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Abstract 

The purpose of this paper is to examine the relationship between career development, work-

life balance, and workplace design, with a particular focus on millennials' work engagement. 

This study aimed to examine factors that engage millennial employees, who work in the private 

sector in India during the post-pandemic phase. A quantitative research design was used in this 

study and primary data were gathered using an online survey questionnaire. A random 

sampling method was adopted for data collection and 133 respondents were gathered. Findings 

revealed that while there is a positive relationship between millennial employee engagement 

with career development and workplace design, the association between work-life balance and 

millennial employee engagement was found to be insignificant. As the subject of study is still 

new, this study would contribute to the existing literature and the theories of millennial 

employee engagement in the Indian setting. It is, however, essential to note that the findings 

are based on limited responses and hence there cannot be any generalisation. Focusing on 

developing a strategy to promote engagement amongst employees at the workplace, especially 

after the post-pandemic amongst the millennials to enhance their work engagement. 
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1.0 Introduction 

In the modern and progressive workplace, three generations of the workforce, i.e., Baby 

Boomers, Gen X, and Gen Y have established their footprints with significant impact on almost 

all industries. With baby boomers’ retirement and Gen X inching towards retirement, the Gen 

Y, otherwise known as the Millennials, are taking over. Therefore, it is an utmost importance 

to understand the differences between generations and the distinct ways of engaging them. 

Otherwise, misunderstanding of behaviour and thought patterns can be very detrimental to 

employee performance and organisational growth.  

Past studies have investigated the relationship between millennial employee engagement and 

career development, work-life balance, and workplace design (Patil & Peshave, 2020; 
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Waworuntu, et.al., 2022; Alam, et.al., 2019). However, there is still a dearth of literature on 

millennial employee engagement in the post-pandemic phase. This study was intended to fill 

the gap by examining factors that can keep millennial employees consistent in working with 

an organisation, even in the context of changing corporate scenarios post covid. Findings from 

this study will aid managers, specifically in the HR department with an understanding of how 

millennials have influenced the disciplines of management and are becoming the cause of a 

full-scale overhaul in traditional approaches. 

1.1 Millennial Employee Engagement 

Employee engagement is the extent to which employees are committed to their organisation, 

how hard they work, and how long they stay in the organisation, because of the commitment 

(Hurtienne et.al., 2021). Engagement occurs when employees are willing to contribute their 

effort which drives them toward attaining organisational goals (Kwon & Kim, 2019). Engaged 

employees are more diligent, highly motivated, and fully immersed in their jobs (Ana, 2021).  

The level of engagement among Gen Y arouses many concerns, especially in the context of the 

observed tendency to give up jobs (Rahmawati & Antonio, 2022) and this is becoming 

increasingly significant because Gen Y employees’ engagement is low, and they lack 

motivation for hard work (Mendryk, 2018). There is a higher possibility for millennials who 

display their innate phenomenon of hopping jobs frequently, to cooperate with their colleagues 

and co-employees and are looking forward to spending quality time, if they are well engaged 

(Pandey, 2019). A study by Na-Nan (2021), found that there is a positive interaction between 

employee engagement and commitment to the organisation. 

Ramli & Soelton (2019) claimed that millennials focus on a career that provides them not only 

flexibility in their day-to-day life but also contentment in performing a job. In addition to that 

Emilisa (2022) found that employees feel engaged and committed to the organisation only if 

there is a prospect for self-development and career development. While on flexibility, 

Mahmoud (2021), reported that millennials have purportedly seen their boomer and Gen X 

parents work long hours, only to fall victim to corporate downsizing, frequent layoffs, and a 

high divorce rate. As a result of this, Puspitasari and Darwin (2021) discovered that millennials 

are more prone to negotiating the terms under which they work, and demand work-life balance 

at every stage of their careers. 

1.2 Characteristics of Millennial Employees 

Millennials are labelled as flexible, adaptable, and most tech-savvy among the current 

generations in the workplace (Haasan, et.al., 2019). Digital natives as the millennials are 

otherwise known, are influenced by external factors including culture, education, and political 

and legal elements while the internal factors consist of family background and social 

interactions which are both distinct and different from the previous generations (Pasko, et.al., 

2020). Millennials are increasingly interested in looking at the company’s values and mission 

and want to work for those firms that go beyond simply making money. 

The millennials are a generation that has witnessed their predecessors - the baby boomers and 

Gen X experience utmost burnout and subsequently, stress because of work pressure. With 

regard to this, they are more likely to negotiate the terms under which they work and demand 

work-life balance at every stage of their careers (Waworuntu, et.al., 2022). A high turnover in 

millennial employees is evident where 70% change their job within two years after joining 

(Aponsu, et.al., 2021). Millennials are easily dissatisfied with their work but are extremely 

tough to be engaged.  
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Additionally, they do not like to be directed have a low tolerance for less-than-challenging 

work, and often perform poorly in high-volume and non-stimulating work (Sessoms-Penny, 

et.al., 2022).   

As for the Indian setting, the millennial employees at the workplace are different from their 

previous generations and are more concerned about their personal growth along the corporate 

ladder (Bhatia, et.al., 2022). In a country like India, the imminent retirement of many boomers 

is leading to a crisis of employees in most organisations, requiring employers to recruit and 

engage the younger generations who hold significantly different values and expectations of the 

generation of workers that preceded them. Also, some studies argue that Indian millennials 

expect their employers to judge them based on their skills and creativity and prefer doing tasks 

by themselves (Menon & Paul, 2019).  Indian millennials expect their organisation to make 

full use of their skills and they prefer to get their job complete the task on their own rather than 

having to collaborate. 

1.3 Post-Pandemic Phase 

Some major changes were brought about with regard to the conventional approaches in the 

workplace in the light of the COVID-19 pandemic. Work from home took over the traditional 

methods, with many work processes occurring through the internet and digital means (Gangwar 

& D’costa, 2021). Work from home has become mandatory overnight with little or no 

preparation given to employees. Software and applications such as Zoom, Skype, and MS 

Teams have replaced physical workspaces, face-to-face interactions, and collaborations 

(Rakovic. et.al., 2022).  

This drastic shift in work paradigms evolved as an overwhelming change for most employees 

that led to a significant impact on corporate cultures. While the progressive workplace did have 

a digital workspace in place even pre-pandemic, their use and acceptance were considerably 

limited only to a handful of organisations. 

In the wake of post-covid, organisations are now vigorously required to focus on hybrid modes 

to deliver digitally so that time and place do not constrain the employees as the accelerated 

digital trends and accessibility that were developed during the pandemic (Trenerry, et.al., 

2021). This phenomenon forms the contemporary work culture in the post-pandemic phase. 

The shift from traditional to unconventional approach is substantially evident in the private 

sector in the Indian context with significant advantages and challenges. Practices that were 

once debated and considered to be employee-friendly policies such as work-from-home, virtual 

teams, and collaborations became mandatory practices causing overwhelming anxiety to the 

unequipped employees (Andrade & Lousa, 2021). 

This phenomenon only added to the existing challenges of engaging millennial employees. 

Even in the post-pandemic phase, employee engagement was found to be steadily decreasing 

(Surma, et.al., 2021), with many employees refusing to resume onsite work instead of hybrid 

and online methods (Uru, et.al., 2022).  

2.0 Methodology 

The motivation of the study is to investigate the post-pandemic employee engagement among 

millennial employees within the Indian private sector. Primary data was gathered through a 

survey questionnaire which was circulated to the respondents through the internet and 

electronic media. A total of 133 responses were gathered and the respondents were between 

the age range of 25-42 years old. Predictors used in this study were career development, work-
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life balance, and workplace design, to predict employee engagement amongst millennials in 

India.  

To measure the predictors, i.e., career development, work-life balance, and workplace design 

5 items were used. There were also 5 items used to measure employee engagement. All the 

measurements were taken through a 5-point Likert scale. Items for career development were 

adapted from Brusoni (2012) and items for work-life balance were adopted from Swarnalatha 

(2013). While items for workplace design were adopted from Sultan, et.al., (2016) and items 

for employee engagement were adopted from Mohsen (2016).  

Probability techniques were employed in this study. As such, the survey was conducted using 

a simple random sampling. This technique gave an equal chance to the target population to be 

selected, in completing the questionnaire. This technique has helped to obtain valid and reliable 

information from the respondents as there was no selection of respondents to give a 

manipulated response. 

3.0 Findings 

For the demographic profile, out of the 133 respondents, 74.4% of the respondents were from 

South India while 25.6% were from North India. 63.2% were male while 36.8% were female. 

On age statistics, 23.3% were between the range of 25-29 years old, 22.6% belonged to the age 

range of 30-34years old, 25.6% belonged to 35-39 years old, and 28.5% belonged to the age 

range of 40-42 years old. For the statistics on work experience, 14.3% of the respondents had 

less than 3 years of experience, 13.5% had 3-5 years of experience and 72.2% had more than 

5 years of experience. For the designation in their current organisation, 12% of the respondents 

did not answer while 21.1% belonged to junior management. 33.8% belonged to mid-

management, 27.8% belonged to senior management and 5.3% belonged to specialists. 

A reliability test was conducted on the data to ascertain the internal consistency of scale with 

the samples. Findings from the reliability test showed that the Cronbach Alpha for the 

dependent variable – millennial employee engagement is 0.900 which indicates good internal 

consistency. As for the IVs, the Cronbach Alpha of career development is 0.868, work-life 

balance is 0.309 and workplace design is 0.923 which shows a reasonable consistency (Sekaran 

& Bougie, 2016).  

A correlation analysis was conducted to analyse the strength and direction of the linear 

relationship between the predictors and dependent variable (Gogtay & Thatte, 2017). The 

results are presented in Table 1 below: 

Table 1: Results of the Pearson Correlation Analysis 

Correlations 

 CD WB WD ME 

CD Pearson 

Correlation 

1 .057 .492** .655** 

Sig. (2-tailed)  .513 <.001 <.001 

N 133 133 133 133 

WB Pearson 

Correlation 

.057 1 -.056 .085 

Sig. (2-tailed) .513  .520 .330 
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N 133 133 133 133 

WD Pearson 

Correlation 

.492** -.056 1 .550** 

Sig. (2-tailed) <.001 .520  <.001 

N 133 133 133 133 

ME Pearson 

Correlation 

.655** .085 .550** 1 

Sig. (2-tailed) <.001 .330 <.001  

N 133 133 133 133 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Gogtay & Thatte (2017) defined the scale of the correlation coefficient as follows – 

• 0 to 0.19 – Very Low Correlation 

• 0.2 to 0.39 – Low Correlation 

• 0.4 to 0.59 – Moderate Correlation 

• 0.6 to 0.79 – High Correlation 

• 0.8 to 1.0 – Very High Correlation 

From the above table, the correlation coefficient between career development and millennial 

employee engagement is seen to be 0.655 indicating a strong correlation of 65.5%. As the p-

value is <0.001 which is less than the significance value of 0.05, the correlation is statistically 

significant. Similarly, the correlation coefficient between work-life balance and millennial 

employee engagement is 0.085 indicating a weak and low correlation of 8.5%. Moreover, as 

the p-value is greater than the significance level of 0.05, the correlation is not statistically 

significant. Likewise, the correlation coefficient of workplace design and millennial employee 

engagement is 0.550 indicating a moderate correlation of 55%. As the p-value is <0.001 which 

is less than 0.05, the correlation is statistically significant.  

A multiple regression analysis was also conducted to examine the relationship between 

variables used in the study and estimate the extent to which variables are related to each other 

(Uyanik & Guler, 2013). The R-Square results are shown in Table 2 below: 

Table 2: Model Summary 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .709a .503 .491 .53474 

a. Predictors: (Constant), WD, WB, CD 

Results for the R-Square indicated a value of 0.503. That means a 50.3% variation in millennial 

employee engagement is explained by career development, work-life balance, and workplace 

design in the Indian private sector in the post-pandemic phase. The remaining 49.7% variation 

may be explained by other factors or predictors that have not been used in this study. 
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The model fitness test for this study resulted in an ‘F’ value of 43.475 and the p-value is<0.001 

which is less than the significance level of 0.05, indicating that the fitness level is adequate as 

shown in Table 3.  

Table 3: Model Fitness Value 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 Regression 37.294 3 12.431 43.475 <.001b 

Residual 36.887 129 .286   

Total 74.181 132    

a. Dependent Variable: ME 

b. Predictors: (Constant), WD, WB, CD 

    

Table 4: Beta Results of the Variables 

Coefficients 

Model Unstandardized 

Coefficients 

Standardiz

ed 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) .490 .401  1.220 .225 

CD .488 .070 .499 6.965 <.001 

WB .095 .080 .074 1.184 .239 

WD .324 .075 .309 4.308 <.001 

a. Dependent Variable: ME 

     

From the above table, it was found that millennial employee engagement is explained by career 

development and workplace design favourably while work-life balance is only explained at a 

minimum towards millennial employee engagement.  

As shown in Table 13, the Beta value of career development is 0.488 and the p-value is less 

than 0.001 which is less than the significance value 0.05. It can therefore be said that the 

relationship between career development and millennial employee engagement is positive and 

statistically significant. Additionally, the Beta value of workplace design is 0.324 and the p-

value is less than 0.001 which is less than the significance value of 0.05. Therefore, the 

relationship between workplace design and millennial employee engagement is positive and 

statistically significant. However, the Beta value of work-life balance is 0.095 and the p-value 
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is 0.239 which is greater than the significance level of 0.05. Hence there the relationship is 

weak and not statistically significant. 

4.0 Discussion 

The results from the study indicated that career development and workplace design are 

positively correlated with millennial employee engagement in the Indian private sector proved 

by the Beta (𝛃) standardised coefficient value. The findings support the hypotheses that career 

development and workplace design influence millennial employee engagement in the post-

pandemic phase in the Indian private sector. However, a low correlation exists between work-

life balance and millennial employee engagement which is also seen from the Beta (𝛃) 
standardised coefficient value. 

One of the reasons why career development is a positive determinant of millennial employee 

engagement is that it facilitates greater opportunities for millennials to go up the corporate 

ladder (Mayangdarastri & Khusna, 2020). As millennials are continually seeking opportunities 

to enhance their knowledge, skills, and abilities for holistic self-development through the mode 

of career development (Chatterjee, et.al., 2021); career development will enhance their 

satisfaction and trust thereby propelling their engagement (Frian & Mulyani, 2018).  

Similarly, workplace design is also a positive determinant of millennial employee engagement. 

This is because a workplace that is decent and accommodates all the needs of millennials 

ensures millennials are engaged and motivated in attending and completing the tasks assigned 

(Surma, et.al., 2021). As millennials are easy to get bored and extremely tough to be engaged, 

a workplace fulfilling both ergonomic and work-related needs is important. Employees who 

work in such workplaces have been found in this study to be more engaged.  

However, a low and weak relationship between work-life balance and millennial employee 

engagement indicates that there is little or no influence of work-life balance on millennials in 

the post-pandemic phase. This shift in paradigm as opposed to the pre-pandemic times is a 

result of the evolution of hybrid work modes and virtual methods that are propelling flexible 

work conditions (Roslee, et.al., 2021). Moreover, work-life balance is an absolute measure 

rather than relative because of personal perceptions and ideas about distinguishing personal 

and professional life (Kumar & Velmurugan, 2018).  

5.0 Conclusion 

With the greater involvement of millennial employees in the workplace, augmented levels of 

employee engagement are imminent for any organisation. It is only when organisations have 

engaged employees, will they remain competent, effective, and sustainable on the corporate 

deck. India is one of the emerging economies of the world with the majority of millennials 

entering the corporate arena and revolutionising the marketplace. Therefore, keeping them 

engaged at work is necessary as diligent employees contribute more to the organisational 

objectives, which in turn contribute to the nation’s economy.  As opposed to the previous 

generations that have worked, the millennial generation aspires to the advancement of career 

opportunities, conducive workplaces, and a harmonious personal and professional life.   

This study, therefore, focused on the factors that influence engagement among millennial 

employees in the private sector in India. Through comprehensive investigation, analysis, and 

discussion of the findings, the study revealed that career development and workplace design 

have a higher advocacy toward millennial employee engagement than work-life balance. With 

the shift from total onsite work to hybrid modes in the pandemic-driven corporate world, the 

idea of work-life balance has turned around. Hence managers, organisational leaders, and even 
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academicians must identify and understand the factors that would encourage and incentivise 

millennial employees. 

 

6.0 References 

Alam, M., Ezzedeen, S.R., & Latham, S.D. (2019). Managing work-generated emotions at 

home: An exploration of the “Bright Side” of emotion regulation. Human Resource 

Management Review, Volume 29, Issue 4, 2019, 100678, ISSN 1053-4822, 

https://doi.org/10.1016/j.hrmr.2018.12.002. 

Ana, T.V. (2021). The impact of employee engagement, organisational support, and employer 

branding on internal communication satisfaction. Public Relations Review Volume 47, 

Issue 1, March 2021, 102009 

Andrade, C., & Lousa, E.P., (2021). Telework and Work–Family Conflict during COVID-19 

Lockdown in Portugal: The Influence of Job-Related Factors. Administrative Sciences 11: 

103. 

Aponsu, R., Paranagama, B., Dilan, H.K.T., & Wanigasekara, W.M.I.P.K. (2021). A Study on 

Employee Turnover of Millennial Generation Employees in Apparel Sector: Evidence 

From Executive Level Employees In A Leading Apparel Organization In Colombo District, 

Sri Lanka. IOSR Journal of Business and Management (IOSR-JBM) e-ISSN: 2278-487X, 

p-ISSN: 2319-7668. Volume 23, Issue 10. Ser. II (October. 2021), PP 57-70. 

Chatterjee, S., Dey, A.K., & Chaturvedi, H. (2021). Effect of Mentoring on Job Performance 

among Indian Millennials: A Quantitative Study . International Journal of Evidence Based 

Coaching and Mentoring 2021, Vol. 19(1), pp.90-104. DOI: 10.24384/nq43-ar60 

Emilisa, N., Yudhaputri, E.A., & Thermalista, G.I., (2022). Differences in millennial 

employees’ protean career attitude, passion for work and turnover intention in Indonesia 

and Malaysia. International Journal of Organisational Innovation, Volume 15 Number 2, 

October 2022, pp 215-231 

Frian, A., & Mulyani, F. (2018). Millenials Employee Turnover Intention in Indonesia. 

Innovative Issues and Approaches in Social Sciences, 11(3). 

https://doi.org/10.12959/issn.1855-0541.iiass-2018-no3-art5 

Gangwar, N., & D’Costa, S.A., (2021). Impact of Working from Home on Burnout and Stress 

in Indian Millennials after the COVID-19 Breakout. Arabian J Bus Manag Review Volume 

11:6, 2021. 

Gogtay, N. J., & Thatte, U. M. (2017). Principles of Correlation Analysis. The Journal of the 

Association of Physicians of India, 65, 78-81. 

Hassan, M.M., Jambulingam, M., Alam, M.N., & Islam, M.S., (2019). Redesigning the 

Retention Strategy Against the Emerging Turnover of Gen Y: Revisiting the Long-standing 

Problems from 20th to 21st Century. International Journal of Entrepreneurship Volume 23, 

Issue 2, pp 1-16.  

Hurtienne, M.W., Hurtienne, L.E., & Kempen, M. (2021). Employee engagement: Emerging 

insight of the millennial manufacturing workforce. Human Resource Development 

Quarterly. 2021;1–20. 

Kumar, K., & Velmurugan, R. (2018). A Study on the Work Life Balance of Generation Y 

Information Technology (IT) Employees in Cochin. International Journal of Engineering 

& Technology, 7 (3.6) (2018), pp 142-147. 

Kwon, K., & Kim, T. (2019). An integrative literature review of employee engagement and 

innovative behaviour: Revisiting the JD-R model. Human Resource Management Review, 

Volume 30, Issue 2, 2019. 

https://doi.org/10.1016/j.hrmr.2018.12.002
https://www.sciencedirect.com/journal/public-relations-review
https://www.sciencedirect.com/journal/public-relations-review/vol/47/issue/1
https://www.sciencedirect.com/journal/public-relations-review/vol/47/issue/1
https://doi.org/10.12959/issn.1855-0541.iiass-2018-no3-art5


   
 

37 
 

Mahmoud, A. B., Hack-Polay, D., Reisel, W. D., Fuxman, L., Grigoriou, N., Mohr, I., & 

Aizouk, R. (2021). Who's more vulnerable? A generational investigation of COVID-19 

perceptions' effect on Organisational citizenship Behaviours in the MENA region: job 

insecurity, burnout and job satisfaction as mediators. BMC public health, 21(1), 1951. 

https://doi.org/10.1186/s12889-021-11976-2 

Mayangdarastri, S., & Khusna, K. (2020). Retaining millennials engagement and wellbeing 

through career path and development. Journal of Leadership in Organisations, Vol 2, No.1, 

pp 42-48. https://doi.org/10.22146/jlo.46767 

Menon, K.R.V., & Paul, K.P., (2019). Expectations of Millennials/Generation Z employees 

with respect to Workplace Transformation. International Journal for Research in 

Engineering Application & Management (IJREAM). Vol-05, Issue-03, June 2019, pp 102-

105. 

Na-Nan, K.; Kanthong, S.; Joungtrakul, J. (2021). An Empirical Study on the Model of Self-

Efficacy and Organizational Citizenship Behavior Transmitted through Employee 

Engagement, Organizational Commitment and Job Satisfaction in the Thai Automobile 

Parts Manufacturing Industry. J. Open Innov. Technol. Mark. Complex. 2021, 7, 170. 

https://doi.org/10.3390/joitmc7030170 

Pandey, D.L., (2019). Job hopping tendency in millennials. NCC Journal, 4(1) pp 41-46. 

Pasko, R., Maellaro, R. & Stodnick, M (2020). A study of millennials’preferred work-related 

attributes and retention. Employee Relations: The International Journal, doi:10.1108/ER-

05-2020-0224  

Patil, N. & Peshave, M.A. (2020). Millennial Employees: Motivational Factors and 

Recommended HR Practices for Millennial at Working place.  IJRAR June 2020, Volume 

7, Issue 2, pp 441-448. 

Puspitasari, A.S., & Darwin, M. (2021). Effect of Work-Life Balance and Welfare Level on 

Millennial Employee Performance Through Work Engagement. International Journal of 

Science and Society, Volume 3, Issue 1, 2021, pp 334-344 

Rahmawati, R., & Antonio, W. (2022). Work Motivation and The Work Environment's Effect 

on Millennial Employees' Performance. APR 2022 | IRE Journals | Volume 5 Issue 10 | 

ISSN: 2456-8880, pp 1-5 

Ramli, Y., & Soelton, M. (2019). The millennial workforce: How do they commit to the 

organisation? International Journal of Business, Economics and Law, Vol. 19, Issue 5 

(August) ISSN 2289-1552, pp 7-18 

Sessoms-Penny, S., Underwood, K.M., & Taylor, J. (2022). A decade later: exploring 

managerial insights on millennials. Management Matters ISSN: 2279-

0187  https://doi.org/10.1108/MANM-03-2022-0044 

Surma, M. J., Nunes, R. J., Rook, C., & Loder, A. (2021). Assessing Employee Engagement 

in a Post-COVID-19 Workplace Ecosystem. Sustainability, 13(20), 11443. MDPI AG. .doi: 

10.3390/su132011443 

Trenerry, B., Chng, S., Wang, Y., Suhaila, Z., Lim, S.S., Lu, H.Y., & Oh, P.H. (2021). 

Preparing Workplaces for Digital Transformation: An Integrative Review and Framework 

of Multi-Level Factors. Front. Psychol., 23 March 2021 Sec. Organisational Psychology 

Volume 12 - 2021 | https://doi.org/10.3389/fpsyg.2021.620766 

Uru, F.O., Gozukara, E. & Tezcan, L. (2022). The moderating roles of remote, hybrid and 

onsite working on the relationship between work engagement and organisational 

identification during the covid-19 pandemic. Sustainability. 2022; 14(24):16828. 

https://doi.org/10.3390/su142416828 

Uyanik, G.K., & Guler, N. (2013). A Study on Multiple Regression Analysis. Proceedia – 

Social and Behavioural Sciences, 106, pp 234-240. 

https://doi.org/10.1016/j.sbspro.2013.12.027 

https://doi.org/10.22146/jlo.46767
https://doi.org/10.3390/joitmc7030170
https://www.emerald.com/insight/publication/issn/2279-0187
https://doi.org/10.1108/MANM-03-2022-0044
https://doi.org/10.3389/fpsyg.2021.620766
https://doi.org/10.3390/su142416828
https://doi.org/10.1016/j.sbspro.2013.12.027


   
 

38 
 

Waworuntu, E. C., Mandagi, D. W., & Pangemanan, A. S. (2022). Work-Life Balance, Job 

Satisfaction and Performance Among Millennial and Gen Z Employees: A Systematic 

Review. Society, 10(2), 286-300. 

 
 

For instructions on how to order reprints of this article, please visit our website: 

https://ejbm.apu.edu.my/ ©Asia Pacific University of Technology and 

Innovation                                                                                                                                                                                                                                                                                                                  

 

 

 

 

 

 

 

 

 

 

https://ejbm.apu.edu.my/

