis: Identify key themes that emerge from the interview, such as differences in

communication styles, work preferences, and organizational challenges in adapting.

c) Organizational Adaptation Model: Compiles recommendations based on organizational adaptation

theory to help companies manage intergenerational differences more effectively.

4. RESULTS AND DISCUSSION

The results indicate that the Millennial generation prioritizes work-life balance and tends to prioritize
teamwork. On the other hand, Gen Z values flexibility in work more and has a tendency to be independent.
In terms of communication patterns, Millennials prefer direct interaction and group discussions, while Gen Z
prefers digital-based communication that is faster and more efficient. In terms of career expectations, Gen Z
prioritizes stability and a fast career progression path, while Millennials place more emphasis on flexibility
and opportunities for long-term growth. Organizational Challenges in Organizational Adaptation Facing
various obstacles in managing the workforce consisting of the Millennial and Gen Z generations. Some of the
main challenges faced include:

a) Differences in work preferences between the two generations often lead to misunderstandings within
the team, especially regarding communication styles and work approaches.

b)  Not all organizations have the infrastructure and systems in place to support the adoption of flexible
working, although Gen Z increasingly expects more flexible policies in their work environment.

Organizational Adaptation Strategy In the face of these various challenges, organizations can implement
several strategies to improve the effectiveness of cross-generational work, including:

a) Implement a hybrid work system that can strike a balance between flexibility and a clearer work
structure.

b)  Utilizing various digital platforms to facilitate communication and cooperation between generations in
a work environment.

C) Develop a leadership model that can accommodate differences in generational characteristics by
providing space for innovation and flexibility in the work system.

5. CONCLUSIONS

The results of this study reveal that the difference in work patterns between the Millennial and Gen Z
generations affects the organization's adaptation strategy. Gen Z emphasizes flexibility and independence at
work, while Millennials prioritize work-life balance and teamwork. These differences in characteristics pose
challenges for organizations in managing the workforce effectively and designing policies that can
accommodate the needs and preferences of both generations.

Having both Millennials and Gen Z in the same workplace presents valuable opportunities for
organizations to harness diverse strengths and create a dynamic work environment. To leverage this
multigenerational workforce, organizations can implement hybrid work models that offer both flexibility and
structure —catering to Gen Z’s desire for autonomy and Millennials’ emphasis on balance. Cross-generational
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mentoring programs can also be introduced, where Millennials in leadership roles guide Gen Z employees,
while also learning from Gen Z's digital fluency and fresh perspectives. Encouraging collaboration on
innovation projects and inclusive decision-making can enhance creativity and productivity. Furthermore,
organizations can benefit from designing employee development programs that are personalized —offering
career advancement opportunities and skill-building pathways that appeal to Gen Z, alongside wellness and
financial planning resources that align with Millennial priorities. By fostering mutual understanding and
respect between the two generations, organizations not only reduce potential conflicts but also create a
cohesive, future-ready workforce.
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