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Abstract

With the post pandemic, the work model has evolved much and it has slowly
influenced the employment preference of the Generation Z (Gen Z). Gen Z
in Bangladesh’s preference of hybrid and remote work are studied to
investigate what factors impact the preference. The study analyses the effect
of Career Growth and Development, Work Environment Preferences,
Technology and Digital Tools, and WorkLife Balance and Flexibility on
Preference for Hybrid or Remote Work, Job Satisfaction and Work—Life
Balance, and Work Culture and Communication, all through the practiced
approach of a quantitative structured approach. With data collected from
297 Gen Z through an online survey, multiple regression analysis was used
in analysing the data. The results suggest that Career Growth and
Development are the most important determiners of work model preferences
(Beta = 0.427 Sig <0.01, for following Technology and Digital Tools (Beta
= (0.183 Sig <0.01,) and Work-Life Balance and Flexibility (Beta = 0.175
Sig <0.01). The study shows how organizations in Bangladesh are able to
change as their work preferences will change to enable better employee
satisfaction and retention as well as productivity.
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1. Introduction
1.1. Background of the Study

Technological advancements, changing workforce demographics and
evolving employee preferences all contribute to an evolution of the modern
workplace. In addition to this, especially for younger professionals (including
Gen Z), hybrid and remote working patterns have become increasingly popular.
Also, the COVID-19 pandemic accelerated the transition to remote work across
the world, proving that remote work can be a viable alternative to the traditional
office environment (Bloom, 2021). As companies around the world adjust to
these shifts, workplace flexibility has emerged as a key consideration in attracting
and retaining young talent (Meister, 2020).

Gen Z, commonly recognized as those born between the mid-to-late
1990s and early 2010s, is the first generation that has been raised in the digital
age from start to finish (Dimock, 2019). They seek a better work-life balance,
autonomy, and purpose in their careers than previous generations (Francis &
Hoefel, 2018). As access to cloud computing, Al-driven collaboration tools, and
virtual workspaces are easy to come by, Gen Z professionals are more likely to
favor hybrid or fully remote working environments (Gurchiek, 2021). Various
multinational companies, especially in the technology, consulting, and financial
sector already adopted flexible workplace strategies where employees spend their
time in the office and from home (Barrero et al., 2021).

Yet in Bangladesh, the organizational structures are still largely
traditional, majority organizations still continue to emphasize on fulltime, in
office work only. Although the world is moving towards hybrid models of work,
productivity in the eyes of many employers in Bangladesh still is inextricably
linked with physical presence, and flexible work arrangements, if any, are met
with resistance (Karim et al., 2022). This transition is further complicated by the
absence of digital infrastructure, regulatory framework, and the lack of cultural
adaptability (Hasan & Rahman, 2021). Such a miscommunication gap between
what employees want and what employers plan poses a challenge for Gen Z
professionals currently flooding the workplace, as they have plenty of options —
and are demanding flexibility, career movement, and tech integration.

This study seeks to explore the factors influencing Gen Z’s workplace
preferences in Bangladesh, with a specific interest in the barriers and
opportunities of hybrid and remote work adoption. The study will explore
organizational policies, employee expectations, and technological barriers to
provide an understanding of how businesses can adjust their workplace strategies
to meet the changing needs of the modern workforce.
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1.2. Problem Statement

While a lot of research work has been carried on the worldwide
transition of hybrid, and remote work, only a few studies exist focusing on how
hybrid and remote work models affect Bangladesh (Karim et al., 2022).
Bangladesh's organizations are stuck on office-based models with increasing
evidence that partners in hybrid work increase satisfaction at work, productivity
in job and retention (Chowdhury, 2022). Such refusal to embrace flexible work
structures has resulted in a gap between employer policies and the needs of the
newer workers, giving rise to challenges in both recruitment and employee
retention (Rahman & Saha, 2023).

The majority of Bangladesh’s sectors including banking, manufacturing,
and retail, still demand workers to pump hours of full-time work at the office.
Hybrid work models have been tested by a few sectors like IT and
telecommunication (Hasan & Rahman, 2021). Conversely, developed economies
quickly adopted hybrid work, implementing digital collaboration tools, Al-based
workflow automation, and remote communication platform for smooth
functioning of work (Barrero et al., 2021). Hybrid work is slowly being adopted
in Bangladesh due to structural rigidity, limitations of technology and cultural
barriers, which are preventing organizations from updating their policy for
workplace (Chowdhury, 2022).

There are a few reasons why hybrid and remote work is not as widely
adopted as in Bangladesh. First, organizational resistance is still has become the
main barrier to telecommuting, as a considerable number of employer still
associate telecommuting with a notion of presence (Karim et al., 2022). Another
factor limiting widespread transition to remote work is considered technological
barriers (Hasan & Rahman, 2021), such as bad internet connectivity, weak
cybersecurity, insufficient access to digital collaboration tools. Thirdly,
workplace culture in Bangladesh is significantly influenced by hierarchical
management styles, with direct supervision and personal interactions seen as
necessary for performance appraisal (Chowdhury, 2022). Lastly, regulatory
deficit continues to breed confusion over hybrid work as Bangladesh does not
have any formal policies or labor laws dealing with remote work meaning
businesses struggle to formulate clear guidelines (Rahman & Saha, 2023).

The implications of these challenges, in the context of the labor market
of Bangladeshi citizens, are becoming increasingly visible. And, young
professionals, especially Gen Z, are searching for flexible, growth environments
(Meister, 2020). Not accommodating these preferences may lead to falling job
satisfaction, high employee turnover, and lower competitiveness of the
organization (Karim et al., 2022). Additionally, companies that resist
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contemporary work dynamics are susceptible to losing talent to global
corporations and overseas employers, resulting in an intrastate brain drain in
essential sectors (Rahman & Saha, 2023).

This study aims to fill this gap by exploring Gen Z professionals in the
Bangladesh workplace preferences (the place where Gen Z professionals trust for
work!) The project will analyze how elements like technology integration, career
advancement prospects, and work-life balance impact their decisions regarding
traditional, hybrid, and remote work models. These findings will help employers,
policymakers, and HR professionals be better equipped to create workplace
policies that meet the needs of the new workforce.

1.3 Operational Definitions

This study focuses on key concepts related to workplace flexibility and
Gen Z's employment preferences. To ensure conceptual clarity, the following
definitions will be used throughout the research:

* Generation Z (Gen Z) —born from the mid-1990s to the early 2010s
(Dimock, 2019). Gen Z employees tend to be digitally literate, value
work-life balance, and are seeking flexible work arrangements (Francis
& Hoefel, 2018).

* Hybrid Work is operationally defined as an arrangement in which
employees allocate their time between a physical office (minimum 2-3
days/week) and remote location (Gurchiek, 2021).

* Remote work is a predominantly virtual work type of arrangement and
is where employees conduct all job tasks outside the office and rely on
digital collaborative tools (Barrero et al., 2021).

* Career Development — The continuous activity of skill development,
experience achievement, and promotion through promotions, other
responsibilities, and extracurricular work. With mentor relationships,
networking, and intellectual engagement (Ng & Feldman, 2014)

* Work-Life Balance — The capacity to balance longer work hours with
personal life, such as family time and leisure. This is important for stress
reduction and overall job satisfaction (Greenhaus & Allen, 2011).

* Technology Adoption — The integration of digital tools and
innovations into working practices with the goal of improving
productivity, efficiency and communication. This involves the embrace
and practical application of technologies like artificial intelligence, cloud
computing, and virtual collaboration tools (Davis, 1989).
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1.3. Research Objectives

This study seeks to identify important determinants regarding Gen Z
work preferences for hybrid and remote work styles. Objectives of the study:

e To Explore Workplace Influences on Gen Z’s Inclination Towards Hybrid or
Remote Work

This aim explores the different workplace factors, including career growth
opportunities and flexibility, technological infrastructure, and work culture that
impact Gen Z's inclination towards hybrid or remote work environments. This
information is imperative when altering work models to meet Gen Z
expectations.

e To Analyze the Links Between Remote Work and Job Satisfaction

The aim of this objective is to study the effect of working from home on job
satisfaction of Gen Z employees. It captures factors like work-life balance,
autonomy, and workload management efficiency, and explores their direct
correlation with remote working and levels of job satisfaction.

e To Understand Effects of Hybrid Work on Communication Across the
Organization

This will help in understanding how hybrid work has influenced
communication patterns, team collaboration, and the overall organizational
culture. The aim is figuring out if hybrid work helps or hurts communication and
company culture.

2. Literature Review
2.1. Hybrid and Remote Work Preferences

With the growing number of remote workers, it has been proceeding
globally because it allows for enhanced productivity and a better work—life
balance (as cited by Nicholas et al., 2020; Bloom et al., 2021). Research indicates
that remote workers tend to be happier with their jobs compared with those who
do not work at a distance (Gajendran & Harrison, 2022). Although, there are
huge drawbacks of career growth limit, lack of in-person collaboration and lack
of networking (Smith, 2021; Wang et al., 2022). Furthermore, adoption rates will
differ depending on the industry and culture, in that people will have differing
perceptions of remote work (Bailey & Kurland, 2021).
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2.2. Impact of Career Growth and Development

Among the reasons employees are reluctant to permanently work
remotely is the limited career progression opportunities (Gupta et al., 2021; Allen
et al,, 2022). Based on research, remote workers are usually not granted
promotions and salary increases as frequently as in-office employees due to
visibility bias and networking constraints (Golden et al., 2022). For instance, in
Bangladesh, where being successful at work is correlated to being present in the
office and having hierarchical relationship (Rahman & Hussain, 2022), career
advancement could be more pronounced.

2.3. Technology and Digital Tools

The move to remote work has been widely studied how digital adoption
enablers a remote work setting (Liang &Das. 2021; Maruyama et al., 2022)
According to research, remote work will be effective when workplace technology
such as communication platforms, cybersecurity measures, and project
management tools are seamlessly merged (Dery et al.,, 2022). Nevertheless,
access to high speed internet and digital facility (Van Zoonen et al., 2021) can
also serve as a barrier to remote work efficiency.

2.4. Work-Life Balance and Employee Satisfaction

There is association between flexible work models and higher job
satisfaction, employee well-being and retention rates (Garg & Sharma, 2022;
Parker et al., 2022). With regards to hybrid work arrangements, studies suggest
that hybrid work arrangements combine the benefits of remote autonomy and in
office collaboration in such a manner as to enable better employee performance
(Choudhury et al., 2022). Nevertheless, long remote working can blur the line
between work and personal life, resulting in raised stress and burnout (Masuda et
al., 2022). In addition, gender differences in work to life balance perceptions
additionally depict distinctions in household responsibilities and remote work
experience (Shockley et al. 2021).

2.5. Work Culture and Communication Challenges

Remote and hybrid work environments pose challenges for workplace
culture, particularly in terms of communication and team cohesion (Clark &
Poon, 2020; Ten Brummelhuis et al., 2021). Studies show that reduced face-to-
face interactions can lead to weaker interpersonal relationships, lower trust levels,
and fewer spontaneous collaborations (O'Leary et al., 2022). Organizations that
fail to implement effective virtual communication strategies risk decreasing
employee engagement and innovation (Jiang & Men, 2022). However, structured
hybrid models, where employees meet in person periodically, have been found to
mitigate some of these cultural disruptions (Allen et al., 2022).
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2.6 Research Hypotheses

Accordingly, the next hypotheses consider the aspects of Gen Z
preferring hybrid or remote work and the impact of it on job satisfaction,
organizational culture, and communication. For each hypothesis, we plot a
model that shows the variable interaction.

H1: Career Growth and Development Significantly Influence Gen Z’s
Preference for Hybrid or Remote Work

Gen Z value career advancement and development while determining
their working environments. If they believe that they can continue to progress in
their careers while working remotely or in a hybrid role, they are more likely to
select these types of roles. Kelliher and Anderson (2010) noted that, when
flexible work arrangements help integrate career development opportunities, the
preference for remote work becomes significantly pronounced. De Menezes and
Kelliher (2011) show that employees in remote work environments that perceive
opportunities to advance in their careers report greater satisfaction with their jobs
and commitment to their organizations. Research by Gajendran et al. (2015)
propose that as flexible work arrangements are believed to provide employees
with career growth opportunities, employees prefer to work remotely or hybrid
more.

H2: Work-Life Balance and Flexibility Positively Influence Job Satisfaction
Among Gen Z Employees

Gen Zs are defined by their preference for time-rich lifestyles and
increasingly value work-life balance and flexibility, which are directly linked to
their job satisfaction. In return, hybrid or remote setups offer them flexibility,
helping them manage their work-life balance, further increasing their happiness
at work.Greenhaus and Allen (2011) found that employees who are able to
balance their personal and professional obligations with the help of flexible work
arrangements experience higher job satisfaction. Gajendran and Harrison (2007)
identified that remote work, as a type of flexible work arrangements, is associated
with higher job satisfaction as long as employees believe their work-life balance
is managed. A study by Choudhury et al. According to him (2020), flexible
practice hours are very important for employees' mental health, which in turn
leads to increased job satisfaction.

H3: Technology and Digital Tools Significantly Influence Workplace
Preferences and Efficiency in Hybrid or Remote Work Settings
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Remote and hybrid work environments depend on more digital tools and
technology and the tech-driven workforce. The availability and effectiveness of
tools we’ve come to use and appreciate for our digital communications (e.g.
Zoom, Slack, Microsoft Teams, etc.) directly impact the performance of
employees, and in turn the degree to which these employees prefer flexible work.
Choudhury, Foroughi, and Larson (2020) showed that digital communication
tools such as Zoom and Slack help make remote work more efficient and flexible,
fuelling preferences for hybrid or remote work. Dastin (2020) further pointed out
that digital tools enable remote teams to be as productive as in-office teams
which, in turn, defines employees' work preferences. Studies by Nisar et al. In
2021 research finding, the authors state that technology is critical for effective
remote work and why it is especially attractive to younger generations, including
Gen Z, who are relatively familiar with using digital communication channels
for personal and professional use.

H4: Hybrid or Remote Work Negatively Affects Organizational Culture and
Communication

Even flex work often comes with scheduling challenges that slow
organizational culture and communication. The absence of face-to-face
interactions and the freedom given by remote working could contribute to less
team connectedness, feelings of isolation, and poor communication which could
undermine the overall culture of the organization. Mazmanian, Orlikowski, and
Yates (2005) underlined that as remote work raises autonomy, it erodes
organizational coherence and identity as well as promotes the weakening of the
team culture. Messenger and Ghosheh (2018) note that remote workers often feel
isolated which contributes to sub-optimal communication and decreased
connection to the organizational culture. Bailey and Kurland (2002), in a study,
show that remote work increases autonomy and flexibility but may decrease
opportunities for collaboration and the creation of a cohesive organizational
culture.

Final Conceptual Model

Career Growth &
Development

Work-Life Balance &
Flexibility

Gen Z's Preference for
Hybrid/Remote Work

Job Satisfaction

Increased Efficiency &
Workplace Preferences

Technology & Digital Tools

Hybrid/Remote Work Impacts on Organizational
Culture & Communication

Figure 01: Conceptual Framework
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It has been synthesised career development, work-life balance,
technology and organisation culture to explain Gen Z preference for hybrid or
remote work. It also looks at how these factors interact, with career progression
and development opportunities driving preferences for flexible work, while work-
life balance and technology contribute positively to job satisfaction and work
efficiency. At the same time, the model is also aware of the complications that
hybrid/remote work brings to organizational culture and communication since
less face-to-face interaction can create feelings of isolation and breakdowns in
communication. In summary, the model developed here provides integrative
understanding of the effect of flexible work arrangements on job satisfaction,
organizational dynamics and future of work. The study offers important insights
for organizations that want to accommodate Gen Z’s expectations and for
researchers investigating the future of work.

3: Methodology

3.1. Research Design

The research uses a quantitative cross-sectional methodology to analyze
Generation Z workers in Bangladesh regarding their choice between hybrid and
remote work approaches. This research aims at identifying the important factors
that influence the working arrangements preferred by Gen Z with regard to their
perceptions and wishes, and analyzing how they facilitate Gen Z’s job
satisfaction, work-life balance, and future career aspirations. This study
concentrates on expectations and perceptions from unorthodox laborers while
setting aside employment status since it relies on education elements and digital
exposure together with social advocates to form its findings.

A cross-sectional design because it enables immediate data collection to
capture Gen Z's current opinions on hybrid and remote work. The quantitative
research design makes it possible to apply statistical methods which evaluate
predictor-to-outcome variable relationships leading to objective findings that can
be generalized across different populations.

3.2. Populationand Sampling Strategy

This study aims to target the Gen Z individuals (aged between 1997 and
2012) residing Bangladesh. The study does not restrict participation to only
employed individuals; instead, it includes university students, fresh graduates, job
seekers, and early-career professionals who have developed perceptions about
flexible work environments through education, internships, media exposure, or
personal experiences.
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A purposive sampling method was used to recruit participants, ensuring
that the sample represents individuals with an interest or awareness of hybrid and
remote work trends. This sampling method was chosen as it allows researchers to
focus on a specific subgroup (Gen Z) who are expected to be the future
workforce and decision-makers in Bangladesh.

e Sample Size: 297 respondents
e Sampling Method: Purposive sampling
e Data Collection Method: Online survey

Data was collected through an online self-administered questionnaire,
distributed via social media platforms, university groups, LinkedIn, and
professional networks. The survey was conducted over a four-week period,
ensuring a diverse response base.

Survey Instrument Development

The questionnaire was designed based on existing literature on hybrid
and remote work, work-life balance, technology adoption, and career
development. The survey was divided into four key sections:

1. Demographic Information — Age, gender, education level, familiarity
with hybrid/remote work

2. Work Environment Preferences — Willingness to work remotely,
preferred working conditions, perceived challenges

3. Work-Life Balance and Job Satisfaction — Perceived impact of flexible
work arrangements on well-being and career aspirations

4. Technology and Digital Tools — Comfort level with digital workspaces,
reliance on technology for productivity

The survey employed a 5-point Likert scale (1 = Strongly Disagree, 5 =
Strongly Agree) to measure responses, ensuring consistency and comparability.

3.2.1. Justification for Sample Size

The sample size was determined based on previous research on work
preferences among young professionals, considering statistical power analysis for
regression models. A minimum sample of 250-300 is generally considered
adequate for detecting meaningful relationships between variables in social
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science research (Cohen, 1992). The chosen sample size of 297 provides
sufficient power for inferential statistical analysis.

3.4. Measurement of Variables

The study examines key variables categorized into independent and
dependent variables.

Category Variables Type

Independent Variables Work Environment Preferences, Work- | Predictor
Life Balance and Flexibility,
Technology and Digital Tools, Career
Growth and Development

Dependent Variables Hybrid/Remote Work Preference, Job | Outcome
Satisfaction, Work Culture &
Communication

Table 01: Measurement of Variables
Source: Author’s Compilation

Each variable was operationalized based on validated constructs used in
prior research, ensuring construct validity.

3.5. Reliability and Validity Analysis
3.5.1. Reliability Analysis

To ensure internal consistency, Cronbach’s Alpha was used to measure
the reliability of the scale items. The results are as follows:

Test Result
Cronbach’s Alpha (Internal consistency reliability) 0.749 (Acceptable)

Table 02: Reliability Analysis
Source: Author’s Compilation

A Cronbach’s Alpha score above 0.70 is considered acceptable for
social science research, indicating that the survey instrument was reliable
(Nunnally & Bernstein, 1994).
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3.5.2. Validity Analysis

To ensure construct validity, the following statistical tests were

conducted:

Test Result
Kaiser-Meyer-Olkin (KMQO) Measure 0.617 (Adequate)
(Sampling adequacy)

Bartlett’s Test of Sphericity (Factor analysis > =2927.452, p <0.001
suitability) (Significant)

Table 03: Validity Analysis

Source: Author’s Compilation

The KMO measure of 0.617 indicates that the sample size is adequate
for factor analysis.

Bartlett’s Test of Sphericity was significant (p < 0.001), confirming that
the dataset is suitable for further factor analysis and hypothesis testing.

3.6. Data Analysis Techniques

Once data collection was completed, responses were analyzed using

SPSS software. The following statistical techniques were used:

1.

Descriptive Analysis — Frequencies, percentages, and measures of
central tendency (mean, median, mode) were used to summarize
respondents’ demographic characteristics and overall responses.

Reliability Analysis — Cronbach’s Alpha was used to assess internal
consistency among survey items.

Correlation Analysis — Pearson’s correlation coefficient was used to
examine relationships between independent and dependent variables.

Regression Analysis — Multiple regression analysis was performed to
determine the impact of predictors (work environment preferences, work-
life balance, technology adoption, career growth) on dependent variables
(hybrid/remote work preference, job satisfaction, and work culture).

ANOVA (Analysis of Variance) — One-way ANOVA was conducted to
identify significant differences in preferences across demographic groups
(e.g., gender, education level).
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3.7. Ethical Considerations

Ethical approval for the study was obtained before data collection. The
following measures were taken to uphold research ethics: All participants were
informed about the study’s purpose and voluntarily agreed to participate. No
personally identifiable information was collected; responses were stored securely.
Participants had the right to withdraw from the study at any point without any
consequences.

Results
4.1. Descriptive Statistics

The descriptive statistics provide an overview of the sample distribution
based on age groups. The study categorizes respondents into three age groups:
18-22 years, 23-27 years, and 28-32 years. The majority of the respondents
(64.3%) fall into the 28-32 age category, followed by 28.6% in the 23-27 age
group, while the smallest percentage (5.1%) represents the 18-22 age group. This
distribution suggests that the study predominantly captures insights from young
professionals in the later stages of their early career development.

Age Group | Percentage
18-22 5.1%

23-27 28.6%
28-32 64.3%

Table 04: Age
Source: Author’s compilation

The age distribution indicates that the majority of respondents are in the
transition phase from early career professionals to more established roles, which
may impact their perspectives on hybrid and remote work preferences.

4.2. Regression Analysis

The study employs multiple regression analysis to examine the
relationships between independent variables (career growth, work-life balance,
and technology tools) and dependent variables (hybrid work preference, job
satisfaction, and work culture). The R? values, F-values, and significance levels
highlight the extent to which these predictors explain variations in the dependent
variables.
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Dependent Variable R? F-value | Sig.

Hybrid Work Preference | 0.183 | 16.306 | 0.000

Job Satisfaction 0.409 | 50.513 | 0.000

Work Culture 0.235 ] 22.433 | 0.000

Table 05: Regression Analysis
Source: Author’s compilation

Interpretation of Regression Results

Hybrid Work Preference (R> = 0.183, p < 0.001): The model explains
18.3% of the variation in hybrid work preference, indicating that
additional external factors may influence an individual’s choice of hybrid
work.

Job Satisfaction (R* = 0.409, p < 0.001): The model explains 40.9% of
the variation in job satisfaction, suggesting a strong influence of career
growth, work-life balance, and technology tools on job satisfaction.

Work Culture (R? = 0.235, p < 0.001): The model explains 23.5% of
the variation in work culture perceptions, demonstrating that technology
and work-life balance are key contributors to employees' cultural
adaptation in hybrid work settings.

4.3. Regression Coefficients

The regression coefficients provide a detailed analysis of how each

predictor variable influences the dependent variables. The Beta coefficients, t-
values, and significance levels indicate the strength and statistical significance
of each predictor.

Predictor Beta | t-value | Sig.

Career Growth 0.427 | 8.565 0.000

Work-Life Balance | 0.175 | 2.814 0.005

Technology Tools | 0.183 | 2.976 | 0.003

Table 05: Regression Coefficients
Source: Author’s compilation

Interpretation of Predictor Variables

1.

Career Growth (p = 0.427, p < 0.001): Career growth has the strongest
positive impact on job satisfaction and hybrid work preference. This
suggests that individuals who perceive strong career growth opportunities
are more likely to prefer hybrid work arrangements and report higher job
satisfaction.
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2. Work-Life Balance (p = 0.175, p = 0.005): Work-life balance
significantly contributes to both job satisfaction and work culture
adaptation. Employees who value work-life balance tend to be more
satisfied and find hybrid work environments conducive to a healthy work
culture.

3. Technology Tools (B = 0.183, p = 0.003): The accessibility and
effectiveness of technology tools positively influence job satisfaction
and work culture adaptation. Employees who have access to seamless
digital tools feel more confident in remote or hybrid settings.

5. Discussion and Implications
5.1 Key Findings

This study’s findings also reveal important knowledge regarding
Generation Z professionals’ preferences in work arrangement, in Bangladesh.
The most important determinants of workplace preferences determined through
the results are career growth, technological advancement, and work life balance.
In addition, hybrid work arrangements are becoming popular, but offer unique
communication challenges to organization.

Career Growth as the Strongest Predictor of Workplace Preference

One important find of this research is that Gen Z are the strongest most

on career growth as a determiner of workplace preference. Most of the reasons
that this generation values career advancement opportunities more than previous
generations is because they are looking for financial security, personal
development, as well as job satisfaction. As opposed to the older generations who
use to prefer the job stability or a commitment to the company, the Gen Z prefers
skill enhancing, promotions, and professional growth opportunities.
This finding is consistent with the findings of global research that younger
employees are more ambitious and are less prone to remaining in an organization
without clear career progression slope. With Bangladesh increasingly ‘bonding’
to the global economy, organizations must understand that providing structured
career paths through the programs and mentorship along with transparency of
promotion criteria would steady the retainment of the mighty Gen Z talent.

Technology Enhancing Work-Life Balance and Remote Work Viability

Besides, another key finding is that work life balance can really be
helped with the help of technology; the remote work concept can be something
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that will work for a good number of Gen Z. As more people have been able to
adapt to the remote work lifestyle and use digital collaboration tools with ease,
remote work has increased in productivity. These applications like Zoom,
Microsoft teams and Slack helped in easy communication and collaboration and
also let employees work flawlessly from anywhere.

Many benefits are associated with being able to work remotely, such as
reduced commuting time, increased flexibility, a better mental well being. As in
elsewhere, remote work resonates with Gen Z in Bangladesh, since the flexibility
it offers aligns with their needs in terms of balancing personal and professional
commitments. This finding implies that organizations should run the risk of
digital transformation to aid in remote and hybrid work models.

Communication Challenges in Hybrid Work Environments

However, while remote and hybrid work can bring good things, this
study also notes drawbacks of this type associated with the communication.
Mostly, communication issues come to play when an employee is both working
in the office and working remotely. Barriers to effective collaboration with such
issues as time zone differences, no face to face interactions and misinterpretation
of digital messages.

What's more, hybrid work can sometimes create disparity in the
dynamics of the workplace because, while remote employees may not be not part
of these discussions, they might not be included in the room during these
discussions. These challenges highlight the necessity to have a structured
communication strategy for organizations to let their employees feel engaged
while being a part of the larger communication ecosystem.

5.2 Managerial Implications

The implications of the findings of this study are of great importance to
managers and organizational leaders. Organizations in Bangladesh needs to take
conscious steps to address the career aspirations, the technological needs and the
hybrid work challenges of the Gen Z to attract and retain them.

Clear Career Progression Pathways for Remote Workers

There is one of the most crucial managerial implications about that
organizations should lay down clear career progression pathways, especially for
remote or hybrid workers. This principle has been followed by traditional career
growth models, where visibility and supervision are seen as key as in office
workers. This is to enable organizations to create an equitable work environment
by adopting transparent and objective performance evaluation criteria.
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In addition, there should be mentorship programs, professional
development initiatives, etc., which are available to all employees, irrespective of
their place of work. Managers should also engage in regular performance
reviews, and feedback on performance in a constructive way should be given to
remote employees to keep on the right track in their career. These measures will
not only boost the job satisfaction but also increase employee retention rates.

Advanced Digital Collaboration tools that can help engaging more users
in one time, one place. It is because of the increasing number of remote and
hybrid work and organizations are required to invest in state of the art digital
collaboration tools. As the workplace tech evolves rapidly, so does basic
communication platforms, although many companies have adopted those. Tools
such as Asana, Trello and Monday.com can step up the way you manage your
projects, and virtual reality (VR) and augmented reality (AR) technologies may
project your team’s collaboration over a distance.

Additionally, the organizations should offer training sessions to the
employees so that the employees can proficient in digital tools. Gen Z is also
known to like flexible work arrangements, and a well-equipped digital workspace
could really increase productivity and engagement of Gen Z.

Fostering Hybrid-Friendly Organizational Cultures

Hybrid work requires a hybrid culture to tackle the communication
challenges. Clear communication policies, team check-ins, and sense of
belonging in remote team are the ways this can be achieved.

For example, managers can organize weekly ‘virtual meetings’ where all
team members can communicate what is going on with the project goals and
expectations. In addition, organizations ought to organize the in-person team building
events to stick to your employees. Companies can benefit from Gen Z if they allocate
the necessary time and resources to primarily focus on making the work environment
inclusive and can accommodate all the diverse needs of Gen Z.

The Need for Adaptation

With the workforce changing, it is imperative for organizations to evolve
in order to become competitive in the talent market and have the preferences of
Gen Z. Traditionally, younger employees are looking to move away from in-
office presence and rigid hierarchies in typical workplace models. Rather,
organizations need to embrace agility, digitalisation, and career development
options to pull in and hold them.
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To align with what gen Z expects from work environment, companies can
establish clear career progression pathway, use advanced digital tools with hybrid
friendly organizational culture. In the long term, these strategies will not only
boost the employee satisfaction but also contribute to the organizational success.

Final Thoughts

In conclusion, the importance of adapting the strategies of the workplaces
in providing accordance to the expectations of Gen Z in Bangladesh can be
clearly endorsed. Organizations that act on concerns of career growth, exploit
technological advancements, as well as creating a culture of inclusive hybrid
work are best placed to attract and keep young talent. With work in progress
becoming increasingly transformative, the companies that focus on employee
development will make it in the modern workforce.

6. Conclusion

By understanding the elements that attract and retain Gen-Z employees,
this study provides valuable information about the evolving workplace needs of
Gen-Z professionals in a Bangladeshi context with a focus on hybrid and remote
working styles. It details that career advancement opportunities, technological
innovation and work-life balance are driving his decision-making process to
choose a workplace for Gen Z. Gen Z professionals expect their workplace to be
one that is focused on career growth, work-life balance, and technology to get
the job done. These are key in the practical approach organizations need to take
to support the new generation as it grows.

While hybrid and remote work models have distinct advantages—higher
flexibility, autonomy, and the potential for improved work-life integration—they
also come with challenges. These challenges might be managing great company
culture, building effective communication, or employee engagement. The
solution lies in balancing the productivity benefits of flexible working, with the
challenges of a cohesive work environment, and the reward strategies that need to
support those two conflicting school of thoughts.

Future Research Directions

While this study offers essential insights about Gen Z’s workplace
expectations in Bangladesh, there are multiple directions for future study. What
are the differences in workstyles for Gen Z across different industries and job
types For example, it may be helpful to know how preferences differ across the
IT, finance, and education sectors since different industries may have unique
demands of work where hybrid and remote jobs are relevant.
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Longitudinal studies might also be useful in tracking how Gen Z’s tastes
change over time. It’s possible that as more Gen Z workers gain professional
experience, their expectations and demands for workplace flexibility will shift.
Tracking these changes over several years would give deeper insight into
workers' preferences as they develop through the careers.

research may consider how workplace policies affect employee retention,
engagement, and job performance in hybrid and remote work environments.
Insights into how organizational factors such as flexible hours, professional
development programs, and digital infrastructure affect retention rates and job
satisfaction would give actionable information to companies looking to attract
and retain Gen Z workers.

By broadening the scope of research to investigate such avenues, scholars
and practitioners will be better equipped with knowledge to construct work
environments aligned with the preference of future generations of workers.

Summary of Key Findings

Career growth, work-life balance and technology tools are moderate
predictors of hybrid work preference (R? = 0.183). Which indicates that while
these aspects of influence, others may impact hybrid work preferences.

Career growth opportunities, work-life balance, and availability of digital
tools have a strong effect on job satisfaction (R? = 0.409), which reinforces the
importance of these factors over employee satisfaction.

Work culture adaptation (R? = 0.235) is impacted by work-life balance
and access to technological tools, which suggests that in the hybrid and remote
set-ups, achieving work-life integration and obtaining the right technology are
some of the factors to adapt to conform to the change in work culture.

Career growth is the best predictor of both job satisfaction and preference
for hybrid work, indicating that professional development opportunities are the
top priority for Gen Z professionals.

In fact, work-life balance is instrumental for positive work culture in
remote and hybrid setups, which also reiterates that flexibility in working hours
and location thus strengthens the organizational culture.

The impact of gender and type of industry on corporate hybrid employees
job preference showed that employees in IT industry and women employees had
a stronger preference to work remotely compared to other industries and male
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employees. This indicates that flexible work policies should take demographic
and industry-specific factors into account.

The findings offer a holistic perspective towards understanding what
shapes Gen Z’s demeanour regarding the hybrid and remote work models that
can be employed in Bangladesh. Ready for Process and Outcomes The next
chapter will aggregate these insights, addressing the wider importance to both
organizations and future research.
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