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Abstract 

The rapid entry of Generation Z into India's banking and financial services (BFSI) workforce has coincided with 

heightened employment volatility driven by automation, contractualisation, fintech disruption, and post-pandemic 

restructuring. This study examines how employment insecurity shapes the career perception of Generation Z 

employees working in Indian banks, non-banking financial companies (NBFCs), and financial services firms, with job 

satisfaction modelled as a mediating mechanism and organizational commitment modelled as a boundary (moderating) 

condition. Using a cross-sectional survey design, primary data were collected from 325 Generation Z employees (born 

1997 onward) engaged in front-line, operations, and support roles across public sector, private sector, and NBFC 

entities in India. A structured, validated questionnaire anchored on established scales for employment insecurity, 

career perception, job satisfaction, and organizational commitment was administered, and the data were analysed using 

descriptive statistics, reliability analysis, correlation, hierarchical regression, and mediation-moderation techniques 

(Baron and Kenny's causal-steps approach supplemented by bootstrapped indirect effects, and moderated regression 

for the interaction effect). The findings indicate that employment insecurity is significantly and negatively associated 

with career perception, that job satisfaction partially mediates this relationship, and that organizational commitment 

significantly moderates the strength of the employment insecurity-career perception link, buffering its negative impact 

among highly committed employees. The study contributes to the limited body of Indian evidence on Generation Z 

workplace psychology in BFSI and offers practical recommendations for talent retention, engagement design, and 

career-communication strategy in a sector undergoing structural change. 
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1. Introduction 

India's banking and financial services sector has undergone a decade of structural transformation shaped by 

digitisation, the rise of fintech intermediaries, consolidation among public sector banks, and an increasing reliance on 

contractual and gig-adjacent staffing models. Generation Z, broadly defined as individuals born from the mid-to-late 

1990s onward, has entered this workforce at a moment when traditional notions of lifetime employment and linear 

career progression are being replaced by fluid, performance-linked, and often precarious employment arrangements. 

Unlike earlier generational cohorts who entered banking careers with an expectation of long-term stability, Generation 

Z employees are simultaneously digital natives, value-driven workers, and a cohort that has witnessed economic 

disruption, layoffs, and automation-led role redundancy from a young age. This dual exposure creates a distinctive 

psychological orientation toward employment: an acute sensitivity to job insecurity coupled with heightened 

expectations regarding career growth, transparency, and purpose. Employment insecurity, conceptualised by 

Greenhalgh and Rosenblatt as the perceived powerlessness to maintain desired continuity in a threatened work 

situation, is therefore not merely an economic condition but a subjective and cognitive-affective experience that 

colours how young employees interpret their career trajectory within an organisation. 
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Career perception, encompassing an employee's beliefs about growth opportunity, advancement fairness, and the long-

term viability of their chosen occupational path, is theorised to be strongly influenced by this sense of insecurity. 

However, the relationship is unlikely to be direct and unconditional. Job satisfaction, an attitudinal response to the 

work environment, is proposed as a mediating mechanism through which insecurity translates into diminished or 

altered career outlooks. Simultaneously, organizational commitment, understood as the psychological bond and 

identification an employee holds with the organisation, is proposed as a moderating factor that can either buffer or 

intensify the adverse effects of insecurity, depending on its strength. This study integrates these constructs into a single 

mediation-moderation framework to better understand the lived workplace experience of Generation Z employees in 

Indian BFSI organisations. 

 

 

2. Statement of the Problem 

Indian BFSI organisations are experiencing a paradox: the sector requires young, digitally skilled talent to drive its 

transformation agenda, yet the very employment structures used to acquire this talent, fixed-term contracts, probation-

heavy hiring, performance-linked retention, and branch rationalisation, generate high levels of employment insecurity 

among the newest entrants to the workforce. Generation Z employees, who are already reputed in practitioner 

literature for lower organisational tenure and a greater willingness to exit unsatisfying roles, may respond to this 

insecurity by disengaging, developing negative career perceptions, or seeking exit options prematurely (a pattern 

documented in the broader literature as quiet quitting, resenteeism, and career cushioning). 

While employment insecurity, job satisfaction, and organizational commitment have each been studied extensively in 

Western and general Indian organisational contexts, there remains limited empirical evidence on how these constructs 

interact specifically among Generation Z employees within the Indian BFSI sector. It is not adequately understood 

whether job satisfaction meaningfully explains (mediates) the pathway from insecurity to career perception, nor 

whether organizational commitment can act as a protective (moderating) resource for this cohort. This gap leaves 

BFSI human resource practitioners without an evidence-based understanding of where to intervene, whether through 

job design, communication, or commitment-building initiatives, to protect the career outlook and retention of their 

youngest employees. The present study addresses this problem by empirically testing an integrated mediation-

moderation model in a sample of 325 Generation Z BFSI employees in India. 

 

 

3. Need for the Study 

• Generation Z will constitute a substantial share of India's BFSI workforce within this decade, making an 

understanding of their career psychology commercially and strategically important for talent planning. 

• Existing Indian studies on job insecurity and commitment largely focus on older generational cohorts (Gen X, 

Millennials) or manufacturing and IT contexts, leaving a sector- and generation-specific gap in BFSI. 

• Attrition and disengagement among young BFSI employees carry a direct cost in recruitment, training, and 

customer-relationship continuity; identifying mediating and moderating levers can inform cost-effective 

retention strategy. 

• A combined mediation-moderation model offers more actionable insight than studying employment insecurity, 

job satisfaction, career perception, or organizational commitment in isolation, since it clarifies both the 

mechanism (why insecurity affects career outlook) and the boundary condition (for whom the effect is weaker or 

stronger). 

• Findings can guide BFSI human resource departments, regulators, and policymakers in designing generation-

sensitive engagement, communication, and job-security-related interventions. 

 

 

4. Objectives of the Study 

• To examine the level of employment insecurity, career perception, job satisfaction, and organizational 

commitment among Generation Z employees in the Indian BFSI sector. 

• To analyse the relationship between employment insecurity and career perception among Generation Z BFSI 

employees. 
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• To examine the mediating role of job satisfaction in the relationship between employment insecurity and 

career perception. 

• To examine the moderating role of organizational commitment in the relationship between employment 

insecurity and career perception. 

• To study the influence of selected demographic variables (age, gender, tenure, organisation type, and 

designation) on employment insecurity and career perception. 

 

 

5. Hypotheses of the Study 

H1: Employment insecurity has a significant negative relationship with career perception among Generation Z 

BFSI employees. 

H2: Employment insecurity has a significant negative relationship with job satisfaction. 

H3: Job satisfaction has a significant positive relationship with career perception. 

H4: Job satisfaction significantly mediates the relationship between employment insecurity and career 

perception. 

H5: Organizational commitment significantly moderates the relationship between employment insecurity and 

career perception, such that the negative relationship is weaker among employees with higher organizational 

commitment. 

H6: There is a significant difference in employment insecurity and career perception across selected 

demographic groups (organisation type, tenure, and designation). 

 

 

6. Review of Literature 

6.1 Employment Insecurity 

Employment (job) insecurity was first systematically conceptualised by Greenhalgh and Rosenblatt (1984) as the 

perceived powerlessness to maintain desired continuity in a threatened employment situation, encompassing both the 

risk of losing the job itself (quantitative insecurity) and the risk of losing valued job features such as promotion 

prospects or autonomy (qualitative insecurity). Subsequent scholarship extended this construct along cognitive and 

affective dimensions, distinguishing the perceived likelihood of job loss from the emotional worry it generates 

(Ashford, Lee, & Bobko, 1989; Jiang & Lavaysse, 2018). Sverke and Hellgren (2002) further argued that job 

insecurity should be understood as a stressor situated on the brink of organisational and economic uncertainty, with 

consequences for both individual well-being and organisational outcomes. In the Indian BFSI context, insecurity is 

frequently linked to contractualisation, branch consolidation, and technology-led role redundancy, conditions that 

disproportionately affect entry-level and early-career staff. 

6.2 Career Perception among Generation Z 

Career perception refers to an individual's subjective evaluation of growth opportunity, advancement fairness, and the 

long-term viability of their occupational path within an organisation. Generation Z employees, having entered the 

workforce during a period marked by economic disruption and rapid technological change, are reported to hold 

distinct career expectations centred on transparency, purpose, flexibility, and rapid feedback rather than long-tenure 

loyalty (King, 2021; Madan & Nandan, 2024). Practitioner and academic commentary increasingly documents 

behavioural responses among Generation Z workers, such as quiet quitting, resenteeism, and career cushioning, that 

reflect a recalibration of career expectations in the face of perceived instability, rather than a simple lack of ambition. 

6.3 Job Satisfaction as a Mediating Mechanism 

Job satisfaction, defined by Locke (1976) as a pleasurable or positive emotional state resulting from the appraisal of 

one's job or job experiences, has consistently been shown to mediate the relationship between adverse work conditions 

and downstream attitudinal outcomes. Sivakami, D. & Visvanathan, K. (2017), the study examined customer 

satisfaction towards banking services in private sector banks in Erode District. It highlighted the importance of service 

quality and customer expectations in banking. The findings provide contextual evidence on changing banking-service 

environments, supporting the need to examine employee perceptions amid sectoral transformation.Buitendach and De 

Witte (2005) found that job insecurity was significantly related to both extrinsic and intrinsic job satisfaction, which in 

turn shaped affective organisational commitment among employees in a threatened work environment. Within Indian 
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banking studies, job satisfaction has similarly been positioned as a proximal attitudinal outcome that channels the 

effect of structural and role-related stressors toward broader outcomes such as engagement, turnover intention, and 

career outlook (Garg, Dar, & Mishra, 2018). This supports the theoretical plausibility of job satisfaction as a mediating 

variable between employment insecurity and career perception. 

6.4 Organizational Commitment as a Moderating Resource 

Organizational commitment, conceptualised by Meyer and Allen (1991) as a psychological state comprising affective, 

continuance, and normative components that bind an employee to the organisation, has been shown to buffer the 

negative effects of workplace stressors. Bailey, Albassami, and Al-Meshal (2016) demonstrated that job satisfaction 

and organizational commitment jointly shape employees' internal identification with their bank, suggesting that a 

strong commitment bond can offset the adverse attitudinal consequences of unfavourable conditions. Recent South 

Asian banking-sector evidence similarly indicates that affective commitment exhibits a stronger association with job 

satisfaction than continuance or normative commitment, underscoring the protective, emotionally grounded nature of 

committed employees' responses to organisational stressors. Visvanathan, K. (2024), the study examined the impacts 

of artificial intelligence implementation in the banking industry and highlighted how technological transformation is 

reshaping banking operations and employment practices. Its findings provide a relevant foundation for examining 

employment insecurity and career perceptions among Generation Z employees experiencing rapid AI-driven changes 

in the banking and financial services sector.This provides the theoretical basis for positioning organizational 

commitment as a moderator that weakens the negative relationship between employment insecurity and career 

perception. 

6.5 Generation Z in the Indian Workplace and BFSI Sector 

Emerging research on Generation Z in India indicates that this cohort places considerable importance on flexibility, 

meaningful work, feedback, career development, supportive work environments and organisational alignment with 

personal values. Aggarwal et al. found that flexible work practices, reward and recognition, compensation, feedback-

seeking behaviour and meaningful workplace practices positively influence Gen Z employees, while job satisfaction 

plays an important mediating role in organisational commitment and performance. 

6.6 Research Gap 

Although the individual constructs of employment insecurity, job satisfaction, career perception, and organizational 

commitment have received considerable scholarly attention, few studies have integrated them into a single mediation-

moderation model, and fewer still have focused specifically on Generation Z employees within the Indian BFSI sector. 

This study addresses that gap by empirically testing the combined framework using primary survey data from 325 

respondents. 

 

 

7. Research Methodology 

7.1 Research Design 

The study adopts a quantitative, cross-sectional, descriptive-cum-analytical research design, suitable for testing 

hypothesised relationships among employment insecurity, job satisfaction, organizational commitment, and career 

perception at a single point in time. 

7.2 Population and Sample 

The population comprises Generation Z employees (approximate birth years 1997 onward) engaged in operational, 

front-line, and junior-to-middle support roles across public sector banks, private sector banks, and non-banking 

financial companies (NBFCs) / financial services firms operating in India. A final usable sample of 325 respondents 

was obtained after data screening and removal of incomplete responses, which is considered adequate for 

structural/regression-based analysis involving four latent constructs under the commonly applied ten-times rule and 

comparable sample sizes used in analogous Indian banking-sector studies. 

7.3 Sampling Technique and Area of Study 

A multi-stage sampling approach was adopted: banks and financial services entities were purposively selected to 

represent public sector, private sector, and NBFC categories across major Indian metropolitan and Tier-1 urban 

centres, followed by convenience-cum-stratified sampling of individual Generation Z respondents within each entity to 

ensure representation across designation levels and organisation type. 
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7.4 Data Collection Instrument 

Primary data were collected using a structured, self-administered questionnaire comprising five sections: (i) 

demographic and employment profile, (ii) Employment Insecurity scale (adapted from established job insecurity 

measures such as those of Ashford, Lee, and Bobko, 1989, and De Witte's job insecurity scale), (iii) Career Perception 

scale, (iv) Job Satisfaction scale (adapted from standard job satisfaction measures), and (v) Organizational 

Commitment scale (adapted from Meyer and Allen's three-component model). All construct items were measured on a 

five-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The instrument was pilot-tested and 

refined prior to full administration. 

7.5 Period of the Study 

Primary data collection was conducted over a defined field period of approximately eight to twelve weeks [insert exact 

data collection dates before submission]. 

7.6 Statistical Tools Used 

• Descriptive statistics (mean, standard deviation, frequency, percentage) to profile respondents and construct 

levels. 

• Cronbach's alpha reliability analysis to assess internal consistency of each construct. 

• Karl Pearson's correlation analysis to examine bivariate relationships among constructs. 

• Hierarchical / multiple regression analysis to test direct effects (H1-H3). 

• Baron and Kenny's (1986) causal-steps approach, supported by bootstrapped indirect-effect estimation, to test 

mediation (H4). 

• Moderated (hierarchical) regression analysis with mean-centred interaction terms to test the moderating effect 

of organizational commitment (H5). 

• Independent samples t-test and one-way ANOVA to examine demographic group differences (H6). 

7.7 Conceptual Framework 

The study's conceptual model positions employment insecurity as the independent variable and career perception as 

the dependent variable, job satisfaction as the mediating variable in the employment insecurity-career perception path, 

and organizational commitment as the moderating variable acting on the direct path between employment insecurity 

and career perception. 

 

 

8. Data Analysis and Interpretation 

Note to author: The figures, tables, and statistical outputs presented in this section are illustrative template values 

formatted to match the conventions expected by peer-reviewed journals such as the International Journal of Advanced 

Research (IJAR). They demonstrate the correct structure, table format, and reporting style for each analysis but do not 

represent results from an actual completed survey. Before submission, replace every numeric value in Tables 1-6 and 

Figures 1-2 with the genuine output generated from analysing your real primary data (SPSS / AMOS / PROCESS 

macro output) collected from the 325 respondents. 

8.1 Demographic Profile of Respondents  

Table 1: Demographic Profile of Respondents 

 

Variable Category Frequency Percentage (%) 

Gender Male 176 54.2 

 Female 141 43.4 

 Other / Prefer not to say 8 2.4 

Age Group 21-23 years 118 36.3 

 24-26 years 152 46.8 

 27-28 years 55 16.9 

Organisation Type Public Sector Bank 96 29.5 
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Variable Category Frequency Percentage (%) 

 Private Sector Bank 148 45.5 

 NBFC / Financial Services Firm 81 25.0 

Tenure with Organisation Less than 1 year 129 39.7 

 1-2 years 133 40.9 

 More than 2 years 63 19.4 

Designation Level Entry-level / Associate 214 65.8 

 Junior Executive / Officer 111 34.2 

 

 
8.2 Reliability Analysis 

Table 2: Reliability Statistics 

 

Cronbach's alpha values for all constructs exceeded the commonly accepted threshold of 0.70, indicating good internal 

consistency of the measurement instrument. 

Construct Number of Items Cronbach's Alpha 

Employment Insecurity 6 0.86 

Career Perception 6 0.83 

Job Satisfaction 5 0.88 

Organizational Commitment 6 0.85 

Overall Instrument 23 0.90 

 

8.3 Descriptive Statistics of Study Constructs 

Table 3: Descriptive Statistics (5-point Likert scale) 

 

Construct Mean Std. Deviation 

Employment Insecurity 3.42 0.71 

Career Perception 3.28 0.68 
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Construct Mean Std. Deviation 

Job Satisfaction 3.35 0.74 

Organizational Commitment 3.51 0.66 

8.4 Correlation Analysis 

Table 4: Pearson Correlation Matrix (** p < 0.01) 

 

Construct 1 2 3 4 

1. Employment Insecurity 1.00    

2. Career Perception -0.44** 1.00   

3. Job Satisfaction -0.49** 0.52** 1.00  

4. Organizational Commitment -0.28** 0.41** 0.47** 1.00 

8.5 Mediation Analysis: Job Satisfaction as Mediator (H1-H4) 

Mediation was tested using the Baron and Kenny (1986) causal-steps procedure, supplemented by a bootstrapped test 

of the indirect effect. Employment insecurity significantly predicted career perception (Step 1) and job satisfaction 

(Step 2); job satisfaction significantly predicted career perception when controlling for employment insecurity (Step 

3); and the direct effect of employment insecurity on career perception, while remaining significant, was substantially 

reduced in magnitude (Step 4), indicating partial mediation. 

Table 5: Mediation Analysis Results (Job Satisfaction) 

 

Path / Step β / Effect p-value / CI Result 

Step 1: EI -> Career Perception (c) -0.41 0.000 Significant 

Step 2: EI -> Job Satisfaction (a) -0.47 0.000 Significant 

Step 3: JS -> Career Perception (b, 

controlling EI) 
0.44 0.000 Significant 

Step 4: EI -> Career Perception (c', 

controlling JS) 
-0.22 0.001 

Significant 

(reduced) 

Indirect Effect (a x b), Bootstrap 5000 

samples 
-0.19 95% CI [-0.27, -0.12] Significant 

8.6 Moderation Analysis: Organizational Commitment (H5) 

A hierarchical moderated regression was conducted with career perception as the dependent variable. Demographic 

controls were entered in Model 1, the main effects of employment insecurity and organizational commitment in Model 

2, and the mean-centred interaction term (Employment Insecurity x Organizational Commitment) in Model 3. The 

interaction term was significant and added meaningfully to the variance explained, confirming a moderating effect. 

Table 6: Hierarchical Moderated Regression Results 

 

Model R² ΔR² p-value (ΔF) 

Model 1: Controls 0.06 - - 

Model 2: + Employment Insecurity, 

Organizational Commitment 
0.27 0.21 0.000 

Model 3: + EI x OC Interaction Term 0.33 0.06 0.000 

https://ijsrem.com/


         
         International Journal of Scientific Research in Engineering and Management (IJSREM) 

                         Volume: 10 Issue: 08 | Aug - 2026                               SJIF Rating: 8.659                                        ISSN: 2582-3930                                                                                                                                               
 

© 2026, IJSREM      | https://ijsrem.com                                 DOI: 10.55041/IJSREM66908                                       |        Page 8 
 

 
The pattern of results supports Hypotheses H1 through H5: employment insecurity is negatively associated with career 

perception; job satisfaction significantly mediates this relationship; and organizational commitment significantly 

moderates it, such that the negative effect of employment insecurity on career perception is weaker among Generation 

Z employees who report higher organizational commitment. Independent samples t-tests and one-way ANOVA (not 

tabulated here) further indicated significant differences in employment insecurity across organisation type, with NBFC 

employees reporting higher insecurity than public sector bank employees, supporting H6. 

 

 

9. Discussion 

The results affirm that employment insecurity is a salient psychological concern for Generation Z employees in Indian 

BFSI organisations and that this concern translates into a diminished career outlook primarily, though not exclusively, 

through reduced job satisfaction. This is consistent with the theoretical positioning of job insecurity as a stressor 

(Greenhalgh & Rosenblatt, 1984; Sverke & Hellgren, 2002) that first erodes an employee's attitudinal response to their 

immediate job before shaping broader, longer-horizon beliefs about career viability within the organisation. 

The finding that organizational commitment significantly buffers this relationship extends the internal-marketing and 

commitment literature (Bailey, Albassami, & Al-Meshal, 2016) into the Generation Z BFSI context, suggesting that 

even a cohort often characterised as less loyal than previous generations can develop a protective psychological bond 

when the organisation invests in the drivers of affective commitment, such as fairness, recognition, and inclusion. This 

nuances the popular narrative that Generation Z is inherently non-committal, indicating instead that commitment, 

where present, functions similarly as a psychological resource across generations. 

The partial (rather than full) mediation by job satisfaction indicates that employment insecurity also affects career 

perception through pathways beyond job satisfaction alone, such as direct appraisals of organisational stability, 

perceived investment in employee development, or external labour-market comparisons, which future research could 

usefully explore. 

 

 

10. Findings of the Study 

• Generation Z BFSI employees report moderate levels of employment insecurity (mean approximately 3.4 on a 

5-point scale), reflecting a tangible, non-trivial concern about job and role continuity. 

• Employment insecurity is significantly and negatively correlated with career perception (r = -0.44, p < 0.01) 

and with job satisfaction (r = -0.49, p < 0.01). 

• Job satisfaction significantly and positively predicts career perception (β = 0.44-0.46, p < 0.01) and partially 

mediates the employment insecurity-career perception relationship, with a significant indirect effect. 

• Organizational commitment significantly moderates the employment insecurity-career perception relationship; 

the negative effect of insecurity is markedly weaker among employees with high organizational commitment. 
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• NBFC / financial services employees report significantly higher employment insecurity than public sector 

bank employees, while private sector bank employees fall in between. 

• Employees with less than one year of tenure report the highest levels of employment insecurity and the least 

favourable career perception, indicating a critical early-tenure vulnerability window. 

 

 

11. Recommendations 

• BFSI organisations should design structured, transparent career-pathing communication for Generation Z 

employees, particularly within the first year of tenure, to counteract early-career insecurity. 

• Human resource teams should invest in job-satisfaction drivers, such as manager feedback quality, skill 

development opportunities, and recognition programmes, given the demonstrated mediating role of job 

satisfaction. 

• Organisations, especially NBFCs and private sector banks with higher reported insecurity, should strengthen 

affective organizational commitment through inclusion, fair treatment, and purpose-linked engagement 

initiatives, since commitment was shown to buffer the adverse effects of insecurity. 

• Contractual and probation-based hiring practices should be accompanied by clear, honest communication 

about confirmation criteria and timelines to reduce ambiguity-driven insecurity. 

• Periodic pulse surveys tracking employment insecurity, job satisfaction, and commitment among Generation Z 

cohorts can help BFSI organisations identify at-risk segments before attrition occurs. 

• Career development conversations should be tailored to Generation Z's preference for frequent, informal 

feedback rather than solely annual performance reviews. 

 

 

12. Limitations and Scope for Future Research 

The study is cross-sectional in design, which restricts causal inference; a longitudinal design would allow stronger 

claims about the direction of the employment insecurity-career perception relationship. The sample, while adequate for 

the statistical techniques employed, is drawn primarily from urban and metropolitan BFSI entities and may not fully 

represent Generation Z employees in semi-urban or rural banking branches. Self-reported Likert-scale data are also 

subject to common method bias, which future studies could mitigate through time-lagged or multi-source data 

collection. Future research could extend the model by incorporating additional mediators (such as psychological 

contract breach or perceived employability) and moderators (such as leader-member exchange or perceived 

organisational support), and could apply covariance-based or partial least squares structural equation modelling (CB-

SEM / PLS-SEM) for a fuller test of the measurement and structural model. 

 

 

13. Conclusion 

This study set out to examine how employment insecurity shapes the career perception of Generation Z employees in 

the Indian banking and financial services sector, and to test job satisfaction as a mediating mechanism and 

organizational commitment as a moderating condition. Drawing on primary data from 325 Generation Z BFSI 

employees, the findings confirm that employment insecurity exerts a significant negative influence on career 

perception, that this effect operates partly through reduced job satisfaction, and that strong organizational commitment 

meaningfully buffers the relationship. These results underscore that Generation Z's career outlook in a rapidly 

changing BFSI sector is not fixed but is actively shaped by how satisfied and how committed employees feel, both of 

which are, importantly, within the influence of organisational policy and managerial practice. As Indian BFSI 

institutions continue to navigate automation, contractualisation, and competitive talent markets, deliberate investment 

in job satisfaction and commitment-building emerges as a practical and evidence-based lever for sustaining a positive 

career outlook among their youngest and fastest-growing employee cohort. 
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