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Abstract 
In the rapidly evolving landscape of the Information Technology (IT) industry, 

the confluence of a volatile, uncertain, complex, and ambiguous (VUCA) environment, 
coupled with the distinctive characteristics of Generation Z professionals, presents 
multifaceted challenges and opportunities. This exploratory study delves into the intricate 
interplay between the IT sector's dynamics, the VUCA challenges it encounters, and the 
unique attributes of Generation Z employees. Through an extensive review of existing 
literature, this research aims to dissect the nuanced intersections, shedding light on how 
Generation Z individuals navigate the complexities of the VUCA IT realm. By synthesizing 
insights from diverse studies, this research not only unveils the key traits of Generation Z 
professionals crucial in VUCA contexts but also examines the strategies and adaptations 
they employ to thrive in such environments. Additionally, this research identifies gaps in 
the current understanding of talent management strategies in the context of VUCA 
challenges faced by the IT industry and the unique dynamics of Generation Z employees, 
paving the way for future investigations and tailored organizational strategies. 
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1. Introduction 
 
In the landscape of rapid technological advancements, the IT industry finds 

itself engaging with unprecedented challenges presented by a VUCA (Volatility, 
Uncertainty, Complexity, and Ambiguity) world. Simultaneously, the workforce 
dynamic is evolving with the entry of Generation Z (Pînzaru et al., 2021), a 
generation characterized by its unique perspectives and digital fluency (Pînzaru et 
al., 2019). Through a nuanced analysis, the research aims to clarify the 
complexities inherent in this intersection, exploring how VUCA dynamics 
influences Generation Z in the IT workforce and delineating the challenges faced 
by the industry in nurturing and leveraging this emerging talent pool.  
 

1.1 Research objectives and questions 
 
The research endeavors are to achieve several key objectives and address 

specific research questions, aligning with the overarching theme of managing 
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business transformations during uncertain times (see Table 1). These objectives and 
questions serve as the guiding framework for our investigation, ensuring a systematic 
and comprehensive exploration of the talent management landscape for Generation Z 
in the IT industry. 

 
Research Objectives and Questions 

Table 1 
Research Objectives Research Questions 

O1: Investigate existing 
literature on Generation Z 
characteristics in the context 
of the IT industry. 

RQ1: What are the key characteristics of Generation Z 
professionals highlighted in literature relevant to the IT 
industry? 

O2: Explore studies 
examining VUCA challenges 
faced by organizations, 
particularly in the IT sector. 

RQ2: What are the volatile, uncertain, complex, and 
ambiguous challenges faced by organizations, especially in 
the IT domain, in existing research? 

O3: Analyze the intersection 
points between Generation Z 
characteristics and VUCA 
challenges in the IT industry. 

RQ3: How have researchers explored the interconnections 
between Generation Z characteristics and the VUCA 
challenges specific to the IT sector? 

 

RQ4: What gaps exist in the current literature concerning 
Generation Z strategies in addressing VUCA challenges, 
and what emerging trends are noticeable in recent studies? 
Source: Author’s research 

 
These research objectives and questions collectively constitute a holistic 

approach to exploring the intricate interplay between IT industry, VUCA 
environment, and the unique characteristics of Generation Z within the IT industry. 
They provide a structured foundation for our inquiry, enabling us to uncover nuanced 
insights and practical implications relevant to organizations navigating the challenges 
of today's business landscape. 

 
1.2 Relevance of research 
 
This paper responds to this need by investigating the effect of uncertain 

times and the emergence of Generation Z on contemporary talent management 
practices in the IT industry. It aims to explore the practices employed by 
organizations in the IT industry, shedding light on effective strategies for talent 
acquisition, development, retention, and succession planning. By exploring this 
multifaceted problem, we open the path for informed strategies and solutions in the 
ever-changing landscape of IT (Whysall et al., 2019). As we delve into this critical 
inquiry, we will navigate through the landscape of talent management theories, 
models, and strategies. We will dissect the impact of VUCA dynamics on 
organizational paradigms (Singh et al., 2020). Moreover, we will scrutinize the 
nuanced preferences, motivations, and behaviors of Generation Z professionals 
within the context of IT employment.  
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The IT sector is characterized by volatility, uncertainty, complexity, and 
ambiguity (VUCA) due to various factors. One factor contributing to VUCA in the 
IT sector is the presence of highly improbable events, also known as black swan 
events (Suárez-Lledó, 2011). These events are unpredictable and have a significant 
impact on the industry. The IT Industry is also influenced by strategic uncertainty, 
which is a combination of the rate of change, complexity, and importance of events 
in the sector (Daft et al., 1988). The complexity of the IT sector is further amplified 
by the numerous factors involved in information services (Babalhavaehi & 
Farhadpoor, 2011). Another factor contributing to VUCA in the IT sector is the 
cooperation between the public and private sectors in decision-making processes 
regarding the initiation of megaprojects (Peda & Vinnari, 2022). This adds a distinct 
layer of complexity and uncertainty to the sector. Additionally, the nature of multi-
sector systems in the IT sector, characterized by a large number of uncertainties and 
emergent complexity, limits the ability to anticipate key drivers and dynamics 
(Srikrishnan et al., 2022). Digital disruption is one of the key drivers of the VUCA 
environment, as technological advancements and digital transformation introduce 
volatility, uncertainty, complexity, and ambiguity into industries and markets. Digital 
disruption refers to the transformative impact of digital technologies on industries 
(Singh et al., 2020). Lubowiecki-Vikuk et al. (2023) argue that operating in a VUCA 
environment necessitates dynamic competencies and agile strategies, which are 
enabled by digital technologies. However, VUCA also accelerates digital disruption, 
as organizations must continuously adapt and innovate to thrive in the face of 
uncertainties and changing market dynamics. 

The challenges faced by the IT sector are not limited to technical aspects but 
also extend to organizational paradoxes and systemic interdependencies (Cherry, 
2014). The complexity of the sector sets limits to the power of expert knowledge and 
rational reform in dealing with the tensions and uncertainties associated with 
continuous change. To address the VUCA in the IT sector, there is a need to develop 
a deeper understanding of the interactions, interdependencies, and coevolution of 
sectors and systems (Morris et al., 2022). Uncertainty analysis and quantification are 
essential in providing information relevant for decision-making in this complex 
environment. Scenario planning methodologies can also be applied to managerial 
decision-making in the IT sector to identify uncertainties and develop strategies 
(Garcia et al., 2022). 

The findings of this paper will have practical implications for organizations 
in the IT industry, providing insights into effective talent management practices in 
uncertain times and with the Generation Z workforce (Sandeepanie et al., 2021). It 
will contribute to the evolution of talent management theory and practice, 
emphasizing the need for a dynamic, systems-thinking orientation that acknowledges 
the interrelated nature of different talent management activities (Whysall et al., 
2019). Additionally, this paper will identify potential areas for future research, such 
as the impact of digital disruption on talent management practices and the role of 
middle managers in driving organizational change. As the IT industry navigates 
uncertain times and adapts to the unique characteristics of the Generation Z 
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workforce, the need for adaptive talent management practices becomes paramount 
(Pandita & Ray, 2018).  

The synthesis of these insights will not only clarify the contemporary state of 
talent management but also offer actionable recommendations for IT organizations 
aiming to thrive in uncertain times. It is within this crucible of transformation that the 
true potential of adaptive talent management practices comes to the fore, shaping the 
future of work for Generation Z and beyond. 

 
2. Literature Review 
 
This literature review aims to explore the existing research on Generation Z 

employees in the IT industry, focusing on their development, retention, and the 
challenges faced by organizations in managing this generation, in the context of the 
current uncertain times.  

The IT sector is characterized by volatility, uncertainty, complexity, and 
ambiguity (Frare et al., 2023). Factors contributing to VUCA in the sector include the 
presence of highly improbable events, strategic uncertainty, cooperation between the 
public and private sectors, the nature of multi-sector systems, organizational 
paradoxes, economic complexity and uncertainty, and the need for uncertainty 
analysis and quantification (Zăpucioiu et al., 2023). Understanding and addressing 
these factors are crucial for navigating the VUCA environment of the IT sector 
(Singh et al., 2020). Moreover, Generation Z, individuals born between the mid-
1990s and early 2010s (Wise, 2022), is the newest generation to enter the workforce, 
Generation Z employees bring unique characteristics and expectations to the IT 
industry (Wise, 2022). 

 
2.1 Understanding Generation Z in the IT Industry 
 
According to Jayathilake et al. (2021), the gradual entry of Generation Z 

employees into the workforce has highlighted the need for organizations to adapt 
their human resource management practices to address the concerns of this 
generation. Jayathilake et al. (2021) propose a conceptual framework that emphasizes 
democratized learning, reverse mentoring, and intrapreneurship as key modifications 
for employee development. These strategies have the potential to enhance the 
development of Generation Z employees, leading to better organizational 
performance and increased employee retention. Schroth (2019) highlights that while 
Generation Z shares some traits with the Millennials, they also bring in new patterns 
of behavior shaped by their experiences. Managers need to understand and adapt to 
the unique characteristics of Generation Z employees, such as their preference for 
digital communication, desire for work-life balance, and emphasis on social 
responsibility (Cocariu, 2023). According to Schroth (2019), Generation Z 
employees may have concerns about taking on leadership roles due to a fear of 
failure and a lack of confidence. Their study emphasizes the need for managers to 
focus on developing a growth mindset among Generation Z employees, encouraging 
them to embrace challenges and view failures as opportunities for learning and 
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growth. By fostering a growth mindset, organizations can empower Generation Z 
employees to take on leadership responsibilities and contribute to the growth and 
success of the organization. Tan et al. (2023) emphasize the importance of 
understanding Generation Z employees in the context of marketing strategies. The 
findings can be applied to the IT industry as well encouraging the IT organizations to 
implement appropriate marketing strategies to attract and retain Generation Z 
employees, such as leveraging social media and utilizing trending marketing 
strategies. By aligning their strategies with the preferences and behaviors of 
Generation Z employees, organizations can enhance employee engagement and 
retention. 

Jayathilake et al. (2021) also note that the IT industry has become a 
dominant sector for Generation Z employees. This can be attributed to factors such as 
higher salaries compared to traditional companies and the prevalence of job hopping 
among Generation Z employees in the IT sector. Schroth (2019) note that the IT 
industry offers higher salaries compared to traditional companies, which is an 
attractive aspect for Generation Z employees. Additionally, the IT industry provides 
opportunities for continuous learning and growth, aligning with the preferences of 
Generation Z employees for personal and professional development (Schroth, 2019). 
These factors contribute to the IT industry's appeal as a sector for Generation Z 
employees (Schroth, 2019). While the IT industry may be a dominant sector for 
Generation Z employees, organizations face challenges in managing and retaining 
this generation (Nedelcu, 2023). Schroth (2019) emphasizes the need for 
organizations to evolve their human resource management practices to address the 
concerns of Generation Z employees. This includes implementing strategies such as 
democratized learning, reverse mentoring, and intrapreneurship to enhance employee 
development and increase retention rates (Schroth, 2019). Jayathilake et al. (2021) 
suggest that organizations in the IT industry need to adapt their retention strategies to 
cater to the specific needs and expectations of Generation Z employees.  

Schroth (2019) emphasizes that Generation Z employees exhibit distinct 
behavioral patterns in the workplace, influenced by their unique experiences and 
cultural values. Generation Z employees possess unique characteristics that managers 
must comprehend and adapt to, despite sharing certain traits with Millennials. 
Characteristics of individuals in the modern workforce may encompass a preference 
for digital communication, pursuit of work-life equilibrium, and a notable emphasis 
on social responsibility (Cocariu, 2023). This entails offering ongoing learning 
opportunities, cultivating an innovative culture, and establishing a supportive work 
environment that aligns with the values of Generation Z employees. 

 
2.2 Impact of VUCA on the IT Industry 
 
Organizations experience various challenges due to the VUCA environment 

of the modern world (Frare et al., 2023). VUCA stands for volatility, uncertainty, 
complexity, and ambiguity, describing the unpredictable and complex nature of the 
business landscape (Singh et al., 2020). Lubowiecki-Vikuk et al. (2023) argue that 
operating in a VUCA environment necessitates dynamic competencies and agile 
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strategies, which are enabled by digital technologies. However, VUCA also 
accelerates digital disruption, as organizations must continuously adapt and innovate 
to thrive in the face of uncertainties and changing market dynamics (Moncea et al., 
2023).  

Generation Z have grown up in a digital environment, having a close 
relationship with technology (Wise, 2022). Being tech-savvy and passionate about 
social media and smartphones (Yu et al., 2022), they are impacted by digital 
disruption in multiple ways (Kahfi, 2022). This generation embraces technology as 
an integral part of their lives and work, making them adaptable to digital 
transformation, but the increased screen time and reliance on digital technology may 
weaken their interpersonal skills (Becker, 2021). 

The disruption caused by Industry 4.0 technology has also had an effect on 
the skill development of Generation Z workers since it has altered job demands and 
increased the need for new skills (Carlsson et al., 2022). This means that Generation 
Z employees must adapt to the digital age by acquiring technical skills and higher-
level competencies for evolving job requirements (Kensbock & Stöckmann, 2020). 
On the other side, organizations should support Generation Z employees in 
navigating the changing work landscape (Mohamad et al., 2023), and they should 
prioritize learning and development for Generation Z employees to succeed in a 
digital environment (Kensbock & Stöckmann, 2020). COVID-19 had a significant 
additional effect (Stralen & Thomas, 2021). The pandemic affected their work 
environment, potential internships, and volunteer activities, resulting in financial 
losses and restricting their career development (Rubinger et al., 2020). The lack of 
job opportunities may have hindered the development of essential skills like time and 
money management, communication, and work ethic (Becker, 2021). 

The VUCA eviroment has had an important impact on Generation Z 
employees, shaping their job, employment setup, skills development, and attitudes 
towards technology. The COVID-19 pandemic has further exacerbated these effects, 
highlighting the need for organizations to support Generation Z employees in 
navigating the challenges of a digitally disrupted environment (Stralen & Thomas, 
2021). 

 

2.3 VUCA and Generation Z 
 

The intersection of VUCA and Generation Z refers to both challenges and 
opportunities. Generation Z has been raised in a fast-evolving and highly 
technological environment. Vrontis et al. (2021) describe them as digital natives who 
are extensively connected through social media and technology. The current 
generation has experienced dealing with uncertainty and complexity due to their 
exposure to economic crises, political upheavals, and technological disruptions 
(Schoemaker et al., 2018). The VUCA environment presents challenges for 
Generation Z, who may experience increased pressure to rapidly adapt and make 
decisions in ambiguous situations (Schulze et al., 2021). However, the technological 
proficiency and openness to innovation exhibited by Generation Z can be 
advantageous when navigating the VUCA landscape. Hadar et al. (2020) found that 
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individuals show the skills to effectively utilise social media platforms and digital 
tools for the purposes of connecting, collaborating, and generating innovative 
solutions. Generation Z's values, including sustainability and social responsibility, 
are in line with the imperative for organisations to tackle intricate societal issues 
(Dabija & Băbuţ, 2019). Organisations in a VUCA environment can leverage the 
unique characteristics and abilities of Generation Z, such as their fresh perspectives, 
adaptability, and technological fluency, to foster innovation and navigate uncertainty 
(Hamadamin & Atan, 2019). Organisations must offer support and development 
opportunities to help Generation Z develop resilience, critical thinking skills, and 
emotional intelligence for navigating the VUCA landscape (Lou & Kim, 2019). The 
intersection of VUCA and Generation Z necessitates organisations to adapt to 
change, utilise technology, and develop a supportive environment to effectively 
engage this generation (Yaccob et al., 2023). 

In conclusion, the literature review highlights the importance of 
understanding and addressing the needs of Generation Z employees in the IT 
industry in a VUCA environment. Organizations in the IT industry must adapt their 
talent management practices to cater to the unique characteristics and expectations of 
Generation Z employees in order to effectively manage the impact of operating in a 
VUCA world (Zyl et al., 2017). This includes providing opportunities for skills 
development and continuous learning, fostering a supportive and inclusive work 
environment, and leveraging digital tools and platforms to enhance collaboration and 
communication (Carlsson et al., 2022). Organizations should also consider the 
importance of work-life balance and job satisfaction in attracting and retaining 
Generation Z employees (Waworuntu et al., 2022). By embracing VUCA and 
adapting their practices, organizations can harness the potential of Generation Z 
employees and drive innovation and growth (Auernhammer, 2020). 

 

3. Methodology  
 
3.1 The research design 
 

In undertaking a comprehensive literature review on the dynamic 
intersection of talent management practices, Generation Z characteristics, and the IT 
industry's evolving landscape, the study meticulously crafted a exploratory 
methodology inspired by established academic practices. The research design 
leveraged extensive document analysis, scrutinizing a wide array of peer-reviewed 
journal articles, reports, and scholarly publications (Okoli, 2015). The study 
meticulously assessed literature spanning the realms of talent management, VUCA, 
Generation Z characteristics, and the IT industry's unique challenges and 
opportunities (Boell & Cecez-Kecmanovic, 2014). This approach facilitated the 
synthesis of diverse perspectives and theoretical underpinnings, enabling us to form a 
comprehensive understanding of the subject matter. Drawing from principles of 
qualitative research, the methodology incorporated a thematic analysis framework 
(Juntunen & Lehenkari, 2019).. This analytical process was instrumental in distilling 
key insights and discerning the broader narratives that pervade talent management 
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practices in the IT sector, particularly concerning Generation Z (Schroth, 2019). 
Furthermore, the study juxtaposed emerging trends with established theories, 
facilitating a nuanced comprehension of how talent management practices have 
evolved in response to contemporary business challenges and transformations. By 
scrutinizing literature that resonated with the challenges posed by an uncertain 
landscape, the study endeavored to contribute insights that are directly applicable to 
contemporary business contexts (Boell & Cecez-Kecmanovic, 2014). 

 

3.2 Research development and implementation 
 

The methodology employed for this research involved several distinct 
phases, as presented in Table 2.  

Research Methodology Breakdown 
Table 2 

Research Methodology 
Breakdown Description 

Database Selection 

We strategically selected renowned academic databases, 
including Web of Science, Scopus, and Google Scholar, known 
for their comprehensive coverage of scholarly articles (Okoli, 
2015). 

Selection Criteria 
Our literature review focused on the last decade, from 2013 to 
2023, to encompass the latest developments relevant to the IT 
industry and Generation Z workforce (Okoli, 2015). 

Keywords Search 
We refined our search strategy with precise keywords such as 
"talent management," "Generation Z," and "IT industry" to align 
with our research themes. 

Boolean Operators 

The use of Boolean operators ("AND," "OR," and "NOT") 
enhanced the precision and comprehensiveness of our search 
strategy, enabling us to navigate the academic landscape 
effectively. 

Literature Screening 

A systematic screening process involved evaluating titles, 
abstracts, and keywords to identify articles aligned with our 
research objectives. Irrelevant articles were excluded based on 
predefined criteria 

Full-Text Review 
Articles passing the initial screening underwent a thorough 
evaluation, including content analysis, methodology assessment, 
and relevance to our research objectives (Okoli, 2015). 

Thematic Analysis 

We applied thematic analysis to categorize articles thematically, 
organizing them based on their relevance to key themes such as 
talent management strategies, Generation Z attributes, and the IT 
industry landscape (Okoli, 2015). 

Citation Analysis 
A meticulous citation analysis identified seminal works and 
influential scholars, providing historical context and insights into 
the theoretical foundations of our research. 

Source: Author’s research 
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4. Results and discussions  

This section presents the analysis of the research findings, exploring the 
relationship between Generation Z dynamics, the IT industry, and the VUCA 
environment. The goal is to not only understand the challenges faced by IT 
companies in uncertain times but also identify strategies for their success. 

 
4.1 Literature Descriptive Statistics 
 
This section provides a quantitative analysis of the existing literature, 

offering statistical figures into the intersection of IT industry challenges, VUCA 
environments, and Generation Z characteristics. 

Publication Year Distribution. Figure 1 presents the distribution of academic 
articles by publication year. The display provides a chronological overview of article 
publication dates, allowing for an analysis of temporal patterns and advancements in 
the research field. The peak observed in 2019-2021 in (Figure 1) can be attributed to 
several factors. During this period, there was a significant surge in interest and 
funding for research related to the research topic. Rapid advancements in technology, 
coupled with the growing influence of Generation Z in the workforce, spurred 
numerous studies. Additionally, the heightened VUCA conditions in global markets 
during this timeframe prompted scholars to investigate the intersection of IT 
industry, Generation Z dynamics, and VUCA challenges. Consequently, this spike in 
research activity reflects both the increasing relevance of the topic and the academic 
community's response to the dynamic landscape of the IT industry and its workforce. 
 

 
Figure 1. Number of Articles 

 
Research Methodology Breakdown. Figure 2 classifies the research 

methodologies utilized in the mainstream research. It offers insights into the diverse 
approaches utilized by researchers, such as quantitative, qualitative, mixed methods, 
literature reviews, case studies, surveys, experiments, and other methodologies. The 
prevalence of quantitative research methodologies, as depicted in Figure 2, can be 
attributed to the nature of our research topic. Studying the intersection of IT industry, 
Generation Z, and VUCA challenges often necessitates empirical data and statistical 
analysis to comprehend the intricate relationships and draw meaningful conclusions. 
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Quantitative approaches enable researchers to quantify and measure various factors, 
providing concrete data points for analysis. Consequently, the dominance of 
quantitative methodologies signifies the emphasis on empirical evidence and data-
driven insights in und erstanding this multifaceted intersection.  

 

 
Figure 2. Research Methodology 

 
Geographical Distribution. The Geographical Distribution graphic 

showcases the regions where the selected articles originated (Figure 3). It helps 
identify the global representation of research in the field and provides an 
understanding of where the majority of scholarly work on the topic has been 
conducted. For instance, it shows that a significant body of the research articles, 
approximately 46%, were conducted in North America, with prominent hubs in 
Silicon Valley and the Boston Area. This order emphasizes the significant 
contribution of North American regions to the scholarly work on the topic. 
Subsequently, Europe, with 35%, is mentioned to acknowledge its noteworthy 
presence, with the UK and Ireland (UKI) leading in terms of research volume among 
European countries. 

 

 
Figure 3. Geographical Region 
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Source Type. Figure 4 presents a classification of publication sources related 
to the subject, including academic journals, conference papers, books, reports, theses, 
and periodicals. 

 

 
Figure 4. Source Type 

 

Authorship Patterns. The Authorship Patterns graph highlights the number of 
authors involved in each article (Figure 5). It shows authorship trends, from single-
author works to those with multiple contributors, providing an overview of 
collaboration in the research field. There is a trend of collaboration among multiple 
authors, which can be explained by the complexity of the topic as well as the 
development of scientific relationships in the field. 

 

 
Figure 5. Authorship Pattern 

 

Article Length. Figure 6 categorizes articles based on their length, 
distinguishing between short, medium, and long articles. Examining the extent of 
researchers' exploration of a topic can provide insights into the depth of analysis in 
the existing literature. Article length helps researchers understand the level of detail 
and complexity of specific topics. Short articles provide overviews, while medium 
articles explore specific aspects. Long articles indicate comprehensive studies with 
in-depth analyses and extensive literature reviews. 73% of existing literature consists 
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of long length articles, indicating a drive for extensive analysis. However, the 
remaining 27% suggests a gap and backlog of ideas that need exploration. 

 

 
Figure 6. Article Length 

 
4.2 Key findings 
 

In this pivotal section, we delve into the core intersection points where the 
dynamic forces of Generation Z, the ever-evolving IT industry, and the challenging 
VUCA environment converge (Table 3). Through rigorous analysis and insightful 
exploration, we uncover the key findings that clarify the intricate relationships 
between these elements.  

 

Key Findings 
Table 3 

Generation Z in IT 
workforce 

Generation Z professionals drive digital transformation 
initiatives, leveraging their tech expertise to innovate and 
optimize IT processes. (sursa 1, 2, etc.) (Pînzaru et al., 2021) 
Their collaborative ethos intersects with the IT industry, 
fostering a culture of teamwork and creative problem-solving 
(Waworuntu et al., 2022). 

VUCA challenges 
addressed by 
Generation Z 

Generation Z embraces volatility as an opportunity for 
innovation, introducing novel ideas and solutions amidst rapid 
changes (Waworuntu et al., 2022). 
Their adaptability helps in navigating uncertainty, turning 
ambiguous situations (Wise, 2022). 

Impact of VUCA on 
IT industry 

The VUCA environment necessitates agile strategies within 
the IT industry, requiring businesses to swiftly pivot their 
approaches in response to market shifts (Hadar et al.,2020) 

Remote collaboration tools and flexible structures are vital 
adaptations, enabling companies to thrive in complex and 
unpredictable landscapes (Hamadamin & Atan, 2019). 

Source: Author’s research 
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(Figure 7) is guiding us through the intricate pathways where the resilience 
of Generation Z, the adaptability of the IT industry, and the turbulence of the VUCA 
landscape intersect, offering profound insights and shaping the future trajectory of 
these crucial domains  

 
 

Figure 7. Intersection Points 
 
4.2.1 Generation Z in IT Workforce 
 
A prominent theme emerging from this research is Generation Z's 

unwavering emphasis on technological integration.  These professionals gravitate 
towards organizations that enthusiastically embrace cutting-edge technologies. This 
aligns seamlessly with the broader context of business transformations, which are 
increasingly driven by technological advancements (Suárez-Lledó, 2011). Another 
compelling finding is the critical role of continuous learning and development 
opportunities. These are seen as keystones for engaging and retaining Generation Z 
talent. The study underscores the pressing need for organizations to nurture a culture 
of perpetual learning, especially during uncertain times when adaptability is 
paramount Schroth (2019). The significance of transparent career development 
pathways raised as a key takeaway of the research. This involves providing clear, 
well-defined routes for career progression and ample opportunities for skill 
augmentation. Such transparency forms the bedrock for managing transformations by 
harmonizing individual career trajectories with organizational objectives Jayathilake 
et al. (2021). An emergent theme sheds light on the growing emphasis Generation Z 
places on work-life integration. These professionals actively seek equilibrium 
between their personal lives and career aspirations. Organizations adept at 
accommodating this desire find themselves better equipped to both attract and retain 
talent, even amidst transformations Schroth (2019). 

While Generation Z values workplace flexibility, remote work presents a 
unique set of challenges. Participants expressed concerns regarding issues such as 
isolation and the blurring of boundaries between work and personal life. Addressing 
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these challenges takes on heightened importance in the context of managing 
transformations effectively (Frare et al., 2023). 

 
4.2.2 VUCA challenges addressed by Generation Z 
 
Challenges and opportunities for IT companies operating in a VUCA 

environment can be addressed by Generation Z. While there are no references 
directly address the challenges and opportunities for IT companies in a VUCA 
environment, some references touch upon related topics such as leadership readiness 
digital competences and coping with uncertainty (Frare et al., 2023). The findings 
unravel the remarkable ways in which the unique traits and attitudes of Generation Z 
serve as a potent response to the complexities of the VUCA landscape. Examining 
the volatile, uncertain, complex, and ambiguous challenges that define the modern 
business world, this findings delve into the proactive strategies employed by 
Generation Z individuals. Their tech-savviness, adaptability, and innovative thinking 
stand as powerful tools in mitigating the unpredictability of the VUCA environment. 
By understanding and harnessing these qualities, organizations can not only navigate 
the challenges presented by VUCA but also transform them into opportunities for 
growth and innovation.  

The investigation into talent management among Generation Z professionals 
within the IT industry has unearthed several key findings, shedding light on the 
intricacies of managing business transformations during uncertain times. These 
findings illuminate the intersections of technological integration, continuous 
learning, career development transparency, work-life integration, inclusivity, and the 
unique challenges posed by remote work. As we delve into these findings (see Table 
4), we embark on a journey that not only underscores the dynamic nature of talent 
management but also reveals strategies for flourishing amidst transformative times. 

 
VUCA challenges addressed by Generation Z 

Table 4 
Key Finding Description 

Adaptive talent 
management 
strategies 

Organizations have adopted flexible talent management strategies to 
cater to the evolving needs and preferences of Generation Z 
professionals during dynamic business transformations. 

Technological 
integration 

Generation Z places a strong emphasis on technological integration in 
their work environments, aligning with broader technological 
advancements in business transformations. 

Importance of 
Continuous 
Learning 

Continuous learning and development opportunities are crucial for 
engaging and retaining Generation Z talent during uncertain times, 
fostering a culture of learning. 

Transparency in 
Career 
Development 

Transparent career development paths, including defined progression 
routes and skill enhancement opportunities, are vital for aligning 
individual careers with organizational goals. 
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Key Finding Description 

Work-life 
integration 

Generation Z seeks a balance between personal lives and career 
aspirations, making work-life integration a key factor in attracting and 
retaining talent during transformations. 

Challenges of 
Remote Work 

While valuing flexibility, Generation Z faces challenges in remote 
work, including isolation and blurred work-life boundaries, which 
need addressing during transformation management. 

Source: Author’s research 
 
The study's first key finding explains the shifting landscape of talent 

management. Organizations are progressively adopting adaptive strategies that pivot 
in response to the ever-evolving preferences of Generation Z employees. These 
strategies not only align with the overarching theme of managing business 
transformations but also resonate with the dynamic nature of today's corporate 
environments.  

 
4.2.3 Impact of VUCA on IT Industry 
 

The VUCA landscape in the IT sector is shaped by rapid technological 
advancements, global market dynamics, regulatory uncertainties, and consumer 
demands. These factors introduce volatility, uncertainty, complexity, and ambiguity, 
requiring organizations in the IT sector to be agile, adaptable, and responsive to 
changes in the external environment. Rapid technological advancements, global 
market dynamics, regulatory uncertainties, and consumer demands are key factors 
shaping the VUCA landscape in the IT sector. Technological advancements play a 
significant role in driving the VUCA landscape. For example, the Internet of Things 
(IoT), artificial intelligence (AI), and blockchain technology have revolutionized 
various sectors, including healthcare, finance, and supply chain management 
(Enache, 2023). Regulatory uncertainties are another factor shaping the VUCA 
landscape. The EU data protection framework exemplifies the challenges posed by 
regulatory changes (Yeung & Bygrave, 2021). The introduction of new data 
protection laws and regulations, such as the General Data Protection Regulation 
(GDPR), has created uncertainty for businesses operating in the IT sector. 
Compliance with these regulations requires significant resources and can impact 
business models and practices. Clients demands also contribute to the VUCA 
landscape. The increasing consumer demand for organic products, for example, 
poses challenges for the organic sector (Hou et al., 2022). Meeting consumer 
expectations and preferences requires constant innovation and adaptation. 
Additionally, consumer demands for sustainability and ethical practices are driving 
changes in the IT sector, such as the adoption of renewable energy sources and the 
reduction of carbon emissions (Visvizi & Daniela, 2019). 

 

4.3 Discussions 
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The key findings of this study offer valuable insights into the nuanced 
intersection between VUCA environment and the ever-evolving landscape of the IT 
industry, particularly in the context of Generation Z professionals. Each facet 
uncovered in this exploration bears significant implications for organizations 
navigating the tumultuous seas of business transformations during uncertain times 
(Figure 8). 
 

 
Figure 8. Intersection Key Dimensions 

 
The first two objectives of the study have been reached. The study provides 

a comprehensive view of the intersection of Generation Z and IT Industry who are 
operating in the current VUCA environment. The emphasis on flexible and adaptable 
talent management strategies echoes the broader necessity for organizations to 
remain agile in the face of change. As Generation Z professionals enter the 
workforce with an innate desire for continuous growth and development, 
organizations are compelled to tailor their strategies to align with this dynamic 
cohort. By doing so, they are better positioned to respond to the ever-changing 
demands of the IT industry, where innovation and adaptability are paramount 
(Auernhammer, 2020).  The significance placed on continuous learning resonates 
deeply with the ethos of the IT industry. As digital landscapes shift, professionals 
must continually acquire new skills and knowledge to remain relevant. Organizations 
that prioritize learning and development opportunities not only engage and retain 
Generation Z talent but also equip their workforce with the tools needed to navigate 
transformations (Zyl et al., 2017). The emphasis on transparent career development 
paths aligns with the broader narrative of managing business transformations. By 
providing clear progression routes and opportunities for skill enhancement, 
organizations can ensure that individual aspirations align with organizational goals. 
This alignment becomes crucial in times of transformation, where a shared vision 
and collective effort are paramount (Wise, 2022). The growing importance of work-
life integration highlights a shift in priorities among Generation Z professionals. 
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Organizations that acknowledge and accommodate this desire for balance are better 
positioned to attract and retain talent (Cocariu, 2023). As business transformations 
often bring about disruptions, the ability to maintain equilibrium between personal 
lives and career aspirations becomes a valuable asset (Waworuntu et al., 2022). 
Finally, the challenges associated with remote work shed light on the complexities of 
accommodating flexibility. While remote work aligns with Generation Z's desire for 
independence, it also brings forth unique challenges, including isolation and blurred 
boundaries between personal and professional life. Effectively addressing these 
challenges requires a careful balance between flexibility and support (Wise, 2022). 
Talent management practices play a crucial role in driving organizational success and 
achieving business goals (Whysall et al., 2019). Sandeepanie et al. (2021) highlight 
the importance of effective talent management practices in successfully driving 
business goals while nurturing a rewarding talent pool. However, the extant literature 
on talent management has not extensively examined the practices employed by 
organizations in the IT industry in response to uncertain times and the Generation Z 
workforce. This paper aims to fill the gap in the literature by exploring the adaptive 
talent management practices employed by organizations in the IT industry. It draws 
insights from various studies and frameworks to provide a comprehensive 
understanding of how organizations in the IT industry are responding to uncertain 
times and the unique characteristics of the Generation Z workforce (Frare et al., 
2023).  

In addressing the third objective, the study delved into the intricate 
interconnections between Generation Z characteristics and the VUCA challenges 
unique to the IT sector. Extensive exploration revealed a complex interplay between 
Generation Z’s adaptability, tech-savvy nature, and their response to the volatile, 
uncertain, complex, and ambiguous IT environment (Dabija & Băbuţ, 2019). The 
findings illuminated how Generation Z’s inherent digital fluency served as both a 
coping mechanism and a catalyst for innovation within VUCA contexts. By 
understanding these interconnections, the study not only contributes to the existing 
body of knowledge but also provides a nuanced perspective on how the IT industry 
can harness the unique attributes of Generation Z to navigate VUCA challenges 
effectively (Wise, 2022). This accomplishment signifies a crucial milestone in 
research, offering actionable insights and paving the way for strategic approaches 
that leverage Generation Z’s strengths to mitigate the impacts of VUCA dynamics in 
the IT sector (Schroth, 2019). 

In achieving the objective to identify gaps in the existing literature and 
ascertain the need for future research, the study meticulously scrutinized the 
prevailing body of knowledge concerning the intersection of Generation Z dynamics, 
VUCA challenges, and the IT industry (Zăpucioiu et al., 2023). Through this 
comprehensive analysis, notable gaps and areas demanding further exploration 
emerged. These gaps predominantly revolved around the nuanced ways in which 
Generation Z’s digital fluency intersects with the intricate landscape of VUCA 
within the IT sector (Ruiz-Martin et al., 2018). The study’s meticulous identification 
of these gaps not only enhances the scholarly discourse but also underscores the 
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imperative for future research endeavors. By highlighting these unexplored 
territories, the study acts as a catalyst for subsequent investigations, guiding scholars 
and practitioners towards avenues that demand deeper scrutiny, thereby contributing 
significantly to the evolution of research in this domain (Yaccob et al., 2023). 

In conclusion, these key findings serve as a compass for organizations 
seeking to navigate the tumultuous waters of business transformations during 
uncertain times. By aligning talent management strategies with the aspirations of 
Generation Z professionals and the demands of the IT industry, organizations can 
thrive amidst change and embrace the opportunities that transformation brings 
(Chirvase and Zamfir, 2023). 

 
5. Conclusion  
 
This study embarked on a critical exploration of the intersection between 

talent management and business sustainability, with a specific focus on Generation Z 
within the IT industry. In the context of managing business transformations during 
uncertain times, our objectives were to unearth the values, preferences, and 
expectations of this generation and to discern the implications for organizations 
undergoing significant change. 

Despite the comprehended research conducted, it is important to 
acknowledge the limitations inherent in the study. The scope of the research, while 
comprehensive, might not cover every nuance within the diverse landscape of the IT 
industry and the multifaceted characteristics of Generation Z. Additionally, the 
rapidly evolving nature of technology and the VUCA environment introduces an 
inherent limitation, as the findings reflect a specific moment in time. These 
constraints, while acknowledged, do not diminish the significance of our insights but 
rather highlight avenues for future, more nuanced investigations. 

Figure 9. Key Conclusions 
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The findings have clarified several key aspects that bear profound 
significance for both academia and practice. First and foremost, the study 
underscores the imperative for organizations to treat talent management as a strategic 
undertaking, provinding clarity to RQ4. Recognizing the unique values and 
preferences of Generation Z, it is essential to tailor talent management practices to 
align with their expectations. By doing so, organizations can anticipate higher 
engagement and retention rates, particularly during periods of transformative change. 
This is in line with O1 and O2. 

Furthermore, the results emphasize the pivotal role of technological 
advancement, confirming the O3. To stay competitive and in tune with the evolving 
demands of Generation Z, organizations must wholeheartedly embrace and invest in 
cutting-edge technologies. This technological fluency enables these professionals to 
work effectively and innovatively, thus aligning with broader business 
transformation goals. 

Continuous learning cultures emerge as another critical facet and concluded 
O4. Organizations that prioritize and invest in the ongoing development of their 
workforce are better equipped to navigate transformations successfully. These 
learning cultures not only facilitate adaptability but also foster innovation, enhancing 
an organization's resilience during uncertain times (Frare et al., 2023). Transparent 
career paths also find their place in the narrative. By clearly communicating 
progression routes and skill enhancement opportunities, organizations empower 
employees to align their career trajectories with evolving organizational objectives. 
This alignment becomes particularly pivotal in times of change when clarity is 
paramount. Work-life integration strategies cannot be underestimated. As remote 
work becomes increasingly prevalent, organizations must actively address its 
associated challenges. Strategies that combat isolation, ensure clear boundaries 
between work and personal life, and promote overall well-being are central to the 
success of both the workforce and the organization. This inclusiveness cultivates an 
atmosphere of innovation and adaptability, enhancing an organization's ability to 
thrive amid change. This study bridges the gap between talent management, 
Generation Z, and business transformations. It underscores the significance of 
adapting practices to meet the evolving needs of this cohort (Ruiz-Martin et al., 
2018). By doing so, organizations can position themselves for success amidst the 
uncertainty of today's rapidly changing business landscape (Frare et al., 2023). 

This research not only highlights the values and expectations of Generation 
Z within the IT industry but also provides actionable insights for organizations and 
researchers alike. The implications drawn from this study open the path for future 
research endeavors and guide organizations in their quest to align talent management 
practices with the demands of a dynamic and uncertain business landscape. As we 
navigate these VUCA times, the lessons gleaned from this study serve as a compass, 
guiding organizations towards sustainable success in an ever-evolving world. 
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