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Abstract

Generation Z’s entry into the workforce occurred alongside the onset of confinement due to the COVID-19 pandemic. 
The present study has two objectives: first, to describe how the pandemic affected the working, academic and personal 
activities of this generation; second, to explore the future expectations of the work of this cohort. On the basis of a 
phenomenological perspective of a qualitative nature, an exploratory and descriptive study was carried out using 
an interview guide developed from the Diagnostic Tool for Enriching Labor Functions (HDEFL), adapted in Latin 
America, which allows companies to diagnose management measures, articulating the worker’s profile with the 
characteristics of each job (including motivational, social and context variables) to stimulate work results in terms 
of three dimensions: behavior, attitude and well-being. The results show that, to carry out teleworking and telestudy 
as a sustainable practice, seven key competencies are necessary for this generational group: organization and time 
management, adaptation to unforeseen events with resilience, digital communication, technological patience, ability 
to ask questions, commitment to objectives and performance indicators, and autonomy for self-learning. Similarly, four 
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thematic axes have been determined that companies 
must address so that this modality serves as a strategy 
to attract and retain human capital. 

Keywords: Teleworking, Telestudy, Generation Z,  
Job Satisfaction, Human Capital Management,  

Work‒Life Balance.

Resumen 

La incorporación de la generación Z al mundo laboral 
se produjo en el marco del confinamiento pandémico. 
El presente estudio persigue dos objetivos: primero, 
describir cómo la pandemia repercutió en la actividad 
laboral, académica y personal de dicha generación; 
segundo, explorar las expectativas del futuro del 
trabajo de esta cohorte. Con base en una perspectiva 
fenomenológica de naturaleza cualitativa, se realizó un 
estudio exploratorio y descriptivo utilizando una guía 
de entrevistas elaborada a partir de la Herramienta 
de Diagnóstico para Enriquecer las Funciones 
Laborales (HDEFL), adaptada en América Latina, la 
cual permite que las empresas diagnostiquen medidas 
de gestión, articulando el perfil del trabajador con las 
características de cada trabajo (incluyendo variables 
motivacionales, sociales y de contexto) a fin de 
estimular los resultados del trabajo en términos de tres 
dimensiones: comportamentales, actitudinales y de 
bienestar. Los resultados evidencian que, para realizar 
teletrabajo y telestudio como una práctica sostenible, es 
necesario que este grupo generacional desarrolle siete 
competencias claves: organización y gestión del tiempo, 
adaptación a imprevistos con resiliencia, comunicación 
digital, paciencia tecnológica, capacidad para hacer 
preguntas, compromiso con objetivos e indicadores 
de desempeño y autonomía para el autoaprendizaje. 
Además, se determinaron cuatro ejes temáticos que las 
empresas deberán atender para que el teletrabajo sea 
una estrategia para atraer y retener al talento humano.  

Palabras Clave: Teletrabajo; Telestudio; Generación 
Z; Satisfacción Laboral; Gestión del Capital Humano; 

Equilibrio entre Vida Personal y Laboral.

Introduction
Work is a primary channel for social inte-

gration and individual development, evolving 
continuously to adapt to the technological 
advancements of the Fourth Industrial Rev-
olution (Saiz, 2021). People develop beliefs, 
values, and attitudes toward work through-
out their lives, influenced by subjective so-
cialization experiences. The meaning of these 
experiences changes as individuals face con-
textual conditioning situations and global 
economic, political, sociocultural, and tech-
nological circumstances, which shape their 
perception of work (Genoud & Broveglio, 
2020). Disruptions in the work environment  

can negatively affect workers’ health and 
well-being (Observatorio Vasco de Acoso 
Moral, 2012); Uribe (2014) explained that 
work is one of the elements that affects the 
physical, mental, and psychosocial health of 
the population.

In this context, the pandemic caused 
abrupt and unplanned changes due to the 
necessity of remote work, which altered 
lifestyles. In the business world, one of the 
major concerns is managing Generation Z 
(Gen Z). During the pandemic, these social 
agents entered the workforce without prior 
experience, which forced them to face the 
challenge of quickly adapting to telework. Si-
multaneously, telestudy became a new cate-
gory included in the interview guide, as 68% 
of the participants indicated that they were 
studying and working simultaneously, 18% 
stated that they were only working, and 14% 
were only studying at the time of the inter-
views. As is well known, educational institu-
tions implement telestudy as a central axis of 
the teaching-learning process. The challenge 
of experiencing a “homenization”3 practice 
became relevant by exposing the imbalanc-
es between environmental opportunities and 
demands, on the one hand, and increasing 
awareness of their needs, skills, and aspira-
tions as workers and students, on the other 
hand. This cohort has specific characteris-
tics unique to their generational group, and 
as they represent an emerging productive 
sector, it is necessary to understand them to 
design effective management systems that 
align with the new demands of the postpan-
demic market. Therefore, the following ques-
tions arise: How can organizations diagnose 
which variables to activate to achieve syner-
gy in terms of subjective and organizational 
outcomes? How will they manage a diverse 
workforce, particularly Gen Z, as they gradu-
ally integrate into the labor market? How can 
companies focus on the fulfillment of the indi-
vidual at work and not just on the individual 
in the workplace?

3	 The compound word that results from the combination of 
“home” and “organization” is “homenizational.” This term is 
intended to deepen the study of the impact of digitalization 
on home life for individuals who telework, telestudy, 
and interact within a hyper-technological society, with a 
particular focus on Generation Z.
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The pandemic altered both work and non-
work life, revitalizing the importance of gen-
erating new work modalities that consider 
the multiple elements that make a work expe-
rience attractive, so that well-being, a sense 
of belonging, and a favorable culture allow 
workers to reach their full potential (Volini 
et al., 2021). The current challenge is to re-
examine new forms of work with a focus on 
telework, analyzing whether human factors 
and technology are truly in conflict, wheth-
er organizations can overcome the instinct to 
treat people and machines in parallel paths, 
or whether they can build connections that 
pave the way forward (Van Durme et al., 
2020).

This research aims to achieve two objec-
tives. First, to describe how the pandemic 
impacted the work, academic, and personal 
activities of Gen Z, specifically, to delve into 
the changes with a focus on telework and its 
outcomes in terms of behavior, attitudes, and 
well-being, as well as the pressure factors 
and the degree of work‒life balance. The sec-
ond objective is to explore their views on the 
future of work, inquiring about what they be-
lieve companies will do and what this cohort 
desires.

Theoretical Anchors
Telework

Bottos (2011) stated that teleworking is not 
just working remotely via telematic means; it 
involves the use of these elements to work in a 
new way. Martín (2018) adds other variables 
to the concept, such as performance-based 
management, continuous training in new 
ICTs for managers and workers, and the ac-
ceptance of new labor relations that arise 
from this. The time, place, and content of 
implementation are substantially affected 
(Rodríguez-Piñero Royo, 2018). According 
to Herraiz (2020), before the outbreak of the 
pandemic, telework was a voluntary decision 
for both employers and workers, which ini-
tially seemed beneficial for both. However, 
owing to confinement, telework erased the 
boundaries of time and place, blurring the 
lines between work, personal life, and rest 
to the point of causing constant connectivi-
ty (Álvarez Cuesta, 2020). This has led to a 
primary challenge in maintaining a healthy 

balance between different life spheres, as 
overexploitation and psychological burnout 
negatively impact worker productivity and 
health (Cabello Roldán, 2023).

The incorporation of telework4 into the la-
bor market poses challenges regarding cul-
tural and structural changes in the design of 
job functions (Genoud et al., 2023). The HDE-
FL is a tool that has deepened in Latin Amer-
ica, incorporating and validating indicators 
that consider the particularities of the labor 
reality, allowing companies to diagnose man-
agement measures by aligning the worker’s 
profile with the characteristics of each job, 
including motivational, social, and contextu-
al variables, to stimulate work outcomes in 
terms of behavior, attitudes, and well-being. 
This paper seeks to understand how Genera-
tion Z navigated this practice of labor flexibil-
ity and what work outcomes reveal; the goal 
is to identify which design characteristics and 
personal skills they will need to experience to 
redefine the meaning of work and reconcile 
other aspects of their lives.

Generation Z
Iorgulescu (2016) noted that this group 

consists of those born after 1995, although 
some authors consider the year 2000 as the 
starting point. This generation tends to be 
online seven days a week, so they are over-
whelmed with information but lack the train-
ing to process it (Coppo, 2020). Academically, 
they are more attracted to browsing the web 
than to reading a book. Their tendency to-
ward ease and immediacy prevents them 
from adapting to the demands of higher ed-
ucation; if they do not like or do not under-
stand their professor’s approach, they look 
for someone online who can explain it better 
(Coppo, 2020).

This new workforce needs to have per-
sonal connections with managers and team 
members during the early years of their 
careers; they prefer to interact in a collab-

4	 Genoud et al. (2023) analyzed common business practices 
of labor flexibility during the pandemic labor reality based 
on the HDEFL, revealing that there was an intensification 
in the use of quantitative internal labor market flexibility 
practices, with flexible hours being introduced in 2019. This 
shifted toward other indicators of this type of flexibility, 
such as telework and virtual teams, in 2020 and 2021. 
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orative group (Adamson et al., 2018); they 
are multitaskers (Chillakuri & Mahanandia, 
2018); and they prioritize human connections 
and work better when they are involved in 
intensive work relationships (Tulgan, 2013). 
Social skills such as communication, collab-
oration, time management, mentoring, and 
coaching need to be refined, and therefore 
require additional support (Grow & Yang, 
2018); they feel that low-value work can be 
automated (Chillakuri, 2020). They also en-
joy spending time on their smartphones, lap-
tops, or other devices they use to research 
and learn new things (Zhitomirsky-Geffet & 
Blau, 2016). They are described as a cohort 
that lacks patience; that values work‒life bal-
ance more; and that demands flexible jobs, 
which include different start and end times  
(Chillakuri, 2020).

According to the Economic Commission 
for Latin America and the Caribbean (ECLAC, 
2024), in 2022, in Peru, 15.3% of young peo-
ple between 20 and 24 years old in urban 
areas were in a particular situation: neither 
studying nor employed. Commonly known as 
‘Ninis’, many of these young people face bar-
riers to accessing higher education or finding 
meaningful job opportunities that allow them 
to develop professionally. Similarly, 10.9% of 
‘Ninis’ performed unpaid care work at home; 
3.1% were looking for their first job or had 
lost the one they had. In this sense, the orga-
nizational and cultural changes in the physi-
cal and virtual work environment should not 
be underestimated to meet expectations of 
how to collaborate, participate, and relate 
professionally (Volini et al., 2021). The pan-
demic affected the professional development 
of this cohort by increasing the number of 
‘Ninis’ by 13.2% (13.7% in 2019 vs. 26.9% in 
2020).

The International Labor Organization 
(ILO, 2020) believes that work performed by 
a young person is positive as long as it con-
tributes to the accumulation of experience 
and the well-being of their family without un-
dermining their health and personal develop-
ment. While it is desirable for a young person 
to focus exclusively on studying at an early 
age, in practice, many of them work and study 
simultaneously, which is not always negative 
and can have positive effects when the work 
is stable and for a period of 20 hours per week 

(Mortimer, 2010). Additionally, data from the 
National Household Survey (ENAHO) re-
vealed that the ‘SíSí’ (those who both study 
and work) held low-quality jobs character-
ized by a lack of access to health services and 
wages below the minimum salary, associated 
with a large proportion of young people with 
informal jobs, where most worked without 
employment contracts (Centro Nacional de 
Planeamiento Estratégico [CEPLAN], 2016).

This situation presents significant chal-
lenges for the personal and professional de-
velopment of Gen Z. The lack of studies and 
work experience can limit their future op-
tions and perpetuate a cycle of unemploy-
ment and underemployment. Furthermore, 
exclusion from education and the labor sys-
tem can increase the risk of these young peo-
ple becoming involved in socially vulnerable 
situations such as crime or drug use. The re-
search proposes to deepen the understanding 
of that part of this Gen Z that can access work 
and study with a view to capitalizing on the 
lessons learned. The aim of this study is to 
articulate the approach to work, academic, 
and social experiences during the pandemic 
in Peru to contribute to the development of 
more productive and humane labor practices.

Methodological Approach

This research was conducted with a qual-
itative approach based on a phenomeno-
logical perspective. The study’s typology 
was exploratory, descriptive, and analytical.  
The temporal nature of the research was syn-
chronous, with semistructured interviews 
conducted via videoconference through Goo-
gle Meet, each lasting an average of one hour 
and 20 minutes. The inclusion criteria were 
as follows: a) participants had to belong to 
the Gen Z cohort, which led to the recruit-
ment of university students from Lima aged 
19-25 through LinkedIn; and b) participants 
had to have worked in person before March 
2020, the month in which mandatory social 
isolation (MSI) began. The data analysis in-
corporated three perspectives: psychological, 
sociocultural, and managerial.

The interview guide was the methodolog-
ical resource developed from the HDEFL 
and was based on research conducted on 

https://doi.org/10.25100/cdea.v41i81.13793
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labor structures in Latin America (Genoud 
et al., 2018, 2023). This instrument covered 
55 dimensions and included key topics that 
emerged from the participants’ responses. 
Consistent with the qualitative approach, 
during the phases of discovery, coding, and 
interpretation, the original categories were 
distinguished from the new categories added 
by the participants (Bogdan & Taylor, 1987).

Upon reaching saturation, the nonprob-
ability convenience sample comprised 22 
single young people—11 females and 11 
males—with no children, from socioeconomic 
levels A, B, and C, living with their nuclear 
families. At the time of the interviews, five 
of them had completed university education, 
and 17 were studying and working simulta-
neously. Their professional careers ranged 
from administration, architecture, computer 
science, accounting, communications, eco-
nomics, engineering, and psychology, mostly 
occupying positions at the base of the organi-
zational pyramid. 

Outcomes: The Voice of the 
Participants
Impact on Skills

For Generation Z, the culture of physical 
presence in the workplace involved experi-
encing close interactions that made their com-
mitment to their duties visible and allowed 
them to take advantage of the company’s re-
sources. However, there was little connection 
with the objectives, and the strategies were 
unknown, leading to mechanical work with 
minimal recognition of their contributions.

According to Hersey and Blanchard’s Situ-
ational Leadership Theory (1982), the type of 
leadership appropriate for this generational 
group is the directive style, where the boss 
exercises continuous supervision due to the 
subordinate’s lack of experience and low ma-
turity level. When transitioning to telework, 
the delegative style predominated, where 
young people had to organize their tasks 
and make decisions without constant super-
vision from their superiors. Forced by the 
MSI, there was a greater delegation of tasks, 
which had a strong impact on the well-being 
and psychological health of the participants, 
who stated that digitalization and automation 

posed a challenge owing to external factors 
that pressured them to acquire new skills 
and practices in a very short time. The par-
ticipants experienced multiple distractions 
while working from home, which decreased 
their concentration and made the work more 
challenging.

Despite its advantages, technology affects 
their level of impatience owing to uncontrol-
lable factors that slow down response times. 
As multitaskers and accustomed to immedi-
acy, Generation Z dislikes waiting and tends 
to be anxious about moving from one stage to 
another as quickly as possible (Coppo, 2020). 
This led to high levels of dissatisfaction due to 
their inherent need to demonstrate efficiency. 
Similarly, adapting to unforeseen events re-
quired them to quickly adjust to new designs, 
structures, protocols, and management mod-
els that demanded a broad margin for ac-
tion and resolution, avoiding resistance, and 
demonstrating a resilient attitude. This flex-
ibility in adapting to digitalization demand-
ed high levels of commitment, manifested in 
their willingness to be connected and acces-
sible for as long as possible. However, being 
away from colleagues or superiors, they had 
to self-motivate to learn independently; young 
people then took control of situations by try-
ing to find solutions autonomously, despite 
lacking adequate training. Regardless of the 
teleworker’s productivity, appropriating time 
outside of work contracts was a frequent and 
repeated behavior of supervisors who valued 
commitment to goals and performance indica-
tors that would avoid micromanagement5 in 
the future. The MSI substantially altered the 
way work was monitored, with result-based 
supervision guaranteeing the fulfillment of 
quality standards and deadlines.

How Did the Way of Working Change? 
The most significant changes in telework 

are shown in Table 1.

5	 Micromanagement is a labor management method in which 
excessive control is exercised over the people who make up 
the different teams within a business. This usually implies 
that too much pressure and attention is exerted on every 
detail or action performed by workers (Great Place to  
Work, 2022).

https://doi.org/10.25100/cdea.v41i81.13793
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Table 1. Changes from In-Person Work to Telework

Positive Aspects Negative Aspects
Greater involvement with strategy. Slower problem-solving.
Increased exposure levels. Deterioration in induction, training, and development.
More relevant tasks. Errors due to heuristic learning.
Digitalization of operational processes. Acceptance and complacency toward precarious work.
Quick and frequent interactions (agility). Little visibility of the work produced.
Savings on attire. Uncertainty due to the reduction in individual supervision.
More diluted hierarchical relationships. Difficulty co mmunicating effectively.
Faster transition to other digital activities. Excessive meetings.
Less social protocol. Increased energy and internet costs.
Ability to alternate between work, study, and 
entertainment instantly or simultaneously. Increased working hours.

More volatile work schedules. Unpaid overtime.

Achieving greater involvement with the 
company’s strategic actions by being in-
formed in advance of plans and objectives 
increased one of the critical psychological 
states of the HDEFL: the level of responsibil-
ity over assigned tasks (Genoud & Broveglio, 
2020). Additionally, easy and quick access to 
virtual meetings increased the exposure level 
of young people, who felt that hierarchical, 
cultural, and social barriers were softened. 
Similarly, they did not have to worry about 
their outfits since only what the camera 
framed during videoconferences was visible. 
This democratized interpersonal relationship 
facilitates synergies between groups to pro-
vide support when necessary; these cultural 
aspects are interesting to consider, especially 
if there is a desire to innovate in new manage-
ment practices that consider this generation.

With respect to work schedules, they be-
came more volatile, facilitating access to more 
university courses alongside their workdays. 
The performance was controlled based on 
objectives and metrics. In terms of training, 
companies assumed that young people were 
proficient in technological applications be-
cause they were digital natives, although this 
condition stemmed from their ease of grasp-
ing technology, not from having acquired 
knowledge beforehand. With respect to the 
changes that did not favor work, excessive 
meetings hindered effectiveness. Similarly, 
the lack of training required for the imme-
diacy in addressing changes demands extra 
time outside of work hours. Despite this, the 
respondents agreed that heuristic learning 

had been relevant and significant for their 
professional development. Similarly, the low 
visibility of the work produced, owing to not 
being physically in the workplace, was a re-
current issue, as this cohort is characterized 
by a strong interest in demonstrating high 
levels of effectiveness and efficiency. Finally,  
the constant sense of gratitude for having a 
job despite unemployment drove them not 
only to endure any precariousness but also 
to strive to meet the expectations placed on 
them. For companies, surveillance systems 
improved productivity and the achievement 
of goals and objectives. However, in the me-
dium term, it has become overwhelming and 
harmful to the physical and psychological 
health of young people. Despite the fact that 
the right to digital disconnection was regulat-
ed, in practice, it was not complied with for 
this category of workers.

How Did Life Change as a Telestudent?
As anticipated, this category was incorpo-

rated into the interview guide because of its 
overwhelming presence in the participants’ 
responses. The MSI forced both teachers and 
students into digital literacy in a very short 
time, pressuring them to experience digital 
transformation at the human level abruptly. 
This forced transition altered the priorities 
in the learning process, and educational in-
stitutions focused on developing and imple-
menting new teaching–learning strategies 
while transitioning through this phase. Table 
2 summarizes the characteristics revealed by 
the participants regarding telestudy and its 
repercussions.

https://doi.org/10.25100/cdea.v41i81.13793
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Table 2. Impact of Remote Classes on Life as Telestudents

Ch
ar

ac
te

ri
st

ic
s

Recording of remote ses-
sions.

R
ep

er
cu

ss
io

ns

Remote connection to work 
and synchronous classes 
simultaneously.

Elimination of attendance 
tracking in online classes.

Distraction and lack of 
attention in classes.

Availability of materials and 
educational resources on 
LMS.

Absence of social 
interaction.

Deterioration in the quality 
of teaching.

Loss of university campus 
experience.

Lack of support from the 
university to teachers.

Reduced exposure to thefts, 
assaults, and accidents.

Reproductive and 
memoristic evaluations.

Manifestation of unethical 
behavior in evaluations and 
course development.

Increased permissiveness 
and condescension.

Improvement in work 
performance but a decrease 
in the quality of academic 
learning.

Little supervision in 
evaluations and graded 
assignments.

Cost savings.

The priority for educational institutions 
was to maintain continuity, so academic and 
administrative processes were made more 
flexible to benefit the health of telestudents. 
Consequently, academic rigor was relaxed, 
attendance control was eliminated, and 
evaluations became more memoristic and 
mechanical with extended deadlines. This 
permissiveness demotivated students who 
maintained high grades, as it allowed the ma-
jority to improve their grades without effort. 
Another clear disadvantage was the absence 
of social interaction, which negatively impact-
ed interpersonal skills; poor communication 
slowed processes and generated conflicts due 
to omissions. From this premise, it is inferred 
that the difficulty of adapting to academic life 
without experiencing a physical presence on 
campus would be the first obstacle a new tele-
student would have to overcome to succeed. 
Juárez and Silva (2019) define university ex-
perience as “the knowledge, sensations, and 
significant or outstanding observations that a 
university student experiences that facilitate 
or hinder their passage through university” 
(p. 9). The experiences on a campus are what 
make being a university student an occupa-
tion and an important resource for health and 
motivation (Valderrama et al., 2015, cited by 
Juárez and Silva, 2019).

In Peru, in-person education has been par-
alyzed for more than two years, during which 
university telestudents lack sufficient social 
support to meet demands. Although adapta-
tion to telestudy was between regular and 
very good, motivation and self-perception of 
their ability to face academic demands were 
very low (Cassaretto et al., 2021). While uni-
versities worked to adapt their educational 
models as quickly as possible, there was no 
proportional adjustment with respect to the 
adaptation phases of students, leading to 
high social costs. According to the research 
of Cassaretto et al. (2021), during the 2020-
1 academic semester, 7,712 telestudents re-
ported that 19.1% thought about suicide, 
6.3% planned to take their own life, and 7.9% 
attempted to do so during that period. Nota-
ble are those whose responses refer to severe 
and extremely severe symptoms of stress 
(32%), anxiety (39%), and depression (39%).

This research revealed that while the abil-
ity to alternate between telework, telestudy, 
and entertainment with just a click was val-
ued, it also caused difficulties in concentra-
tion, promoting dispersion, physical fatigue, 
and cognitive exhaustion. Participant 21 ac-
counts for this: “I never stop thinking about 
what’s coming; my brain never rests.” Among 
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the challenges of working and studying si-
multaneously, the ability of teleworkers to 
disconnect from work plays an important role 
in the conflict between work and school (An-
drade, 2018). Conversely, virtuality provides 
safety and physical well-being by reducing 
exposure to assaults, thefts, fraud, and ve-
hicle accidents, as well as saving money by 
avoiding university life expenses. Teachers, 
who are key players in this framework, lack 
adequate preparation to handle the pressure 
and responsibility for students’ educational 
experiences. Future research should delve 
into the impact of digitalization on university 
teachers’ realities.

Attitudinal Outcomes Toward Telework
The positive aspects that improved a sat-

isfactory attitude toward work were the im-
plementation of agile methodologies, the 
flexibility of work hours, and practicality.  
The participants expressed motivation to con-
tribute, have opportunities to learn, receive 
explicit recognition for meeting indicators, 
and enjoy job benefits. Satisfaction increased 
with personal fulfillment when there was a 
good work environment, when they learned 
relevant things, when supervisors trusted 
their abilities and involved them in deci-
sion-making, and when they had the opportu-
nity to grow and impact society. Satisfaction 
with supervisors occurred when they were 
transparent and consistent, communicated 
their expectations, provided trust and flexi-
ble hours, gave and received feedback, and 
showed tolerance toward mistakes. Satisfac-
tion with colleagues was favored when they 
turned on their cameras in video conferences 
and shared values of responsibility, honesty, 
and communication. Satisfaction with salary 
was due to savings during confinement and 
living with parents and/or relatives. However, 
they felt that they did not receive fair com-
pensation because it did not proportionally 
reflect the time and effort invested in solving 
difficulties. Gratitude for having a job in a 
context where job scarcity is high influences 
job satisfaction.

Factors that led to low satisfaction were 
related to the inability to have organic com-
munication, lack of social connections, in-
creased workload, and monotonous tasks. 
They also expressed dissatisfaction with su-
pervisors who practiced micromanagement 

and had a hierarchical attitude. Participant 
14 explained: “In Project II, the boss disre-
spected me, raised her voice, and never gave 
me feedback. When she got over it, she treat-
ed me as if nothing had happened.” Satisfac-
tion with colleagues diminished when they 
showed little commitment to tasks, poor com-
munication, and minimal desire to cooperate. 
Similarly, dissatisfaction arose when there 
was a lack of socialization and identification 
with the organizational culture. Despite this, 
participants maintained a strong sense of 
commitment to the organization, recognizing 
that as novice professionals, they had to ‘earn 
their place.’ Those who reported dissatisfac-
tion with their salary argued that incorporat-
ing indicators and working toward objectives 
sometimes led to reduced pay because they 
did not meet goals. They reported that low re-
sults were mostly due to external factors such 
as slow internet connections, device prob-
lems, poor coverage, and interference that 
prevented them from achieving the required 
productivity levels.

Personal Well-Being Outcomes in the  
Face of Telework

Fulfilling a clear purpose that led to favor-
able outcomes for the business was one of 
the distinctions that generated well-being in 
this age group. The participants stated that 
they enjoyed their work and felt pride and 
self-fulfillment despite the numerous diffi-
culties they faced. Importantly, since these 
were their first work experiences, they had 
a limited ability to compare themselves with 
previous job experiences. High levels of anx-
iety arose when things did not go as expect-
ed, when they had to handle unplanned tasks, 
and/or when they faced tight deadlines. Al-
though they considered that they were doing 
useful work, from an objective standpoint, 
they believed that it could be automated as 
companies transitioned to a digital culture. 
The automation of work due to technologi-
cal advancements and the emergence of ar-
tificial intelligence (AI) is a latent concern in 
all working generations, not just the studied 
target group. Despite the flexible work ar-
rangements, they did not express feelings of 
instability due to their adequate performance 
levels, but they acknowledged that the rules 
could change at any moment due to political 
and economic instability. This could result in 
their contracts not being renewed, making it 
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difficult for them to find new positions due to 
the contraction of the labor market. It was un-
likely that they would experience a reduction 
in salary, but there was also no prospect of 
a salary increase. They positively valued the 
change in tasks but negatively valued it when 
tasks were increased, as often happened. 
They saw this as a reaffirmation of the trust 
placed in them by their superiors due to the 
high performance standards they had demon-
strated. However, they were concerned that 
they might be forced to devote more time to 
work at the expense of their studies and per-
sonal lives. They were also troubled by not re-
ceiving compensation for working overtime. 
With respect to mental health, 90% stated 
that telework and MSI caused stress, anxiety, 
mental fatigue, depression, emotional insta-
bility, frustration, and aversion. 

Pressure factors and the degree of  
work‒life balance

The study made it possible to identify those 
sources of pressure and their consequences 
for the balance between work and personal 
life. The results are illustrated in Figure 1.

Figure 1. Pressure Factors and Work-Life Balance Repercussions

• Excessive workload.
• Tight and nonconsensual deadlines.
• Failures in digital systems and platforms.
• Increased communication channels and information flow.
• Less frequent interaction with superiors and peers.
• Frequent measurement of performance and productivity.
• Procrastination due to flexible hours and low self-regulation.

• Difficulty harmonizing work, studies, and personal life. 
• Increased stress due to additional domestic tasks. 
• Difficulty sleeping due to: meeting deadlines, altered sleep 

hours, anxiety, depression, university tasks, and constant 
exposure to electronic devices.

• Physical disorders: lumbar deviations, headaches, back pain, 
neck, shoulder, and hand pain.

• Insufficient or irregular physical exercise.

Pressure Factors 
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Work becomes monotonous when only 
operational and repetitive functions are per-
formed. As a result, tolerance for changes in-
creased because it made work more dynamic. 
Time was a pressure factor that diminished 
the quality of life of the participants. Discom-

fort intensified when there was no consensus  
among deadlines. There is an irony here: 
when a young person managed to meet the 
deadline at the expense of sacrificing study 
hours, they ran the risk of the deadlines be-
ing tightened further owing to their demon-
strated ability to meet them. Andrade (2018) 
argues that both studying and working are 
stress-generating activities; hence, the ca-
pacity to manage these roles facilitates psy-
chological detachment from each activity, 
meaning that work allows them to discon-
nect from academic pressures and vice versa.  
Interaction with both internal and external 
clients created pressure for some partici-
pants because of the increase in communica-
tion channels and the frequency of messages. 
Telework forced more formalized interac-
tions between supervisors and subordinates 
than did in-person work, where relationships 
flowed more spontaneously. Participant 8 re-
marked: “I didn’t know what to do; my boss 
did not call or write to me. Should I write to 
him? I think that marked me a lot.” Supervi-
sion was relaxed as tasks exceeded the sched-
uled hours. The participants rarely practiced 
digital disconnection, and in the cases they 
did, they felt as though they were being less 
committed to the company.

One finding was that the number of hours 
worked did not necessarily indicate a constant 
concentration on work. This claim supports  
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recent studies that demonstrate that working 
hours and productivity are inversely correlat-
ed—when the number of hours increases be-
yond a certain level, it can actually lead to 
a reduction in productivity. Similarly, the hy-
pothesis by Marcet (2023) regarding current 
organizational cultures and their relation to 
low concentration levels was confirmed. The 
author indicates that everything seems de-
signed to prevent focus and depth, leading to 
a loss of the ability to think.

Exploring the Future of Work for Gen Z
With respect to the permanent adoption 

of telework, one-third of the participants 
believed that once the ‘state of emergency’ 
ended, they would remain in telework mode 
because they were performing support func-
tions for frontline personnel, and it had been 
demonstrated that productivity and effec-
tiveness levels increased due to monitoring 
software and performance metrics. More-
over, another third wanted to return to 100% 
in-person work despite the inconveniences 
this modality caused them. They argued that 
it provided a better experience as a worker, a 
more meaningful and higher quality learning 
experience, faster problem resolution, better 
communication quality, elimination of con-
nection issues, and clear delineation between 
work, study, and entertainment life. The final 
third proposed that a mixed or hybrid modali-
ty would be most favorable, arguing primarily 
for cost savings, increased productivity, ubiq-
uity, enjoyment of home comfort, promotion 
of self-learning, and time utilization. There-
fore, work modality preferences are directly 
related to the particularities and lifestyle of 
each individual.

Participant 20 posed the challenge of re-
flecting: “The remote model must be proper-
ly implemented; it’s not just about sending 
workers home with a laptop—it involves cul-
tural transformation. [...] I would prefer to go 
to a 100% in-person office if the remote mod-
el is not well implemented.” The improve-
ments suggested for companies to maintain 
telework include strict adherence to telework 
hours to enjoy the right to digital disconnec-
tion, providing the necessary equipment for 
telework, and covering internet and energy 
costs. Additionally, companies should pro-
vide workstations (ergonomic chairs, shelves, 
desks, lighting), promote both in-person and 

virtual recreational spaces, enhance cyber-
security, and offer ad hoc benefits and per-
formance bonuses. To control productivity, 
the optimal approach involves indicators 
that include performance levels, the visibility 
of outstanding performance, and individual 
feedback. It would also be helpful to conduct 
satisfaction surveys and periodic self-assess-
ments.

Conclusions

The pandemic has changed management 
conditions, necessitating reconsideration of 
Generation Z’s voice to propose a type of man-
agement that fosters ‘homenization’ behavior, 
encompassing a broader understanding of 
their work and nonwork expectations through 
this metaphor. With respect to the first objec-
tive, it was identified that there is not a single 
type of Gen Z. Young people share common 
characteristics resulting from each culture 
but react differently to their environment. The 
results show that digital channels were an im-
pediment to effective communication due to 
the lack of adequate digital culture. Hence, 
Gen Z revealed a need to ask questions to 
navigate the absence of timely guidance giv-
en their learner status. They needed help re-
solve unspoken doubts. They also needed to 
demonstrate resilience and commitment by 
staying connected outside work hours, affect-
ing their telestudies and personal lives. The 
results indicate that overexertion ultimately 
affected their mental, emotional, and physical 
health. However, their productivity and effec-
tiveness levels increased as a result of being 
teleworkers. This improvement was more due 
to the fear of losing their jobs and the need to 
demonstrate self-efficacy than to having the 
necessary conditions to do their work better. 
Job enrichment is a demand from Gen Z and 
a factor that promotes their well-being as 
it challenges them in terms of learning and 
acquiring new skills. However, the study re-
veals a contradiction: on the one hand, they 
claimed to have enjoyed greater physical 
integrity because they were less exposed to 
traffic accidents, assaults, robberies, and 
kidnappings. However, the physical and psy-
chological health issues they presented show 
that they did not maintain either physical or 
mental well-being.

https://doi.org/10.25100/cdea.v41i81.13793


11

Cuadernos de Administración :: Universidad del Valle :: Vol. 41, Nº 81 :: January - April 2025

https://doi.org/10.25100/cdea.v41i81.13793

With respect to their role as university 
students, academic rigor was relaxed and 
reduced to prioritize the students’ mental 
and physical health. As a result, grades and 
weighted averages increased significantly, 
along with unethical practices to pass cours-
es, causing demotivation among students who 
often made great efforts to achieve high aca-
demic performance standards. There is a de-
crease in health habits related to diet, sleep, 
and physical activity, leading to medium and 
high levels of somatic symptoms (Cassaretto 
et al., 2021). Overall, a proposal for hybrid 
education, that combines in-person and tele-
study classes would be the best viable alterna-
tive. Adjustments should be made according 
to the course and study methodology. The re-
sources available to telestudents, as well as 
their profiles and educational development, 
should also be considered when designing 
the most appropriate experience to meet  
their needs, expectations, and motivations.

The development of seven key compe-
tencies is essential for effective telework: 
organization and time management, adapta-
tion to unforeseen circumstances with resil-
ience, digital communication, technological 
patience, the ability to ask questions, com-
mitment to objectives and performance indi-
cators, and autonomy in self-learning. These 
new skills improve behavioral, attitudinal, and 
well-being outcomes, as well as the critical 
psychological states of the HDEFL (Genoud 
& Broveglio, 2020). In summary, it is crucial 
to promote decent employment through tech-
nology and innovation to include the 10.9% of 
young people who neither study nor work but 
perform unpaid activities at home, enabling 
them to develop their skills and contribute 
meaningfully to society.

Regarding the second objective, it is clear 
that this cohort’s demands involve a cultur-
al transformation of organizations where 
the well-being and integrity of teleworkers 
are prioritized. Therefore, telework is envi-
sioned as a viable alternative that requires 
the management of four resulting areas: 
personal self-management, referring to the 
individual’s characteristics that define daily 
work life; leadership, encompassing the traits 
that those supervising the work should pos-
sess; digital culture, relating to the values 
that influence worker behavior; and business 

management, summarizing the actions that 
companies must take to meet business goals. 
Focusing on these axes, as outlined in Figure 
2, would contribute to making telework an at-
tractive option for Gen Z.

The study also revealed that the relation-
ship between workload and telework-telestudy 
conflict requires appropriate handling to mit-
igate the impact of psychological detachment 
between the two roles. Among telework and 
telestudy, Gen Z prioritizes telework, so when 
the individual physically shifts to the student 
role, they are mentally preoccupied with the 
first role. In this case, psychological detach-
ment from telework is difficult and serves as 
a stressor that affects the balance between 
the two roles. Therefore, “being physically 
far from the workplace is not enough to psy-
chologically detach from work-related tasks” 
(Fritz & Sonnentag, 2006, cited by Andrade, 
2018, p. 221). The work‒family link was found 
to be the most vulnerable dimension, seri-
ously affecting the dynamics at home. Owing 
to the mediating factors and family support, 
Gen Z managed to improve this dimension 
and reverse the initial conflict, contributing 
to a sense of well-being. They will not remain 
young forever, so the idea is not to delegate 
protective mechanisms to families, but rather 
to enrich jobs so that reconciling work, study, 
and emotional development becomes a possi-
bility for human civilization in the Fourth In-
dustrial Revolution.

It is important to highlight some of the lim-
itations of this research. The first limitation 
is that this is an exploratory and descriptive 
study focused on Generation Z, specifically 
socioeconomic sectors A, B, and C in Lima, 
so the findings are not generalizable. Another 
limitation relates to the challenges of familiar-
ization within the non-face-to-face pandemic 
context. The semistructured interviews were 
conducted via videoconference, which posed 
a challenge in creating an ideal close conver-
sational environment.

In terms of scope, this study contributes to 
understanding the meaning of work from the 
perspective of this population, as it highlights 
the resources and capacities they already had 
and those they had to develop during the pro-
cess of adapting to telework. It also allows 
the demands of the telework modality to be 
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Figure 2. Telework Model for Gen Z

1.	Role Digitalization
•	 Continuous enhancement of digital 

competencies.
•	 Technological patience.
•	 Blended learning.
•	 Proficient digital communication.
•	 Self-regulation to disconnect and avoid 

technophilia.
2.	Engagement

•	 Goal engagement with key performance 
indicators.

•	 Tolerance to uncertainty.
•	 Agile responsiveness to change.
•	 Ability to ask questions.
•	 Respect diversity.

3.	Time Management and Organization
•	 Have a home workstation.
•	 Strategies for periods of overload.
•	 Eliminate distractions.
•	 Prioritize activities.

4.	Self-Learning
•	 Digital literacy.
•	 Autonomy to acquire 

market-valued knowledge
•	 Routines to incorporate 

habits.
•	 Monitor career path.

1.	Smart Working
•	 Harmone work, personal 

and academic life of Gen Z.
•	 Automate processes 	that impro-

ve productivity.
•	 Collaborative networking.
•  Performance appraisal and 
•	 outcome-based compensation.

2.	Flextime Schedule
•	 Flexible working hours.
•	 Possibility to alternate between study, 

work and entertainment.
•	 Suspend Saturday shifts.
•	 Unpaid sabbatical leave.

3.	Social Interaction
•	 Encourage collaborative and cooperative 

work.
•  Prevent feelings of isolation and loneli-

ness.
•  Facilitate interculturality.
•  Fair and equitable treatment.

1.	Ensure Worker Well-Being
•	 Emotional connection via digital means.
•	 Short and frequent periodic interactions.
•	 Active and empathetic listening.
•	 Providing autonomy and supervised dele-

gation.
•	 Emotional salary.

2.	Provide Greater Exposure
•	 Relevant tasks with clear purposes.
•	 Diluted hierarchies.
•	 Highlight outstanding performance.
•	 Horizontality to express ideas and contri-

butions.
3.	Teaching and Training

•	 Coaching to develop competencies.
•	 Ask questions to confirm understanding.
•	 Consensus on goals.
•	 Indicators with individual performance 

levels.
•	 Request feedback to assess Gen Z 

satisfaction.

1.	New Technologies and 
Methodologies

•	 Digitalize and 
automate operational 

processes.
•	 Align systems with goals, 
strategies, and competencies.

•	 Offer cybersecurity.
•	 Provide certifications that enhance 

personal branding. 
•	 Agile methodologies.

2.	Policies and Regulations According to 
Work Modality
•	 Provide the necessary resources and tools 

to be productive.
•	 Periodically update job profiles.
•	 Segmented labor benefits.
•	 Variable compensation based on 

performance.
3.	Efficient Management of Unexpected 

Events
•	 Design protocols.
•	 Give feedforward.
•	 Tolerance for errors.
•	 Celebrate achievements.
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integrated to build management models that 
articulate the interrelationships and depen-
dencies according to the needs of this work-
force. The performance level of professionals 
trained in the telestudy modality emerges as 
another area for future research, as the out-
comes of these adaptations can be evaluat-
ed only as graduates enter the labor market. 
It would also be useful to delve deeper into 
the impact of digitalization on the realities 
of university professors to better understand 
the repercussions of telework on their own 
lives. In all these areas, new models must be 
constructed that integrate people with tech-
nology, challenging organizational behavior 
patterns and demanding the development of 
new practices. The study predicts that clari-
fying how people and societies behave with-
in a “homenizational” framework is key to 
understanding, predicting, and integratively 
managing the human development of Gen Z 
in Latin America.
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