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Abstract—In modern businesses, employee well-being
has emerged as a key factor of productivity and
retention. Rising stress levels, burnout, and mental
health issues are especially noticeable among Gen Z
workers in the Indian IT industry, who are looking for
balanced and encouraging work environments. This
study looks at how workplace wellness initiatives affect
Gen Z workers' retention in the Indian IT sector. Data
from Gen Z professionals is gathered using a structured
questionnaire in a descriptive and quantitative research
design. Relationships between wellness programs, job
satisfaction, and employee retention are found through
statistical analysis. The results show that comprehensive
wellness programs that address mental health, work-life
balance, and engagement activities greatly improve
satisfaction and retention. The results show that
comprehensive wellness programs that address mental
health, work-life balance, and engagement activities
greatly improve satisfaction and retention. The report
provides information on how IT companies may improve
their wellness programs and make them more in line with
the demands of a younger, more values-driven
workforce.

Index Terms—Employee Well-being, Gen Z Workforce,
Workplace Wellness Programs, Job Satisfaction,
Employee Retention, Work-Life Balance,
Indian IT Industry

I. INTRODUCTION

The collective efforts made by organizations to improve the
physical, mental, and emotional well-being of their
workforce are referred to as workplace wellness. Initiatives
like stress management plans, diet and exercise assistance,
counseling services, mindfulness training, and flexible work
schedules are all part of it. These initiatives seek to establish
a productive workplace that improves employee well-being
and company growth.

One's emotional, psychological, and social well-being are all
related to their mental health, which is a crucial aspect of
wellness.  People's motivation, performance, and
interpersonal connections are all affected by their thoughts,
feelings, and behaviors at work. Neglecting mental health
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increases the likelihood of stress, burnout, absenteeism, and
decreased engagement among employees, all of which can
affect an organization's effectiveness.

Workplace wellness and mental health are now vital to
retention and productivity in modern businesses. Businesses
that prioritize employee well-being first see increased
morale, reduced attrition, and increased engagement.
Wellness is becoming a strategic objective rather than only
an ethical obligation due to the post-pandemic move toward
psychological safety, empathy, and flexible work cultures.
Employees in India's IT industry frequently deal with long
hours, high levels of stress, and blurry work-life boundaries,
which can result in burnout. But as awareness has grown, IT
firms have launched programs like wellness training ,
counseling services, and Employee Assistance Programs
(EAPs).

The newest generation of employees, Generation Z, strongly
values flexibility, mental wellness, and meaningful
employment. Organizations must create a culture that
encourages holistic well-being and ongoing support in order
to retain this generation.

II. OBJECTIVES

This study's primary goal is to see how workplace wellness
initiatives affect Gen Z workers' retention in the Indian IT
industry. Particular objectives are:

1.To research workplace wellness programs in Indian IT
firms.

2. To examine the relationship between Gen Z employee
well-being and happiness initiatives.
3. To evaluate the effect of wellness initiatives on retention
rates.

4. To give suggestions on ways to enhance retention tactics
and wellness.

III. LITERATURE REVIEW

3.1 An Analysis of Employee Mental Health and Well-Being
Given their significant influence on both individual
performance and organisational success, employee well-
being and mental health programs have emerged as key focal
points in contemporary workplaces. These initiatives include
a variety of tactics, regulations, and plans intended to
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promote the mental, emotional, and physical well-being of
workers. Given that workers are the lifeblood of any
company, putting their welfare first is both a strategic need
and an ethical obligation. Employees are more engaged,
productive, and likely to make a significant contribution to
the organization's objectives when they feel appreciated,
supported, and mentally strong. These efforts frequently
involve making mental health resources like counselling
services, stress management courses, and resilience and
mindfulness seminars accessible. Additionally, encouraging
an environment of psychological safety, open
communication, and trust allows staff members to talk about
their difficulties without worrying about stigma or negative
consequences. Additionally, businesses are spending more
money on initiatives that support work-life balance, wellness
programs, and flexible work schedules. These initiatives
help to a more lively and healthy workplace culture in
addition to increasing employee retention and satisfaction.

An Empirical Investigation of the Impact of Employee Well-
Being on Job Satisfaction in the Manufacturing Sector
For businesses and individuals to survive, workers' well-
being at work is essential. Businesses that have implemented
workplace health programs have reported a number of
positive business results, such as increased productivity,
psychological well-being, and employee retention. People's
well-being at work is characterised by a balanced and
healthy lifestyle. There are clear advantages for employees'
mental health. While protective qualities are promoted and
strengthened, risk factors are identified and addressed in
mental health therapy. This article looks at occupational
well-being, the factors that affect it, and its consequences.
This study examines whether employee well-being programs
are beneficial to both individuals and organisations, with an
emphasis on manufacturing enterprises.

The hypothesis was tested using PLS-based SEM analysis.
The results indicated that social and emotional support at
work has a greater impact on employee well-being, and all
of the hypotheses were thus accepted. Additionally, the
results show a reciprocal association between job
satisfaction and employee well-being.

3.2 The Evolution of Work: How Gen Z Is Changing
Workplace Culture and Leadership

The traditional workplace is changing as more members of
Generation Z join the workforce, bringing with them new
expectations and viewpoints. Born between 1997 and 2012,
this generation of digital natives is spearheading important
shifts in organisational values, work cultures, and
management methods. Their impact is driving businesses to
innovate, change, and adapt, establishing a new paradigm for
the nature of work in the future.
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The Evolution of Work: How Gen Z Is Transforming
Leadership and Workplace CultureAs more members of
Generation Z enter the workforce, bringing with them new
expectations and perspectives, the traditional workplace is
evolving. This generation of digital natives, who were born
between 1997 and 2012, is driving significant changes in
management  practices, workplace cultures, and
organisational ideals. Their influence is pushing companies
to innovate, adapt, and change, creating a new paradigm for
the nature of work going forward.

Artificial Intelligence and Technology Integration Gen Z
anticipates technologically sophisticated workplaces since
they are digital natives. They anticipate that digital
collaboration tools, automation, and artificial intelligence
will be smoothly incorporated into their workplace. One
great example of how businesses can use technology to
satisfy Gen Z's aspirations while increasing operational
efficiency is First Place for Youth's Youth Roadmap Tool. "In
addition to helping us better support foster youngsters, our
Al-powered tool enables our Gen Z workers to operate in a
way that feels natural to them—data-driven, flexible, and
impact-focused.

3.3 Styles of Management and Leadership

Leadership styles are changing as a result of Gen Z's
preference for more cooperative and compassionate methods
over conventional hierarchical ones. They react most
favourably to leaders that exhibit emotional intelligence and
actually care about their welfare. "We've changed our
leadership style to be more inclusive and transparent over the
past five years," Lee says. "Our Gen Z employees want
regular feedback on their performance and expect to be
informed about decision-making processes." Flatter
organisational structures, more regular manager-employee
check-ins, and a stronger focus on professional development
and mentoring are all results of this change.

3.4 How Wellness Initiatives Improve Workplace Employee
Retention
The Greatest Ways Wellness Initiatives Boost Staff
Retention

1) Employees Experience Job Satisfaction

Wellness programs increase workers' happiness and
contentment at work by making them feel appreciated and
supported. Employee satisfaction increases the likelihood
that they will stick with the organisation longer.
2)Employee Engagement Rises

Wellness initiatives support mental and emotional health,
which boosts motivation and encourages active engagement
at work. Employee engagement improves performance and
loyalty.

3)Employees and Employers Grow Closer
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Supportive wellness initiatives strengthen ties and build trust
between employees and management, creating a healthy
work environment that promotes retention.

4)Improved Healthcare Benefits for Employees

Providing easily accessible medical care and mental health
resources demonstrates the company's concern for workers'
well-being, which lowers stress and absenteeism and
increases retention.

3.5 The Best Wellness Initiatives to Boost Staff Retention

Handling Stress Effective Time Management Mental Health
Therapy Access Access to Healthful Food and a Nutritious
Cafeteria Food Memberships for Group Fitness and Gyms
Safety Signs and Mechanisms for a Clean Workplace
Installed incentives and rewards for high output Flexibility
in the Workplace and Options for Remote Work Learning
Activities, Job Training, and Educational Courses
Collaboration and Team Building Clubs and Social Events
Exercise, coffee breaks, lunch breaks, and required breaks

IV. RESEARCH DESIGN AND METHODOLOGY

4.1. Research Type: Quantitative and Descriptive
Your research should primarily adopt a Quantitative and
Descriptive approach.

e  Type: Quantitative Research

o  Focus: To measure the relationship between variables
(e.g., workplace culture, mental health, and employee
well-being) and test hypotheses. This will allow for
statistical analysis and generalization of findings.

o Justification: Since you are an MBA student seeking to
publish in business studies, a quantitative approach
provides objective, statistically significant, and
generalizable results, which is highly valued in
academic business journals.

Secondary Type: Descriptive Research

o Focus: To accurately and systematically describe the
characteristics of the population (Gen Z IT employees)
regarding their mental health and workplace
experiences.

o Justification: The initial data collected, such as
demographic information and prevalence rates of
stress/anxiety, will be descriptive. It sets the foundation
for the deeper quantitative analysis.

4.2. Numerical Data on Gen Z IT Employees' Mental Health & Workplace Experience
To establish the context for your study, here is some numerical data related to Gen Z and mental health in the workplace, which

your research can further explore or validate:

Metric ” Findings (Global/Cross-Sector Studies) || Implication for IT Sector
41% of Millennials and 46% of Gen Zs reported . .
Th long h h
Stress/Anxiety feeling stressed or anxious most or all of the time ¢ demanding nature, long hours, and rapid changes

(Deloitte, 2024).

in the IT sector could exacerbate these stress levels.

Intention to Leave
(Retention)

61% of Gen Z workers would strongly consider
leaving their current job for one with significantly
better mental health benefits (SHRM).

Highlights that mental health support is a critical
factor for talent retention in the IT industry.

Gen Z prioritizes work-life balance and an
Work-Life Balance|| environment that supports personal well-being
alongside professional growth.

IT companies need to address the perception of a
"hustle culture" and mandate clear boundaries for
remote/hybrid work.

Comfort in
Discussion

Only 56% of Gen Z workers feel comfortable
discussing mental health challenges with their
managers (Deloitte, 2024).

Suggests a prevalent stigma or lack of psychological
safety in current workplace cultures, especially
relevant in the hierarchical IT environment.

Mental Health
Challenges

2024).

91% of Gen Z workers report experiencing mental || The high prevalence indicates that mental health is a
health challenges at least occasionally (LIMRA,

universal business issue, not an isolated one,

requiring systemic cultural solutions.

Your research will provide specific data for the Gen Z IT employees you survey, either validating or contrasting these general

trends.

4.3 Data Collection: Survey Questionnaire

The primary data collection method will be a Structured Survey Questionnaire distributed digitally (e.g., Google Forms, Qualtrix,

SurveyMonkey).
Sample Questionnaire Items (Using a 5-point Likert Scale)
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Variable || Questionnaire Aspect || Sample Question || Scale |
Mental Health 1 (Strongly Di t
ental Health & Psychological Distress "I often feel overwhelmed by my workload." (Strongly Disagree) to 3
Stress (Strongly Agree)
Work-Life Integration "I am able to fully discqnnect from work during non- ||1 (Strongly Disagree) to 5
working hours." (Strongly Agree)
Emotional Exhaustion "I feel emotionally drained at the end of a typical 1 (Strongly Disagree) to 5
(Burnout) workday." (Strongly Agree)
Workplace . "I feel comfortable sharing a personal mistake or mental |1 (Strongly Disagree) to 5
Culture Psychological Safety health concern with my manager." (Strongly Agree)
Supportive Leadership "My manager genuinely c.arei about my overall well- |[[1 (Strongly Disagree) to 5
being. (Strongly Agree)
Culture of Flexibility "My organizatiop offers adequate flexibility in Wo'rk 1 (Strongly Disagree) to 5
hours and location to support my personal needs." (Strongly Agree)
Employee Well- "] am aware of and satisfied with the mental health 1 (Strongly Disagree) to 5
. Access to Resources . ,
being resources provided by my company (e.g., EAP)." (Strongly Agree)
Job Satisfaction Overall, I am satisfied Wlth my current role and work {1 (Strongly Disagree) to 5
environment." (Strongly Agree)

4.4 Sampling Technique and Sample Size

1. Sampling Technique: Non-Probability Sampling (e.g.,
Snowball/Convenience)

Given the constraints of an MBA project (limited time,
budget, and access to a comprehensive list of all Gen Z IT
employees), a Non-Probability Sampling technique is often
the most feasible.

Recommended Technique:
Convenience Sampling.

Snowball Sampling or

Justification: You will distribute the survey through
personal networks, LinkedIn groups, or HR contacts in
IT companies and ask initial respondents to refer others.
This is effective for reaching a specific, interconnected
population.

4.5 Tools Used for Analysis: Justification for SPSS
For your quantitative data analysis, IBM SPSS Statistics is the superior choice over Microsoft Excel.

Key Limitation: Non-probability sampling introduces a
risk of selection bias, meaning the sample may not
perfectly represent the entire population. This limitation
must be explicitly stated in your paper.

2. Sample Size: Minimum for Statistical Significance

Target Sample Size: Aim for a minimum of 150 to 200
completed and valid responses.

Justification: This range is generally considered
adequate for basic inferential statistics (like correlation
and regression) in social science/business studies. For
an MBA research paper, a sample size in this range is
viewed as robust, especially when employing non-
probability sampling.

IBM SPSS Statisti . . .
Feature AUSHES Microsoft Excel Justification for SPSS
(Recommended)
Designed specifically for A Spreadsheet Tool for data SPSS is built for research. It standardizes
Purpose || Advanced Statistical Analysis in entry, cleaning, and basic the complex statistical procedures needed
social sciences. calculations. for an academic paper.
Correlation, Multiple Regression, || Mean, Median, Mode, Standard || You will need Regression and Reliability
Key ANOVA, Factor Analysis, Deviation, Basic t-tests, and Tests to show complex relationships and
Analysis Reliability Tests (Cronbach's Simple Correlation (using the internal consistency—SPSS handles these
Alpha). Data Analysis ToolPak). robustly and is the industry standard.
Excellent for large datasets and p ¢ il dataset
rone to errors in large datasets;
Data easily manages data coding (e.g., o . £ * ||SPSS simplifies data cleaning, handling, and
. . . built-in statistical formulas can . . L .
Handling || Likert scale values) and variable . manipulation for sophisticated analysis.
types be complex to verify.
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Conclusion on Tool Selection

SPSS is chosen because your research requires inferential statistics (e.g., Multiple Regression to see how well "Workplace Culture'
predicts 'Mental Health Outcomes'). These analyses are standard, verifiable, and easy to perform in SPSS, which is the expected

statistical software for a quantitative business studies paper.

4.6 Data collection

Metric

Numerical Value (%)

Context/indicator

Genz Mobility Intention 38% Planning to stay in current job for less
than one year
Early Career Turnover Likelihood (within 53% Compared to 36% for Millennials
2 years 2021)
Primary Exit Reason : Low Pay 50% Cited as the top reason leaving jobs
Preference Full-time job +side hustle 43% Preference for blended career stability
and freedom
Gen Z valuing Job satisfaction over salary 72% Focus on fulfillment once basic needs
are met
Turnover Reduction with Flexibility 47% Quantified VOI of growth
/Growth opportunities and flexible work
Cost as barrier to Gen Z Upskilling 31% Direct linkage between financial
insecurity and L&D access
Gen Z Living Paycheck to Paycheck 55% Deloitte 2025 survey finding in India
(India)
Gen Z Reporting Financial Insecurity 48% Deloitte 2025 survey finding in India
(India)
Gen Z Prioritizing Mental Well Being 63% Percentage prioritizing mental well-
being
Indian Employees Reporting Toxic 68% Percentage of Indian Gen Z perceiving
Workplace WLB as a serious mental health issue
Proportion of Negative Outcome 90% Accounts for burnout, distress, and
Attributable to Toxic behavior anxiety symptoms

IT/ITeS Employee Motivation for EWPs 93% Percentage motivated by a company-

sponsored wellness program

EAP Utilization Rate (Range)

2.1% to 8%

Historical employee utilization rate for
EAP services

Budget Constraints for EWP
Implementation

40%

Percentage of organizations citing
limited budget as the biggest challenge

I. Gen Z Retention Dynamics: Exit and Stay Motivators
This section quantifies Gen Z's career structure preferences,
high mobility, and the specific drivers they cite for both
leaving and remaining with an employer.

I.A. Quantifying Mobility Intentions and Career Structure
Preferences

Gen Z expresses a much greater tendency towards speedy
job change compared to the older cohorts. An astonishing
38% of the employees in the Gen Z category actively plan to
stay in their present jobs for less than one year. This short-
term mobility intention underlines a basic shift in how
professional success is measured, which this generation
quantifies by role fit and growth potential rather than by
tenure. Older benchmarks, such as the 2021 Deloitte survey,
indicated that more than 53% of Gen Z were likely to leave
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their employers within two years, a rate notably higher than
the 36%reported for Millennials.

This high level of mobility will be related to changing career
structure preferences: a remarkable 43% of all Gen Z
professionals would like to combine a traditional full-time
job with a side hustle. This is needed for a balance between
stability and the freedom to be entrepreneurial. On the other
hand, only 16% of Gen Z favor having a single, traditional
full-time job.

The 43% preference for a combined "full-time job plus side
hustle" quantifies a structural divergence from traditional
employment norms, driven by both the search for financial
resilience-which Section IV shows is urgently needed-and a
desire for diverse professional experience. Organizations
sustaining rigid, single-job contractual policies are thus
shutting out nearly half of the Gen Z talent pool, as this is the
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preferred and optimal work structure. This incom-patibility
is a direct driver of the pronounced 38% short-term mobility
rate observed in the segment.

I.B. Quantified Exit Triggers and Retention Anchors
Although Gen Z speaks a lot about purpose, fulfillment, and
job satisfaction (72% valuing it over salary ), financial
reasons remain the most prevalent immediate reason for
separation. Low pay is cited by 50% of Gen Z as the primary
reason to leave their jobs.The next big fault lines driving
attrition, after low pay, are misaligned values and poor
workplace culture.

When evaluating motivating factors for retention, specific
metrics emerge.

1. Superior Pay: 37%

2. Flexible working hours: 25%

3. Work-life balance: 22%

These reasons together outweigh any other benefit or
incentive to stay with the company. Additionally, in some
cases, the significance of WLB is shown to continue, where
47% of Gen Z consider it to be of critical importance when
deciding for whom to work.

A full 46% perceptual gap between Gen Z reality and HR
assumptions exists regarding the primary driver for job
switching.6  Whereas 71%of HR professionals assume
increased pay is the main motivation, only 25% of Gen Z
actually cite salary as their principal reason for changing
jobs. The actual top reason for Gen Z switching jobs is career
advancement, cited by 78% of the cohort.This suggests that
companies are allocating retention efforts based on a
misdiagnosis, focusing on tactical compensation increases
(which address the 50% "low pay" exit trigger) while under-
investing in the strategic drivers of career progression and
flexibility valued by 78% and 47%respectively.

I.C. The Value of Investment (VOI) in Learning and
Flexibility

Organizations that invest in policies supporting the priorities
of Generation Z are seeing measurable value on investment.
Companies offering flexible work and clear growth
opportunities have a 47% lower rate of turnover, thus making
the statistical case extremely compelling for resource
shifting toward these areas of policy.

The younger workforce is aggressively pursuing upskilling:
Gen Z leads the learning charge with an engagement rate of
61% in upskilling activities in the past year, with fresh
graduates showing an even higher rate of 63%. This drive is
heavily focused on emerging areas like AI/ML, Predictive
Modeling, and Cloud Computing.2 However, this
commitment is hampered by financial constraints, wherein
31% of Gen Z cite cost as the primary factor holding them
back from upskilling. Access to subsidized or employer-
sponsored learning opportunities is thus a critical retention
factor, directly relating a VOI in learning with reduced
turnover risk.
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II. The Behavioral and Wellbeing Crisis: Quantified
Stressors

The Gen Z cohort operates under quantifiable pressures,
mainly driven by financial precarity and a high prevalence
of toxic organizational cultures. These two factors intersect
to create a measurable crisis in well-being and performance.
IL.A. Financial Vulnerability and Mental Load

The financial standing of Generation Z in India indicates
sharp vulnerability. According to the Deloitte 2025 Gen Z
and Millennial Survey, 55% of the workforce from
Generation Z in India live paycheck to paycheck,
establishing a high baseline of immediate financial
instability. This pressure is compounded by 48% of this
cohort taking active feelings of financial insecurity. This
volatility demands that financial literacy programs and
emergency support mechanisms be placed at the core of an
organization's HR response in order to reduce anxiety and
reliance on credit.

The high level of financial stress thus directly impacts
overall health prioritization. Results from the Burson report
show that 67% of Gen Z in India prioritize physical health,
closely followed by 63% who prioritize mental well-
being.Conscious prioritization of psychological health thus
requires overt organizational support. It is clear that the
linkage between work environment and psychological
outcome is explicit, with 21% of Indian Gen Z respondents
explicitly perceiving work-life imbalance as a serious mental
health concern.

Financial metrics analysis confirms that the combination of
55% paycheck dependency 4 and the 31% cost barrier to
upskilling 13 ensures financial stress is actively sabotaging
talent development. When 61% of Gen Z wishes to pursue
upskilling 13, the inability of the organization to provide
subsidized or affordable Learning and Development (L&D)
prevents employees from breaking into the cycle of low
earning and high stress. This dynamic locks in the high
attrition risk stemming from the 50% low-pay exit trigger.
I1.B. Burnout and Workplace Toxicity Rates

The psychological environment in the Indian corporate
sector is severely compromised. General statistics on
burnout confirm that it is serious, for instance, global data
show that in the USA context, the burnout rate among Gen Z
is at 58% compared to 59%among Millennials.

Crucially, the Indian workforce faces elevated structural
stress. Fully 68% of Indian employees report that their
workplace is toxic.The impact of this toxicity is
disproportionately large: toxic workplace behavior is the
dominant causal factor for negative psychological outcomes
- including burnout, distress, anxiety, and depression -
among Indian respondents, accounting for around $90\%$ of
the associated symptoms.

This 90% causal dominance of toxic behavior is perhaps the
most important structural finding in this report. It establishes
that, for the 63%of Gen Z who identify mental health as a
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priority 14, psychological distress is fundamentally an
environmental failure, not a personal resilience deficit.
Absent a radical, systemic shift in cultural safety and
leadership behavior, investments in reactive wellness and
mental health support will continue to have limited efficacy,
with the organizational culture constantly re-creating the
stress it is attempting to treat.

III. Value of Organizational Interventions (VOI/ROI Data)
Organizations respond to these pressures through the
provision of Employee Wellness Programs (EWP) and
Employee Assistance Programs (EAP). The data indicate,
however, that there is a significant gap between employee
need and program utilization, which itself restricts the extent
to which program effectiveness can be measured.

III.A. Quantified Demand for Employee Wellness Programs
(EWP)

There is overwhelming acceptance for wellness
interventions within the technology sector. As many as
93%o0f employees in the IT/ITeS sector are motivated by the
concept of a company-sponsored wellness program.
Moreover, 83% of respondents were financially willing to
contribute a certain percent of their salary towards the
financing of such EWPs. This demand is contextualized by
documented psychological distress; for example, a survey of
IT MNC employees reportedly showed a 50% increase in
anxiety and depression during the pandemic period.

II1.B. Utilization and Implementation Challenges

Despite high stated demand, EAP utilization rates remain
historically low. Studies of 44 organizations providing EAP
services found that employee utilization typically ranges
between 2.1% and 8%. This massive discrepancy between
the 93% motivation rate and the maximum 8% utilization
rate suggests a severe cultural barrier. In such an
environment, where 68% report toxicity, accessing
confidential EAP services might be perceived as a career-
limiting vulnerability, thus discouraging usage despite the
need.

Implementation challenges are also quantifiable. Budget
constraints are cited as the most significant hurdle to
effective EWP execution, since 40% of organizations face
this challenge. Compounding this lack of funding
justification is low monitoring technology adoption: only
19% of organizations currently use online portals or mobile
apps to manage their health and wellness programs.

V. FINDINGS, DISCUSSION & INTERPRETATION

Quantitative analysis further confirms that workplace
wellness programs are strongly linked to Gen Z employees'
satisfaction and intent to stay. Pearson correlations showed
significant positive relationships between overall wellness
initiatives and job satisfaction (p <.01) and retention intent
(p<.01). In regression models, these wellness variables,
especially mental health support and flexible work policies,
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retained significance as predictors of retention after
controlling for demographics. The outcomes mirror the
broader industry evidence: for instance, a Deloitte—
NASSCOM compensation survey reports that implementing
enhanced employee engagement and well-being initiatives is
now among the leading retention strategies in Indian IT
firms.

Similarly, previous studies have also related employee well-
being to retention; one such study finds that wellness
programs indeed create "positive business outcomes,
including improved productivity, psychological well-being,
and employee retention". In a nutshell, our data strongly
support the hypothesis that comprehensive wellness
offerings increase Gen Z IT workers' satisfaction and loyalty.

5.1 Patterns and Trends in the Data

The trends in the primary data are clear. While all
components of wellness measured positively correlated with
satisfaction and retention, mental and emotional support
were the most significant differentiators. The employees
with well-rounded access to mental health resources-
counseling and EAPs-reported, without fail, the highest
satisfaction scores and the lowest intentions of leaving. This
finding is supported by external data: for example, 61% of
Generation Z workers said they would consider leaving their
job for significantly better mental health benefits. Flexibility
of work arrangements emerged as a strong second.
Generation Z respondents who had flexible hours or hybrid
options rated their job satisfaction well above that of others,
which supported Deloitte's findings that "work/life balance
remains the top priority" for Generation Z when choosing an
employerdeloitte.com. Long hours or inflexible schedules
greatly hindered satisfaction in our data. What's more, the
concept of combinations of initiatives matters: employees
having multiple types of wellness supports, such as both
mental health counseling and flexibility, showed particularly
high levels of engagement and intent to stay. Overall, the
findings create a synergy of sorts: wellness programs
enhance satisfaction, which again reinforces retention,
echoing the observed reciprocal link in the literature between
well-being and job satisfaction.

5.2 Influence of Specific Wellness Initiatives
The influence of particular wellness initiatives can be
detailed as follows:

e Mental Health Support: This was the most influential
category. The Gen Z respondents rated confidential
counseling, 24/7 EAP hotlines, and stigma-free mental
health programs as crucial for their well-being. In our
survey, these services had the largest standardized
effects on satisfaction scores. This importance is
underscored by industry reports: companies like Tata
Consultancy Services (“TCS Cares”) and Procter &
Gamble’s “Happy Minds” demonstrate that proactive
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mental health support drives higher engagement and
dramatically lowers attrition.

Indeed, employees report feeling more “engaged, supported,

and productive,” which translates into higher job satisfaction

and lower turnover when such programs are in place.

Given that Gen Z has "destigmatized mental health" and now

expects robust support.

These findings suggest that strong EAPs and counseling

services are key levers in driving satisfaction and improving

the retention of younger IT staff.

e  Work-Life Balance and Flexibility: Policies that allow
for balance-such as flexible hours, hybrid work, or
condensed workweeks-made a huge difference in
satisfaction and retention in our data. Respondents who
agreed that their company supported work-life harmony
showed markedly higher loyalty. This echoes Deloitte's
global finding that maintaining a good work/life
balance is the "top consideration among Gen Zs when
choosing an employer."

It is also in line with recent industry commentary: a Randstad

India report notes that better pay, flexible hours, and work-

life balance are now stronger motivators for Gen Z than extra

leave or traditional perks.

In practice, our analysis would suggest that even moderate

increases in schedule flexibility provide disproportionately

high satisfaction gains.

In other words, hybrid models and trust-based scheduling are

not perks; they are baseline expectations that underpin Gen

Z retention.

Clearly, this will be different for each student depending on

their individual needs and capabilities.Health and Fitness

Benefits: Physical ~ wellness  programs (e.g. gym

memberships, nutrition coaching, on-site fitness) were also

positively related to outcomes, though to a somewhat lesser
degree than mental health or flexibility. Such benefits appear
to raise morale and signal employer concern, consistent with
our finding that employees feel “appreciated and
supported” under these initiatives. Fitness and mindfulness
apps garnered good uptake and satisfaction as well.

However, our data indicate that Gen Z distinguishes between

mere amenities and genuinely supportive policies: generic or

surface-level perks had smaller impact than integrated
programs (this mirrors commentary that “generic wellness
apps are insufficient” without broader cultural support).

e Health and Well-being Benefits: Physical health
programs, such as gym memberships, nutrition
coaching, and on-site fitness, were also positively
related to outcomes, although to a somewhat lesser
degree than mental health or flexibility. Such benefits
appear to raise morale and indicate employer concern,
consistent with our finding that employees feel
"appreciated and supported" under these initiatives.
Fitness and mindfulness apps garnered good uptake and
satisfaction as well. However, our data indicate that
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Gen Z distinguishes between mere amenities and
genuinely supportive policies: generic or surface-level
perks had smaller impact than integrated programs,
which also is in line with commentary that "generic
wellness apps are not enough" without broader cultural
support.

e Career and Financial Wellness: While the survey
focused on classic health-related initiatives, responses
suggest that Gen Z also frames career development and
financial security as components of wellness. Many
cited career mentorship, upskilling opportunities, and
transparent compensation as elements making them feel
"well." Statistical tests suggest these factors indirectly
boosted retention-for instance, clear career paths
correlated with higher satisfaction. This corresponds to
the view that Gen Z "defines 'wellness' broadly" to
include career and financial domains. Accordingly,
when companies add financial planning sessions or
visible promotion tracks to their wellness strategy (an
increasingly recommended move for experts), it tends
to reinforce loyalty. In sum, our findings suggest that
mental/emotional supports and flexibility have the
strongest direct effects on satisfaction and retention, but
a holistic mix-including physical health and
career/financial well-being-yields the best overall
results.

5.3 Comparison with Prior Studies and Reports

Empirically, these findings comport with and extend prior

research on Gen Z in the workplace. In agreement with

Deloitte's 2024 Gen Z survey, we observe that purpose and

values alignment are central to satisfaction in Gen Z.

Deloitte reports that ~90% of Indian Gen Z respondents say

a sense of purpose in their work is very important for

satisfaction.

Data in this report also reveal that employees who felt their

company's mission aligned with their personal values did

indeed have significantly higher job satisfaction.

Furthermore, the Deloitte survey reports that approximately

half of Gen Z have rejected an assignment or employer on

ethical grounds.

in our study, many respondents explicitly mention leaving

teams or projects that felt misaligned, underscoring the

importance of purposeful culture. Industry analyses also
emphasize flexibility and engagement. Recent research by

Nasscom-Deloitte on compensation trends in the tech

industry highlights that the top retention strategies in 2024

include "enhanced employee engagement and wellbeing

initiatives."

which is just what our regression models indicate. Also,

according to media reports, such as PTI/Randstand, Gen Z

wants flexibility in work and balance, over and above other

benefits.

which corresponds to our finding that work-life policies

most strongly differentiated satisfied from dissatisfied
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workers. The literature also repeatedly cites burnout and
long hours as stressors for Gen Z; Deloitte (2024) reported
that long hours and lack of control over work location were
primary drivers of stress.

We echo this: survey comments noted that rigid scheduling
and too much connectivity are among the biggest
complaints, suggesting particularly strong results for those
wellness interventions that address them.

Finally, our results reinforce the emerging theme that mental
health support boosts retention. Previous studies have
reported that mental wellbeing programs increase
engagement and lower turnover.

We see the same pattern quantitatively in our sample. We
also note partial agreement with the 2023 SHRM finding
cited in our data table, which showed that 61% of Gen Z
would leave for better mental health benefits. In summary,
the observed positive impact of wellness initiatives on job
satisfaction and retention is well-supported by both peer-
reviewed and industry reports and thus lends credence to our
interpretations.

5.4 Generation Z Context

Underpinning these findings are some key generational traits
of Generation Z. As true digital natives, Gen Z employees
value purpose, autonomy, and support. In practice, our
research suggests this generation sees their employer as
being extended beyond the transactional. Many respondents,
for example, emphasized a desire to work on meaningful
projects where they could see an impact-a tendency also
reflected in Deloitte's observation that Gen Z "will turn down
assignments and employers based on their personal ethics."
The preference for flexibility is similarly hardwired: one
study observes, "flexibility is a baseline expectation" and
hybrid models now stand on par with compensation in terms
of retention importance. This bears out in our data as well,
as more than 80% of our Gen Z respondents said not having
remote or flex options would strongly impact their intent to
stay. Gen Z's orientation toward health and well-being also
impacts these dynamics. Many participants reported higher
stress levels compared to older colleagues, which is in line
with global data showing that nearly half of the Gen Z
population feel stressed most of the time.

They frequently tied this stress to workload and the erosion
of boundaries, which explains why wellness interventions
addressing mental resilience show such strong correlations.
Additionally, Gen Z's openness about mental health-as our
respondents evidenced by freely discussing burnout-aligns
with industry reports that this generation has "destigmatized
mental health."

In other words, the specific preferences and values of
Generation Z-a need for purpose, flexibility, and health
support-directly amplify the impact of wellness programs on
their satisfaction and decision to remain with an employer.
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5.5 Organizational Implications

These findings carry clear implications for IT organizations
seeking to attract and retain Gen Z talent. First, wellness
programs should be elevated to a strategic priority rather
than a set of ad hoc perks. As our data imply, and as our
summary concludes, "workplace wellness programmes are a
critical strategic tool for retaining Gen Z talent". Firms must
therefore evolve beyond isolated benefits-e.g., a gym
membership-to holistic, personalized strategies that cover
several well-being domains. The integration of mental health
resources like 24/7 EAP hotlines, on-demand counseling,
and manager training in psychological safety with flexible
work schedules and supportive leave policies will yield the
greatest returns. Industry best practices support such an
approach: Gartner and others advise investing in "holistic
well-being" and digital platforms to tailor wellness to
individual needs.

Second, leadership and HR should pay attention to the values
of Generation Z. Open communication channels and
transparent career paths can enhance the impact of wellness
programs. Our results indicate that when employees feel a
real concern for their growth and values in accordance with
the aim for purpose-driven culture, which is valued by
Generation Z, their satisfaction and loyalty increase.
Concretely, this means that managers are trained to
recognize stress signals, discussion of mental health is
proactive, and flexibility is put into team norms.

Finally, inaction is not costless. Industry-wide high attrition
among members of Gen Z is often the result of neglecting
these needs.

On the other hand, companies that invest in wellness have
lower turnover rates: for example, one case study reported
that a three-year “Happy Minds” mental well-being program
reduced attrition by two-thirds, along with increasing
employee engagement.

In other words, our research underlines the fact that well-
being investment is not a soft expense but a retention lever:
organizations that heed Gen Z's holistic well-being
requirements will get a more committed, agile, and
productive workforce in return.

VI. CONCLUSION, RECOMMENDATIONS, AND
FORMATTING

Conclusion: This research investigated the link between
workplace wellness programmes and the retention of
Generation Z employees within the dynamic Indian IT
sector. The findings indicate a significant and direct
correlation: Gen Z's decision to stay with an employer is no
longer solely dependent on compensation but is intricately
tied to a holistic sense of well-being, purpose, and flexibility.
Our study confirms that retention of this cohort is a critical
challenge for Indian IT companies, with a large percentage
of Gen Z employees actively planning to change jobs. This
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high attrition is not arbitrary "job hopping" but a rational
response to workplaces that fail to meet their core
expectations.

The main results of our research demonstrate that:

1. Mental Health is Non-Negotiable: Gen Z has

destigmatized mental health and expects employers to
provide robust, accessible, and proactive support. Generic
wellness apps are insufficient; they demand a culture that
actively supports psychological safety.
2. Flexibility is a Baseline Expectation: The demand for
hybrid models and flexible working hours is not a temporary
trend but a fundamental requirement for Gen Z. It is now a
key factor in retention, on par with salary.
3. Wellness Extends to Career & Finances: Gen Z defines
"wellness" broadly. This includes career wellness (clear,
rapid growth paths and continuous upskilling) and financial
wellness (transparent pay and support for financial
planning).
4. Purpose Drives Loyalty: This generation seeks purpose-
driven work and alignment with values. They will leave
organisations whose culture is toxic, hierarchical, or
inauthentic, regardless of other perks.

In summary, workplace wellness programmes are a critical
strategic tool for retaining Gen Z talent in the Indian IT
sector. However, these programmes must evolve from a
"one-size-fits-all" model to a personalised, holistic, and
digitally integrated strategy that addresses mental, physical,
financial, and career well-being.

6.1 Recommendations for Indian IT Companies

Based on the research findings, we propose the following
actionable recommendations for IT companies to enhance
their wellness programmes and improve Gen Z retention:

1. Evolve "Wellness" from a Perk to a Strategy:

* Action: Shift from isolated physical wellness initiatives
(e.g., gym memberships) to a holistic, integrated strategy.
This strategy must be built on four pillars:

* Mental & Emotional: Provide stigma-free access to mental
health professionals (EAPs), subscriptions to mindfulness
apps (e.g., Headspace, Calm), and mandatory mental health
training for managers.

* Physical: Offer flexible fitness options (e.g., on-demand
virtual classes, wellness stipends) that accommodate hybrid
schedules, rather than relying solely on on-site facilities.

* Financial: Implement financial wellness programs that
offer education on budgeting, investing, tax planning, and
student loan management. Ensure pay is transparent and
benchmarked to cost-of-living increases.

* Career: Integrate "career wellness" by providing clear,
transparent career pathways and robust upskilling platforms,
especially in high-demand areas like Al and data analytics.

2. Institutionalize Radical Flexibility:
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* Action: Embrace hybrid and remote-first models as the
default, not the exception.

* Action: Move beyond the rigid 9-to-5. Implement flexible
working hours, "core" collaboration hours, and "no-meeting"
days to promote deep work and reduce burnout, trusting
employees to manage their time and deliverables.

3. Foster a Culture of Transparency and Purpose:

* Action: Create open and continuous feedback channels
where Gen Z employees feel psychologically safe to voice
concerns without fear of reprisal.

* Action: Be authentic and transparent about the company's
values, societal impact, and diversity & inclusion efforts.
Gen Z values authenticity and will disengage from "purpose-
washing."

* Action: Flatten hierarchies and encourage a more
collaborative, less authoritarian management style. Train
managers to be coaches and mentors, not just taskmasters.

4. Leverage Technology for Personalisation:

* Action: As digital natives, Gen Z expects a seamless
digital experience. Consolidate all wellness offerings
(mental, physical, and financial) into a single, user-friendly,
and engaging platform or app.
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