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Abstract

The aim of the study is to fill the gap about generation Z and their expectation on the job surrounding.
Itis also hope to provide employers with information on the necessary training, working atmosphere,
preferred communication and management style by the future employees thus, ensuring the
appropriate preparation to embrace the new generation Z as employees in organizations be it private
or public sector. Since Malaysian do not have much literature on Gen Z, therefore, this study has to
take the US literature on Gen Z statistic.
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Introduction

Generations are defined by Cambridge English Dictionary, the experience and events that all the
people of about the same age within a society or within a particular family. Other, definition is that a
generation is “ldentifiable group sharing birth years, age, place and significant life events at critical
phases of development” (Tolbize, 2008). While, (Bolat, Tamer & Seymen, Oya & Pearl Bolat, Oya &
Kinter, Oguzhan & solid, Yahya, 2018), Generation is described as an recognizable group sharing birth
years, age, place, and significant life events at critical developmental phases, split into five to seven
years: first wave, key group, and last wave.

History has shown that a fresh generation entering the workforce often leads to comparisons
with those who arrived before, along with a great deal of anticipation and predictions that may be
precise, especially about how the generation might disrupt the workforce. As an example, Millennial
were projected to introduce new forms of communication and prioritize the social responsibility of
their employers (Ferri-Reed, 2016), while demonstrating less loyalty to the organizations they serve
(Deloitte, 2016).
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Characteristic of Generation Z

Previous researchers have shown that Gen Z is different from the Millennial as reported by
Ernst & Young (2016) in a survey of 3,200 Gen Z in Brazil, China, Germany, India, Japan, Mexico, UK
and US. It has been identified that Gen Z value “Employers who provide equal pay and promotion
possibilities, possibilities for professional learning and advancement. They also revealed that Gen Z
prefers employers who treat individuals with regard, ethical behavior, fair compensation and
promotion, open and transparent communication and wise company decision-making. Being
independent, self-confident and autonomous are also some of the key characteristics of generation
Z. They are not relying as much on their parents as they were on prior adolescent generations. The
reason for this is that the internet and techniques enable gen Z to begin earning cash much sooner
than their parents.

However, 11% of global respondents, which includes 18% from US indicated that their
caretakers’ work experience had a “very or somewhat negative” impact on the level of trust they
would place in future employers. They also include that poor quality of raises, dislike of job, or dislike
or distrust of boss, colleagues or top-level executives among those negative indicators.

In a second survey of 1,000 adults and 400 teens which examines their mindset behind
changing consumer behavior between millennial and post-millennial Gen Z (Merriman & Velario,
2016) on retail consumption it was also found that Gen Z desire more personalized micro-experience
and feel like “anything is possible” (Merriman, 2016). They are also susceptible to buying online
products because of ease, effectiveness, convenience, better choice and reduced cost (Merriman &
Valerio, 2016). These findings can be applied to consumption of educational resources as well.

For a better understanding of Generation Z and its digitization, it should be noted that "they
were born in the 1990s and raised in the 2000s during the most profound changes of the century in
a world of web, internet, smartphones, laptops, free networks and digital media.” (Singh, Dangmei,
2016, p. 2). "This generation is about to spend its youth and adults in an age of financial and social
renewal” (Sidorcuka, Chesnovicka, 2017, p. 809).

Generation Z Expectations
The Wall Street Journal (2018) reported that a fresh generation of employees who were born after
1995 enter the workforce with their own skills, needs and expectations. These employees are
employees of the Gen Z. While Gen Z's digital natives may have an unprecedented technological
ability, many studies revealed that Gen Z participants voiced fears that dependence on technology
might have impacted other abilities such as communication and problem-solving. (Friedman, 2018).
These abilities can lead to effective relationship construction and drive the accumulation of
tacit knowledge, i.e. process information, customer data, or culture that is passed on through years
of personal cooperation and communication within organizations. This sort of expertise is essential
for the long-term achievement and growth of management of organizations that could decrease if
practitioners lack the abilities to obtain and share it. Many elements of their general talent approach
can be evaluated by organizations, including:

Talent Acquisition
The evolving nature of the job has pushed businesses to reconsider the abilities they seek in hiring
personnel at the entrance level. For example, an organization that has earlier sought applicants with
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particular technical expertise may decide to prioritize applicants who show mental agility to move
between fields and across positions within the organization. There may also be a greater focus on
“STEMpathic” professionals, who can have technical knowledge and cognitive skills (Engelbert &
Hagel, 2017).

Organizations can also reconsider techniques of recruitment. While traditional reviews and
behavioral interviews may continue to be helpful for certain positions, recruitment for employment
that prioritize cognitive skills may be more efficient when integrating experiential techniques.
Competitions, for example, are a helpful way of testing creativity, communication skills and
cooperative engagement, and can enable recruiters to observe interpersonal skills in action.

Deployment and Assignment

According to Deloitte Wall Street Journal Report (2018), many experts are looking for a
multidisciplinary and international focus on their job, hoping that this will generate possibilities for
mobility and a wealth of experiences.

Organizations can assist satisfy this need through the internal and external creation of
structured rotation programs. For example, working with an enterprise partner ecosystem to offer
possibilities for joint rotation and positioning. In addition to these programs, businesses can provide
staff with varied experiences through techniques such as crowd-sourcing, enabling experts to pick up
tiny side projects and learn fresh topics without committing to a shift in role. Organizations can also
use data analytics to assist determine the capacities, experiences and behaviors associated with high
results in particular positions and at different rates.

Culture

Deloitte also claims that, in relation to rethinking talent approach and procedures, company officials
can consider how to incorporate fresh staff into the current culture of the organization and how to
improve that culture. Many experts value flexibility and prioritize well-being in relation to desiring
mobility and growth possibilities. Benefits such as paid time off, family leave, and wellness programs
may be more relevant to staff when placed as part of the broader engagement and culture openly
endorsed by politicians. Many experts expect such programs instead of seeing them as a benefit.
Companies can also evaluate how transparent their cultures are. Many experts can expect open
business strategy discussions and choices, including bad news about product mistakes, layoffs or
competitive threats. Figure 1 Show the shift to future workers for generation Z.

Talent acquisition

Characteristic Generation Z / Deployment and Future
Generation Z Expectation Assignment Workforce

Culture

Figure 1. Diagrams the shifted Generation Z toward future workforce
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Conclusion

In the industry we have multigenerational workforce. Expert has loosely divided the five generations
into the 'builders' (or matures/veterans), 'baby boomers' and the respective generations 'X', 'Y' and
'Z'. Debatable identity is strongly formed by generation than by either gender or religion. Currently
we have three generations involve in the workforce: the baby boomers, generation X and generation
Y. Each generation is labelled with their specific character. All generations bring their own unique
character in the industry. The baby boomers have traditionally worked longer hours and put their
effort all out toward their job. This has made them the workhorses of the profession. Generation X
and Y are defined by a different grasp on technology, mobility and an ideology that seeks a balance
in life. Generation Z (born 1991-2006) is likely to follow in aunty Y's footsteps in terms of behavior. If
the current models of education continue, we can expect our first gen Z to begin work as an intern in
2017 (Mitchell, DA, 2008). Just two years back, it is too early to make conclusion on who is Gen Z. It
is important to investigate their characteristic, expectation, attitude and preference to sustain the
industry or organization relevancy in modern world what they call “Gig Economy”.

Stillman and Stillman (2016) and Ferri-Reed (2016) suggest that employers have to
understand the diversify generations, i.e. Gen X, Y and Z, as their preference and matters of
importance are diverse, therefore, to ease planning and development model and the success of
organizations, it is suggested that employers need to understand Gen Z as they are entering the
workforce today and more will be pouring in soon. With the different characters, experience and
behavior, different generation’s expectation varies. As Gen Z are also known as the “privilege”
generation, therefore, there is a need to explore this generation to see their needs and expectation
to see how it will predict the future of the workforce.
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