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When Deloitte started this research 15 years ago as “The Voice of Millennials”, millennials were
entering the workforce in large numbers and challenging longstanding assumptions about work and
the employer-employee relationship.

Over the past 15 years, Gen Zs and millennials have changed work in tangible ways. But while
expectations have shifted and norms have evolved, some structural realities have been slower to
follow. These generations came of age during a period marked by repeated disruption. Those
conditions did more than shape attitudes; they altered timelines.

Despite external pressures, many Gen Zs and millennials are maintaining a positive outlook. Both
generations are more optimistic about their personal financial futures than about the broader
economy. These generations want to build durable foundations before making life-defining moves.
They are seeking stability before committing to major decisions. And their ambition is tempered by
a demand for a manageable workload, clear support, and achievable pathways to success.

Itis my hope that organizations will use these important insights to help create workplaces that can
keep up with the pace of evolving needs, priorities, and expectations, and enable people, across
generations, to thrive on their own terms.
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Itis encouraging to see from this year’s survey that Gen Zs and Millennials are taking a more
proactive approach to enhancing their capabilities and leveraging Al to cope with workplace
pressures, while overall mental well-being has shown signs of improvement.

At the same time, Gen Zs and Millennials have not lowered their expectations for growth and
success; rather, they are redefining what success means. Compared with simply pursuing fast-
paced career progression, they are placing greater emphasis on the sustainability and stability of
growth, as well as the emotional benefits brought by legacy transfer and work friendship.

In an era marked by constant change and uncertainty, people’s expectations of career
development are evolving. They are not only focused on career opportunities but are also paying
closer attention to whether organizations can provide clear development direction, continuous
learning opportunities, and the support systems needed for long-term growth. This closely aligns
with Deloitte China’s talent philosophy. We firmly believe that true talent competitiveness comes
from the ability to continuously learn, the resilience to embrace change, and the opportunity to
grow alongside the organization.

Looking ahead, we will continue to cultivate an open, diverse, and future-oriented talent ecosystem,
helping every individual grow through change and create long-term value through growth.



Executive summary

Now in its 15th year, the survey connected with 22,595 Gen Z and millennial respondents across 44 countries and regions to explore their perspectives, experiences, and
career ambitions. As Gen Zs and millennials move deeper into adulthood and leadership, they are reshaping how progress at work is defined.
The results reveal that these generations are seeking progress on their own terms, prioritizing stability, skills, and well-being over fast-paced growth.

1 Financial 2 Leadership 3 Adaptability is & Al adoption is & Mental health is & Purpose and Z As a major
pressure is shaping ambitions are now a core career accelerating faster improving, but stress connection define generational
both personal and conditional as many capability than organizational remains embedded the ideal workplace transition
professional consider the Gen Zs and readiness in everyday work and influence approaches,
decisions tradeoffs millennials are Nearly three-quarters  Overall mental health  retention preserving
Cost of living is the Consistent with last responding to rapid of Gen Zs and is trending upward. Nearly all knowledge is critical
top concern for Gen year’s findings, only workplace change by millennials report Stress, however, respondents say that As large numbers of
Zs and millennials. 6% of Gen Zs and prioritizing skills using Al to some remains a baseline having a sense of baby-boomer and
Financial strain has millennials say development, extent in their day-to- experience. The purpose at work is older Generation X
become a defining achieving a continuous learning, day work. Despite proliferation of digital  vital to workers approach
feature of how these leadership positionis  and innovative tools widespread use, tools and platforms their overall job retirement,
generations work, live, their primary career such as Al. many respondents adds to this strain. satisfaction and well-  organizations face
and plan for the future. goal. feel their being, with social growing risk around
organizations are not connection also knowledge continuity.
prepared. playing a key role.

* This 15th anniversary report tells a coming-of-age story not of delay, but of discernment. Gen Zs and millennials are adapting to a world that has demanded resilience
early and often. How they navigate uncertainty will help set the norms Gen Alphas encounter as they begin entering the workforce in a few years.

* This underscores a broader reality: What generations need, want, and expect from work will and should continue to evolve. Meeting that reality requires dynamic models
that are constantly adapting to enable people, across all generations, to thrive on their own terms.

For profile of Chinese Mainland respondents, see Methodology on Slide 13.
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The ‘Maybe Later’ Reality: Financial Pressure and Delayed Decisions

* Cost of living, health care, and income inequality are top concerns for Gen Zs and millennials in Chinese Mainland, unemployment is also a particular concern for Gen Z.
* Financial strain is present but less severe than global levels, particularly among millennials.

46% of Gen Zs and 35% of millennials in Chinese Mainland say they have delayed major life decisions due to their financial situation.

Top Concerns Financial Stability
Income
inequality / Cybersecurity /

Cost of living Unemployment disease prevention wealth personal data expenses each month 23%
Chinese Mainland 23%
35% 26% 22% 21% 19%
Gen Zs
Healthcare/ Income inequality/ Education,
disease distribution of skills, and | cannot afford to own a home _

Cost of living prevention wealth Economic growth training 30%

Chinese Mainland
0 0 0) 0 0
elanand 41% 31% 22% 19% 18% _—

47%
| live paycheck-to-paycheck -

Percentage who say that the affordability of

. . . 33%
housing impacts their career decisions °

Chinese Mainland Global Gen Zs Chinese Mainland Global millennials 45%

GenZs millennials 44%
| feel financially insecure

26%

64% 69% 60% 64%

H Global Gen Zs H Global millennials
B Chinese Mainland Gen Zs Chinese Mainland millennials
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Leadership, Reconsidered

* Thetop goal for Gen Zs in Chinese Mainland is achieving financial independence, followed by job stability and security.
* While job stability is also important for millennials, their top goal is maintaining work/life balance.

While 86% of Gen Zs and 83% of millennials in Chinese Mainland are interested in pursuing leadership roles at some point in their careers,
only 5% of Gen Zs and 3% of millennials say it is their primary career goal.

Primary career goal

Achieving financial Achieving job Continuous learning and Maintaining a good Contributing to societal
independence stability and security development work / life balance or environmental causes
Chinese Mainland
Gor 76 26% 18% 14% 11% 6%
Maintaining a good Achieving job Achieving financial Continuous learning and Making a creative or
work / life balance stability and security independence development innovative impact
Chinese Mainland
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Leadership, Reconsidered - continued

* GenZs and millennials in Chinese Mainland prefer steady career progression more than their global counterparts.
* While it may not be cited as a primary career goal, the vast majority are interested in pursuing leadership positions; higher compensation is a top driver of interest in pursuing

these roles.

45% of Gen Zs and 61% of millennials globally, and 38% of Gen Zs and 73% of millennials in Chinese Mainland
manage or supervise teams or are executives leading organizations.

How respondents think about their career path
(Percentage selecting each option)

| seek steady progress

| seek fast-paced growth (promotions, title,
salary)

| am willing to move laterally to find the right
role

| prioritize flexibility and purpose over title
or speed of advancement

| am willing to take a step back (accepta
more junior title) to gain experience in a new
industry/find the right long-term role

m Chinese Mainland Gen Zs

m Global GenZs
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2%
3%
R
B 7%

Chinese Mainland millennials

Hm Global millennials

Percentage of respondents who agree they are interested in pursuing leadership roles

Interested in pursuing a senior leadership position
(e.g., C-suite, board, or other executive position)

I

B Global Gen Zs

Interested in pursuing a
supervisory or managementrole

I 88%

I Global millennials

B Chinese Mainland
GenZs

Chinese Mainland
millennials

Top five factors that would increase interest in leadership roles
*asked of Gen Zs and millennials in Chinese Mainland who say they are not interested in pursuing a leadership role

0,
61% 69%
46% 43% 44%
9 37%
. -3‘”) - e
Higher Flexible work Clearer Leadership Mental health
compensation arrangements understanding of the coaching/training support

path to leadership
rolesin my
organization

m Chinese Mainland Gen Zs Chinese Mainland millennials



Continuous Learning and Adaptability as a Career Strategy

* Both generations identify work ethic as a top current skill; adaptability and collaboration are also mentioned.

* Confidence in Al use at work is higher in Chinese Mainland vs. global benchmarks — however, additional Al training as technology evolves is still in high demand.

Current and future skills

Percentage rating their skills as advanced in these areas (top 5)

Collaboration /

Work ethic Adaptability Creativity teamwork
ChineseMalntand 3494 33% 29% 29%
Collaboration/ Communicatio
Work ethic teamwork n skills Adaptability
e amniats A7% 44% 42% 41%

Percentage interested in developing this skill further (top 5)

Leadership /
setting vision /
decision making

36%

Leadership /
setting vision /
decision making

43%

Communicatio Data analysis/

Creativity n skills interpretation

36%

Chinese Mainland

GenZs 36%

36%

Al / automation
tool fluency

Digital literacy / Communication
IT skills skills

Chinese Mainland
millennials

51% 41% 41%
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Empathy/
emotional
intelligence

29%

Project
management

39%

Al / automation
tool fluency

36%

Creativity

41%

Percentage of respondents saying they
have completed Al training

\ of Gen Zs in of millennials in
Chinese Mainland

Chinese Mainland

0 0
23% vs. 24% of 26% vs. 23% of
Gen Zs globally millennials
globally

Percentage of respondents saying they continue to seek
new Al training opportunities as the technology evolves

of GenZs in of millennials in
Chinese Mainland 0 Chinese Mainland
54% vs. 35% of 53% vs. 38% of
Gen Zs globally millennials
globally

Percentage of respondents who are confident/very
confident they can use Al in their roles at work

84% 0,
68% 66% 80%

| can effectively use Al (e.g., GenAl, Agentic Al)in my role at work

[l Global Gen Zs B Global millennials
[ Chinese Mainland Gen Zs Chinese Mainland millennials
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Al, Adaptability, and the Readiness Gap

e Alis seen as positively impacting both work and personal life and around half of Gen Zs and millennials in Chinese Mainland feel that Al tools provided at work are sufficient.
* For Chinese Mainland Gen Zs and millennials, barriers to Al use at work include fit, Al capabilities, and integration with other systems.

92% of Gen Zs and 92% of millennials in Chinese Mainland use Al in their day-to-day work.

How respondents use Al for growth/well-being Those who say Al positively impacts their...
Percentage saying agree/strongly agree Percentage saying very/somewhat positive

9 9 97%  95% 95% 95%

90 930 90% 91% 89% ggop ° ° Percentage of respondents who rate
the Al tools provided by their employer
are mostly/completely sufficient
Find learningand  Cope with work-related Seek career advice Personal life Work life

development stress

opportunities m Chinese Mainland Gen Zs

B Chinese Mainland Gen Zs m Chinese Mainland millennials Chinese Mainland millennials of GenZs in
5 0 0/ Chinese Mainland
Top five barriers to Al use at work 0
P VS. 38% of

Percentage selecting each option

Al tools are not Gen Zs globally
Al tools don’t Al tools available Compliance well integrated Lack of
address specific lack creative requirements with other systems knowledge and
needs of my role capabilities limit use or workflows experience
Chinese Maintand 294 26% 25% 24% 23% e
GenZs 0 0 0 0 0 of millennials in
Chinese Mainland
Al tools are not 0
Al tools available Al tools don’t well integrated Lack of 54 /0 VS. 40% of
lack creative address specific with other systems Lack of effective knowledge and millennials
capabilities needs of my role or workflows training opportunities experience
globally
Chinese Mainland 0 0 0 0 0
etomard  33% 24% 24% 23% 22%
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Well-Being as Infrastructure

* Overthree-quarters say their mental health is good despite stressors such as financial and family concerns.
* Year-over-year, there has been a decrease in the percentage of Gen Zs and millennials in Chinese Mainland saying employers take employee mentalhealth seriously.

17% of Gen Zs and 20% of millennials in Chinese Mainland say they feel stressed all or most of the time.

Top five factors contributing a lot to anxiety/stress in Chinese Mainland How respondents rate their overall mental well-being

*asked only of those who feel anxious or stressed
78% 77%

My longer- The health / Family / Domestic or
term financial welfare of my personal caregiving
future family relationships responsibilities My job
15% 15% 7% 8%
Chinese Mainland
cone  24% 23% 22% 21% 20% e —
Good / Extremely good Neither poor nor good Poor / Extremely poor
The health / Domestic or
My longer-term  welfare of my My day-to-day caregiving m Chinese Mainland Gen Zs Chinese Mainland millennials
financial future family finances My job responsibilities
Ch'nes;m:::?:l: 25% 24% 24% 21% 17% Top three aspects of job contributing to anxiety/stress
Chinese Mainland Gen Zs
Percentage who agree/strongly agree with the following statements Long Not getting a sense of Not feeling
about mental health in the workplace working meaning or purpose supported by
My employer takes the mental I would feel comfortable speaking openly nours fromimy work myeacer
health of employees seriously with my direct manager about mental health 42% 39% 39%
79% 76%
72% —— — Chinese Mainland millennials
70% i 65% Notfecling Changes at work that Long working
69% 67% supported by o
y impact me hours
my leader
2024 2025 2026 2024 2025 2026
. . . . 0 9 (V)
——Chinese Mainland Gen Zs ——Chinese Mainland Gen Zs 45% 42% 40%
Chinese Mainland millennials Chinese Mainland millennials
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* While purpose is universally important, only 56% of Gen Zs and 66% of millennials in Chinese Mainland indicate their currentjob aligns with their values.
* GenZsin Chinese Mainland are less likely to believe in their ability to drive change at work compared to millennials.

@ The Ideal Workplace: Where Purpose and Connection Converge

100% of Gen Zs and 99% of millennials in Chinese Mainland say having a sense of purpose is important for their job satisfaction.

Percentage of respondents who

rejected an assignment/potential Percentage who say their current job aligns Percentage who say their current job allows them
employer due to personal beliefs with their beliefs/values to make a meaningful contribution to society
Potential employer 81%
: 6% 71% 68% 72%
ofGenZsin 56% 54% 58%
43% Chinese Mainland
vs. 41% of
Gen Zs globally

of millennials in Aligned / mostly aligned Strongly agree / agree

44% Chinese Mainland m Chinese Mainland Gen Zs Chinese Mainland millennials m Global GenZs m Global millennials
VS. 39% of millennials

globally
Assignment/project Belief in ability to drive change at work
0,
of Gen Zs in sa% 2% 9%  69%
47% Chinese Mainland
21% 0
Gen Zs globally -
of millennials in - -
499, Chinese Mainland Yes, my organization seeks input from employees and No, decisions are made from the top down and employee
vs. 37 % of millennials incorporates our feedback feedback is not often acted upon
globally m Chinese Mainland Gen Zs Chinese Mainland millennials mGlobalGenZs m Global millennials
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The Ideal Workplace: Where Purpose and Connection Converge - continued

* Work friendships are common in Chinese Mainland, particularly among millennials who are also more likely to participate in engagement behaviors (networking, mentoring, coaching).
* Those who have a personal friend at work are more likely to report high levels of happiness.

Percentage of respondents in Chinese How work friendships correlate How work friendships correlate with happiness
Mainland who say they have work colleagues with planned work tenure Percentage who are very happy with their life
that th ey consider persona[ friends. Percentage who plan to stay more than 5 years
82Y% 0 )
57% ’ sa 72% 80% 65% 67%
58% 74% N N L -
Has a work friend and Does not have a work Hasawork friendand is Does not have a work
plans to stay 5+ years friend and plans to stay very happy friend and is very happy
Chinese Mainland Chinese Mainland St+years : :
Gen Zs millennials Hm Chinese Mainland Gen Zs m Chinese Mainland GenZs
Chinese Mainland millennials Chinese Mainland millennials

Engagement with work colleagues (percentage selecting each option)

75%
84% 53% 50% 49%
. | - | - =
| actively build relationships with colleagues to I learn frommy colleagues I mentor my colleagues (i.e., form long-term, |coach my colleagues (i.e., provide short-term,
expand and enhance my network development driven relationships providing performance-driven guidance focused on
career guidance) specific tasks)
m Chinese Mainland Gen Zs Chinese Mainland millennials
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The Future They’re Preparing For

* While the majority feel performance could be sustained after the loss of a key expert, challenges for effective knowledge transfer are still acknowledged — primarily lack of

incentives/recognition.

62% of Gen Zs and 65% of millennials in Chinese Mainland say their team could maintain performance if a key expert left.

Top five challenges concerning effective knowledge transfer (percentage selecting each option)

Lack of
incentives/recognition

Chinese Mainland

GenZs 42%

Lack of
incentives/recognition

Chinese Mainland o
millennials 43 /0
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No standard
templates or tools

33%

High turnover
disrupts continuity

29%

High turnover
disrupts continuity

28%

Confidentiality
concerns

26%

No clear owner for
documentation

28%

No standard
templates or tools

25%

Confidentiality
concerns

26%

No clear owner for
documentation

24%
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Methodology

815 total respondents in Chinese Mainland: 515 Gen Zs and 300 millennials

As defined in the study, Gen Z respondents were born between January 1995 and December 2007, and millennial respondents were born between January 1983 and December 1994.

GEN Z PROFILE
Gender

57% 43%
m ldentify as male  m Identify as female

Non-binary
Parents

Education

Pursuing/gained trade qualification
m Pursuing high school degree
m Gained university degree

mYes mNo

m Pursuing university degree
Gained high school degree

Employment Job seniority Organization size
14% 1% 9% 3% 1% 16%
2% ’ 10% \
0 i

17%

78%

28% !
— . @ 39%

G

28% 38%
= Working full-time Trainee/apprentice/intern = Under 100
= Working part-time = Junior executive = 100-249
= Temporary or freelance = Midlevel executive = 250-999
= Full-time education = Senior executive = 1,000+

Not working/unpaid

= Head of department
Senior management/board
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Don't know/Not sure

MILLENNIAL PROFILE

mYes mNo

Gender

O s
Parents Identifyas male  mlIdentifyasfemale m Non-binary

93%
Education

@ - " 80%

m Pursuing/gained trade qualification
Gained high school degree

Employment
1% 2%
1

97%

m Working full-time
Working part-time

= Temporary or freelance

= Full-time education

= Not working/unpaid

m Pursuing university degree
m Gained university degree

Job seniority Organization size
1%

l

17% 8% 16%

30%
18%

2294 36%

17%

= Trainee/apprentice/intern
= Junior executive
= Midlevel executive
Senior executive
= Head of department
= Senior management/board

&

= Under 100
= 100-249
= 250-999
1,000+
= Don't know/Not sure
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About Deloitte

Deloitte China provides integrated professional services, with our long-term commitment to be a leading contributor to China’s reform, opening-up and economic development. We are a
globally connected firm with deep roots locally, owned by our partners in China. With over 20,000 professionals across 31 Chinese cities, we provide our clients with a one-stop shop offering
world-leading audit, tax and consulting services.

We serve with integrity, uphold quality and strive to innovate. With our professional excellence, insight across industries, and intelligent technology solutions, we help clients and partners from
many sectors seize opportunities, tackle challenges and attain world-class, high-quality development goals.

The Deloitte brand originated in 1845, and its name in Chinese ({£#) denotes integrity, diligence and excellence. Deloitte's global professional network of member firms now spans more than
150 countries and territories. Through our mission to make an impact that matters, we help reinforce public trust in capital markets, enable clients to transform and thrive, empower talents to
be future-ready, and lead the way toward a stronger economy, a more equitable society and a sustainable world.

Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited (“DTTL”), its global network of member firms, and their related entities (collectively, the “Deloitte organization”). DTTL (also
referred to as “Deloitte Global”) and each of its member firms and related entities are legally separate and independent entities, which cannot obligate or bind each other in respect of third
parties. DTTL and each DTTL member firm and related entity is liable only for its own acts and omissions, and not those of each other. DTTL does not provide services to clients. Please see

wwyv.deloitte.com/about to learn more.
Deloitte Asia Pacific Limited is a company limited by guarantee and a member firm of DTTL. Members of Deloitte Asia Pacific Limited and their related entities, each of which is a separate and

independent legal entity, provide services from more than 100 cities across the region, including Auckland, Bangkok, Beijing, Bengaluru, Hanoi, Hong Kong, Jakarta, Kuala Lumpur, Manila,
Melbourne, Mumbai, New Delhi, Osaka, Seoul, Shanghai, Singapore, Sydney, Taipei and Tokyo.

This communication contains general information only, and none of DTTL, its global network of member firms or their related entities is, by means of this communication, rendering
professional advice or services. Before making any decision or taking any action that may affect your finances or your business, you should consult a qualified professional adviser.

No representations, warranties or undertakings (express or implied) are given as to the accuracy or completeness of the information in this communication, and none of DTTL, its member
firms, related entities, employees or agents shall be liable or responsible for any loss or damage whatsoever arising directly or indirectly in connection with any person relying on this
communication.
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