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ABSTRACT

Generation Z is a generation whose numbers dominate and some have entered the workforce so that it 
will be a new challenge for human resource management. The reason of this consider is to decide the 
level of work engagement in era Z. The subjects in this ponder measured to 100 era Z representatives. 
The subjects in this think about summed to 100 era Z workers. The examining procedure utilized 
was comfort inspecting. The inquire about strategy utilized is clear quantitative investigate strategy. 
Information collection in this think about utilized a work engagement scale that was orchestrated 
based on five viewpoints, to be specific vigor, devotion, retention. Expressive information examination 
strategies utilize comparison of theoretical cruel and observational cruel and test contrasts with One-
Way ANOVA. The results showed work engagement in generation Z was in the high category.

ABSTRACT

Generasi Z merupakan generasi yang jumlahnya mendominasi dan sebagian telah 
memasuki dunia kerja sehingga akan menjadi tantangan baru bagi manajemen sumber 
daya manusia. Tujuan dilakukan riset berikut adalah guna mengetahui tingkatan 
work engagement pada generasi Z. Subjek pada riset ini jumlahnya 100 orang karyawan 
generasi Z. Teknik sampling yang digunakan adalah convenience sampling. Metode riset 
yang digunakan yaitu metode studi kuantitatif deskriptif. Pengumpulan data pada riset 
ini menggunakan skala work engagement yang dirancang sesuai lima aspek yaitu vigor, 
dedication, absorption. Teknik analisis data deskriptif menggunakan perbandingan mean 
hipotetik dan mean empirik serta pengujian perbedaan dengan One-Way ANOVA. Hasil 
riset memaparkan work engagement pada generasi Z ada dalam kategori tinggi.
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1. INTRODUCTION

Since the emergence of generation theory, terms like Generation X, Y, and Z have 
become part of common discourse, particularly in relation to workplace characteristics. This 
understanding aims to foster mutual understanding between generations (Wijoyo et al., 2020). 
The Central Statistics Agency (2020) reported that Gen Z dominates the population at 27.94%, 
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followed by Millennials at 25.87%, Generation X at 21.88%, and Baby Boomers at 11.56%. The 
dominance of Gen Z over previous generations is a compelling topic for further discussion. 

According to research by Dimock (2019) from the Pew Research Center, Gen Z was 
born between 1997 and 2012, a timeline echoed by Arum (2023). Similarly, Arista and Priyana 
(2023) define Gen Z as those born from 1997 to 2012, further categorizing them into students or 
early-career professionals. By 2020, most Gen Z members were still in school, while a portion 
had entered the workforce (Arum, 2023). 

Gen Z is characterized by technological fluency, sociability, expressiveness, multitasking 
abilities, fast-switching tendencies, and a passion for sharing (Wijoyo et al., 2020). Having 
grown up in a modern, digital environment, Gen Z displays unique traits compared to other 
generations. At work, they are seen as creative, proactive, and updated, traits that many 
companies seek (Putri, 2023). Gen Z’s exceptional potential, particularly in digital innovation 
and their drive to achieve financial stability, holds the promise of significant contributions and 
long-term benefits for organizations (Stillman & Stillman, 2017). 

However, research by Yello (2019) reveals that Gen Z employees tend to have job 
tenures two-thirds shorter than previous generations. Similarly, Limon (2019) reports that 
Gen Z members are three times more likely to switch jobs, with 20% holding four or more 
positions in a short span. Hay Group data (in Yuniasanti et al., 2019) from 2018 indicates that 
among 700 employees across 19 countries, 192 million quit their jobs. This reflects a lack of 
commitment among Gen Z employees (Bencsik et al., 2016), often attributed to dissatisfaction 
with companies that fail to effectively develop their talents (Purba & Ananta, 2018). 

This tendency suggests that Gen Z struggles with engagement in their work, posing 
challenges for companies that value employees with high work engagement. Engaged 
employees perform better, enjoy their work, and demonstrate higher productivity (Siskawaty, 
2018). Addressing this issue requires companies to adopt strategies that effectively cater to 
Gen Z’s needs and preferences.

Employees who are engaged with their work are referred to as work engagement. 
Work engagement is a state of self-fulfillment, positive thinking, and perspective toward 
work characterized by vigor, absorption, and dedication (Schaufeli et al., 2002). According 
to Schaufeli & Bakker (2004), work engagement is a condition in which a person has positive 
thoughts, allowing self-expression to function effectively during work. This expression can 
be observed in their physical efforts, cognitive abilities, and emotional investment. Bakker & 
Leiter (2010) stated that high work engagement can make employees more psychologically 
connected and increase their motivation to work. It also allows employees to feel valued 
and meaningful in their work, which enhances company performance. Performance will be 
more effective and efficient if employees possess work engagement (Yongxing et al., 2017). 
According to Kahn (1990), work engagement occurs when employees are fully involved in 
their work and express themselves physically, cognitively, and emotionally. Conversely, if 
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they are not engaged, they will withdraw physically, cognitively, and emotionally from their 
work. 

A Gallup survey in 2023 revealed that 25% of employees in Indonesia are engaged, while 
69% are not engaged, and approximately 6% are actively disengaged and detached from their 
work. Furthermore, a 2018 survey report by the Employee Engagement Survey of Universitas 
Indonesia (LPTUI) on civil servants showed that only 24% had good work engagement, while 
76% had poor work engagement. Additionally, research conducted by Shabrina & Mardiawan 
(2017) found that 30% of employees had high work engagement levels, while 70% had low 
work engagement levels. These findings demonstrate that many employees still lack sufficient 
work engagement in their jobs. 

Based on the explanation above, the topic of work engagement among Generation Z 
in the workplace is still underexplored, making it necessary to determine the level of work 
engagement in Generation Z. In this regard, the discussion will focus on understanding the 
levels of work engagement among Generation Z.

2. METHODS

Data collection in the following research uses a scale method. A psychological scale is a 
measurement instrument designed based on the theoretical construct of the variable, consisting 
of two types of statements: favorable and unfavorable (Azwar, 2016). Data sampling employs 
the convenience sampling technique. According to Sugiyono (2017), convenience sampling 
is a type of non-probability sampling where the sample is selected based on subjects that are 
easiest to access or available at the time of data collection by the researcher. The characteristics 
of the subjects in this research are Generation Z employees aged 18-27 years. The total number 
of respondents obtained in this study is 100 individuals. 

The instrument used in this research is the work engagement scale. The measurement 
instrument employed by the researcher is a Likert scale, referring to the aspects of the work 
engagement variable: vigor, dedication, and absorption by Schaufeli et al. (2002). Each 
question comprises four response options: STS (Strongly Disagree), TS (Disagree), S (Agree), 
and SS (Strongly Agree). The data analysis technique uses quantitative descriptive analysis, 
which is further processed using the SPSS data analysis program. 

3. RESULTS AND DISCUSSION

Results

Research data from the work engagement scale obtained hypothetical score data and 
empirical weight calculations. The description of the data weights of the related variables can 
be seen in table 1:
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Table 1 Research Data Description
Hypothetical Data Empirical Data

Variable N Mean Scores SD Mean Scores SDMin Max Min Max
Work 

Engagement 100 32,5 13 52 6,5 39,85 28 52 5,370

Description:
N  = Number of subjects
Mean = Average
Min  = Lowest score
Max  = Highest score
SD  = Standard Deviation

Table 1 shows that the work engagement variable contains empirical and hypothetical 
score data, including maximum, minimum, standard deviation, range, and mean. From the 
analysis of the work engagement scale, the hypothetical data shows the lowest weight of 1 x 13 
= 13, the highest weight of 4 x 13 = 52, a hypothetical mean of (52 + 13): 2 = 32.5, a hypothetical 
range of 52 – 13 = 39, and a standard deviation of (52 – 13): 6 = 6.5. Meanwhile, the empirical 
data analysis reveals a minimum score of 28, a maximum score of 52, an average score of 39.85, 
and a standard deviation of 5.370. This indicates a difference between the two means. The 
difference suggests that Generation Z has a relatively high level of work engagement.

Table 2 Work Engagement Scale Score Categorization
Categories Formulas Scores N Percentages

High X > (μ + 1σ) X > 39 58 58%
Medium μ - 1σ < X < μ + 1σ 26 < X < 39 42 42%

Low X < (μ - 1σ) X < 26 0 0%
Total 100 100%

Description:
X  = X – Subject’s score
m  = Mean
σ = Standard Deviation

In the following work engagement variables are categorized into 3, namely low, 
medium, and high. The results of the categorization according to the standard deviation and 
mean hypothetically obtained results, namely high categorization worth (58%) (58 subjects), 
medium category worth (42%) (42 subjects), and low category (0%) (0 subjects).

Table 3 Subject Categories By Age
Age N Mean Categories

18 – 21 years 4 37,25 Medium
22 – 30 years 96 39,96 High
Total 100 39,85 High
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The average work engagement score for subjects aged 22-30 years had an average score 
of 39.96 and subjects aged 18-21 years had an average score of 37.25.

Table 4 Subject Categories by Gender

Gender N Mean Categories

Male 26 41,77 High

Female 74 39,18 High

Total 100 39,85 High

The average work engagement of male subjects had an average score of 41.77, while the 
second most common score for female subjects was 39.18.

Table 5 Subject Categories Based on Education

Education levels N Mean Categories

High school/
vocational school 18 37,33 Medium

Diploma (4 years) 4 42,50 High

Diploma (3 years) 10 40,50 High

Bachelor 65 39,89 High

Masters 3 48,33 High

Total 100 39,85 High

The average work engagement score for subjects with an education at the Masters level 
has a maximum average score of 48.33, then the second subject with an education at the D4 
level has an average score of 42.50, then the third subject with an education at the D3 level 
has an average score of 40.50, then the fourth subject with an education at the S1 level has an 
average score of 39.89, then the last subject with an education at the SMA/SMK level has an 
average score of 37.33.

Table 6 Subject Categories by Occupation
Occupations N Mean Categories

Private 83 39,96 High
Non-Private 17 42,24 High

Total 100 39,85 High

The average work engagement of subjects with non-private jobs had a maximum 
average score of 42.24, while subjects with private jobs had an average score of 39.36.
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Table 7 Subject Categories Based on Years of Work
Years of Work N Mean Categories

> 6 months 24 39,42 High
6 months – 1 year 14 40,21 High
1 year – 2 years 33 40,33 High
< 2 years 29 39,48 High

Total 100 39,85 High

The average work engagement score for subjects with a work period of 1 year - 2 years 
had the highest average score of 40.33, followed by the second with a work period of 6 months 
- 1 year with an average score of 40.21, the third with a work period of > 2 years with an 
average score of 39.48 and the last with a work period of < 6 months with an average score of 
39.42.

Table 8 Subject Categories Based on Domicile
Domicile N Mean Categories

Java 48 39,96 High

Borneo 34 38,62 Medium
Sumatera 10 43,60 High
Sulawesi 5 40,20 High
Bali and Lesser Sunda Islands 3 39,00 High

Total 100 39,85 High

The average work engagement score for subjects residing in Sumatra has the highest 
mean score of 43.60. Following that, subjects residing in Sulawesi have a mean score of 40.20. 
Next, those residing in Java have a mean score of 39.96. In fourth place, subjects residing in 
Bali and Nusa Tenggara have a mean score of 39.00. Lastly, those residing in Kalimantan have 
an average score of 38.62.

DISCUSSSION

This research aims to determine the level of work engagement in Generation Z. Based 
on the study conducted, the majority of hypothetical data shows that 58 subjects (58%) have 
a high level of work engagement, while 42 individuals (42%) have a moderate level. It can be 
concluded that work engagement in Generation Z falls into the high category.

The first aspect of work engagement is vigor. Vigor refers to a condition characterized 
by high energy and strong mental resilience when performing job tasks. Individuals with 
vigor are more energetic, enthusiastic, and committed to their work. According to statement 
number seven, “I strive to give my best at work,” 44% of subjects answered “very appropriate,” 
and 56% answered “appropriate.” This indicates that Generation Z has enthusiasm and 
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determination in their work as well as mental resilience in performing their tasks (Schaufeli 
et al., 2002). Additionally, for statement number ten, “I feel happy with my current job,” 27% 
of subjects answered “very appropriate,” and 61% answered “appropriate.” This implies that 
Generation Z possesses high energy levels at work, making them feel happy in their roles 
(Schaufeli et al., 2002).

The second aspect of work engagement is dedication. Dedication involves a strong sense 
of involvement in work, enthusiasm, pride in the job, and feeling inspired and challenged 
while working. According to statement number eight, “The work I do inspires me,” 33% of 
subjects answered “very appropriate,” and 60% answered “appropriate.” This indicates that 
Generation Z feels inspired and challenged in their work (Schaufeli et al., 2002). Furthermore, 
for statement number eleven, “I am proud of the work I do,” 32% of subjects answered “very 
appropriate,” and 60% answered “appropriate.” This reflects that Generation Z takes pride in 
their involvement at work (Schaufeli et al., 2002).

The third aspect of work engagement is absorption. Absorption refers to being fully 
attentive and engaged in work, with individuals feeling that time passes quickly and preferring 
not to leave their tasks. According to statement number three, “Time flies when I am working,” 
29% of subjects answered “very appropriate,” and 55% answered “appropriate.” This suggests 
that Generation Z perceives time as passing quickly while they are working (Schaufeli et al., 
2002). Additionally, for statement number nine, “I am very focused when working,” 20% 
of subjects answered “very appropriate,” and 64% answered “appropriate.” This indicates 
that Generation Z pays full attention to their work, allowing them to concentrate effectively 
(Schaufeli et al., 2002).

In line with the age demographics, a one-way ANOVA test yielded F = 0.977 with 
p = 0.325. According to the one-way ANOVA rule, p < 0.050 indicates a variable showing 
significant engagement differences among analyzed groups, while p e” 0.050 means no 
significant differences are present.

Thus, it can be understood that there is no significant difference between work 
engagement levels and the age of the subjects, but there are differences in the average work 
engagement levels among Generation Z. The work engagement score in the high category 
corresponds to subjects aged 22-30 years, while those in the moderate category are aged 18-21 
years.

According to Santrock (2012), individuals aged 18-21 years are in the late adolescence 
phase, where there is a need for independence and identity formation. Individuals in this phase 
are still in the exploration stage, where they seek career paths that align with their interests 
and abilities and begin planning for the future (Santrock, 2010). Meanwhile, individuals aged 
22-30 years enter the early adulthood period, where they focus more on career development 
and financial independence (Santrock, 2012). This aligns with Fatharani & Riasnugrahani 
(2022), who state that work engagement tends to be higher in older age groups compared 
to younger ones, as older individuals have more work experience, which leads to stronger 
attachment to their jobs (Schaufeli & Bakker, 2004).
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In line with the gender demographic, a one-way ANOVA test showed F = 4.654 with p = 
0.033. According to the one-way ANOVA rule, if p < 0.050, it indicates a significant difference 
in engagement between the analyzed groups. However, if p e” 0.050, it means no significant 
difference. 

Thus, it can be concluded that there is no difference in work engagement levels between 
genders in Generation Z. High work engagement scores are seen in both males and females. 
According to Drake (2012), there is no relationship between gender and the work engagement 
an individual has with their job.

Based on the educational demographics, a one-way ANOVA test yielded F = 3.453 
with p = 0.011. According to the one-way ANOVA rule, if p < 0.050, it indicates a significant 
difference in engagement levels among the analyzed groups. On the other hand, if p e” 0.050, 
it suggests no meaningful difference.

Thus, the conclusion is that there is a significant difference in work engagement based 
on education levels. High work engagement scores are seen in subjects with educational 
backgrounds of Diploma 3 (D3), Diploma 4 (D4), Bachelor’s (S1), and Master’s (S2). Mokhine 
& Geyser (2020) state that employees with higher education levels tend to have higher work 
engagement. Meanwhile, those in the moderate category are subjects with high school/
vocational school (SMA/SMK) education. Hermawan (2017) states that workers with 
high school education tend to be less engaged with their work due to a lower theoretical 
understanding of the job they are performing.

Based on the job demographic, a one-way ANOVA test resulted in F = 4.171 with a 
p-value of 0.044. According to the one-way ANOVA rule, if p < 0.050, it indicates a significant 
relationship between the variables analyzed. Conversely, if p e” 0.050, there is no significant 
difference among the groups analyzed. 

Thus, the conclusion shows a significant difference between work engagement in 
Generation Z and job type. High work engagement scores are found in subjects working in 
both private and non-private sectors. This aligns with Schaufeli’s (2002) theory that individuals 
with vigor, dedication, and absorption tend to have high work engagement.

Based on the work tenure demographic, a one-way ANOVA test yielded F = 0.203 
with p = 0.894. According to the one-way ANOVA rule, if p < 0.050, it indicates a significant 
difference in work engagement among the analyzed groups. However, if p e” 0.050, there is 
no significant difference.

Thus, the conclusion shows no significant difference between work engagement and 
work tenure in Generation Z. The work engagement scores for subjects with work tenure 
of under 6 months to over 2 years fall within the high category. According to Chaudhary 
& Rangnekar (2017), employees who are new to the company tend to view the company 
positively due to the novelty effect, resulting in high work engagement for those with less 
than 2 years of tenure. Furthermore, employees with over 2 years of experience tend to have 
greater work engagement due to accumulated experience, skills, and dedication to their job 
(Zamralita, 2017).
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Based on the domicile demographic, the one-way ANOVA test showed F = 1.747 
with p = 0.146. According to the one-way ANOVA rule, if p < 0.050, it indicates a significant 
relationship between the variables and the groups analyzed. Conversely, if p e” 0.050, it 
indicates no significant difference.

Thus, the conclusion is that there is a difference in work engagement levels according 
to domicile, but it is not significant. Subjects from Sumatra, Sulawesi, Java, Bali, and Nusa 
Tenggara have high work engagement, while those from Kalimantan have moderate work 
engagement.

4. CONCLUSION

Based on the results of this research, the conclusion indicates that the work engagement 
level of Generation Z is categorized as high. There are differences in work engagement levels 
according to age, gender, education, work tenure, and domicile, but these differences are not 
significant. Recommendations include that organizations should strive to maintain high work 
engagement among Generation Z employees. Future researchers could consider using more 
recent references on work engagement for further studies.
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