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Abstract 
Purpose – The purpose of this paper is to understand the expectations of professional millennials in respect of their work and life 
engagement before and after COVID -19. Further, this study attempts to understand the work as well as life engagement of the Indian 
millennial employees who comprise almost half of the Indian working population. Understanding this generation will help in designing 
effective HR policies. 
Design– Utilizing qualitative research methods based on Reflexive Thematic Analysis, an exploratory case study was undertaken with 
2 employees 29 and 31years old (hence categorised as Millennials) from the private sector. Both identified as females. 
Findings – The study found support from the Western millennial literature among the two Indian participants in terms of work and life 
engagement, focus on mental health and their identity as digital natives. This suggests that organisations have to be mindful of the 
expectations of these employees and look for creating spaces where open discussions on mental health are encouraged, there are clear 
paths toward professional growth and the employees can fulfil their life’s purpose. 
Research limitation /Implications- Since this was an exploratory study with a small sample, the results are not generalizable to the 
wider population. A plausible framework about what constitutes work and life engagement for an Indian Millennial is suggested. 
Practical implications – The findings of this research add to our understanding of the work and life-related aspirations of Millennials. 
The paper suggests that employers might adapt to meet the needs of this generation by having clear mental health policies, allowing 
them to train for professional growth and by helping them achieve their life purpose. Originality/ value- The work is a distinctive effort 
to understand the impact of COVID-19 on the professional Indian Millennial. The findings have also highlighted the general expectations 
of this group that need to be addressed by employers. 
 
Keywords: COVID-19, Female, Life engagement, Millennials, Reflexive Thematic Analysis, Work engagement. 
  
Introduction 

The ongoing pandemic has had a very huge impact on the lives of professional millennials across the world. This research aims 
to understand this in the Indian context. It also tries to view the work and life engagement of professional Indian millennials. Strauss 
and Howe (1991) who are demographic researchers have indicated that when individuals are in their formative years between 17-23 and 
are experiencing the same socio-economic trends then they tend to have similar values and attitudes. These shared values strongly 
influence every facet of their life including ideas about work and life in general. Millennials are identified as those born anywhere 
between 1981 and 1995, and the older members of this generation became adults around the year 2000. They are also known as Net 
Generation, Gen Y, Digital natives, Echo Boomers and Boomerang Generation (Arora and Dhole, 2019). Another categorization of 
millennials has been done where the early millennials (EMs) are those born from 1982 to the early 1990s, with very little exposure to 
digital technology during their childhood (Brailovskaia & Bierhoff, 2020). Further late millennials (LMs) are those born during the mid 
or late 1990s to 2004 who grew up with digital technology and used the Internet and social networking services right from their 
childhood. EMs are hence older than LMs. 

 
Since the influencing factors and defining events in each geographical location are different and culture-specific, one cannot 

assume that the attributes and characteristics of a generation across the world will be the same. Hence the need to study the Indian 
Millennials in their context. “Liberalized India’s” first adult generation is the one now identified as the Indian Millennials. They have 
been raised and educated at the time of employment outsourcing, globalization, foreign direct investments and the explosion in 
communication and information technologies (Reetu,2016) and all of these factors have greatly impacted their values and expectations. 
Millennials have discrete personalities (Twenge et al., 2010), work values (Lyons and Kuron, 2014) and well-defined work expectations 
(Hershatter and Epstein, 2010) contrasted with previous generations. Saxena and Jain, (2012) have stated that the attitudes and 
behaviours of Indian professional millennials are distinctive from earlier generations and they have a progressive style toward managing 
their careers which is unique. The career paths of millennials have developed from linear careers to modern-day careers (Sen and Hooja, 
2015). It is an important observation that Millennials will be decision-makers and leaders in the work environment in the coming years. 
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It is suggested by the social identity theory that, when employees have an affective bond with their workplace, they are inspired 
to do their finest for the same (Pan et al., 2019). The first scholar who conceptualized engagement at work was Kahn (1990), who was 
an ethnographic researcher. He first talked about engagement with work and described it as the “…harnessing of organization members’ 
selves to their work roles: in engagement, people employ and express themselves physically, cognitively, emotionally, and mentally 
during role performances'' (p. 694). Further, according to Kahn, engagement is expected to produce positive results both for the 
individual (personal growth and development) as well as for the organisation (performance quality). Hence engaged employees put a 
lot of energy into their work because they associate with the work entirely (Schaufeli,2012). According to Schaufeli (2010) work 
engagement is defined as a positive, fulfilling, work-related state of mind that is identified by vigour, dedication, and absorption. Vigour 
is related to high energy levels and mental resilience, dedication is described as a sense of significance, inspiration, pride, and 
enthusiasm. 

 
Research suggests that higher work engagement is witnessed when workers strongly agree with the organization and based on 

social exchange theory this creates the motivation of paying back to the organization (Li and Sandino, 2018). Research has found that 
employees with high levels of work engagement can be easily motivated as they show positive emotions toward their work and find it 
easy to work longer hours without taking a break (Gupta and Sharma, 2016; Yasir and Majid, 2019). Effective organizational connection 
permits employees to engage more, develop creative solutions and espouse flexible reasoning to offset challenging circumstances. 
Further work engagement acts as a tactical force to increase employee creativity (Ismail et al., 2019; Sonnentag et al., 2019). 

 
A meaningful life is achieved by doing any activity that fulfils one’s potential in identifying worthwhile goals and the path to 

achieve them. This is further supported by eudaemonic tradition which emphasises that life engagement, that is the quest for a meaningful 
way of living, is an important constituent of well-being (Berezina, Gill, & Bovina,2020). Research suggests that life engagement 
facilitates relationships between variables like wisdom and emotional well-being (Etezadi, & Pushkar, 2013), life satisfaction and 
personality traits, and is negatively correlated with neuroticism (Lemétayer, et al. 2021). 

 
In the Indian context, most research on millennials has focussed on their buying behaviours. 

 
No study has been exclusively done to understand millennials in their cultural context during and before COVID-19. Thus, this 

study addresses the need for a qualitative analysis of differences observed in the life of professional millennials in the specific cultural 
context of India before and during COVID-19, since relationships and social bonding form a vital part of this cultural milieu (Dash, 
Bruning, & Guin, 2007). 

 
Method 

Data from two qualitative interviews were analysed using Reflexive Thematic Analysis (Braun & Clarke, 2006; 2020). Both 
the participants identified as females. Their ages were 31and 29 years. The six phases of Braun and Clarke’s (2006; 2020) RTA were 
used through an iterative process, in the following ways: 
Phase 1 – Data familiarisation and writing notes: 
By developing the interview schedule to carry out the face-to-face interviews (before COVID-19), and then transcribing them, the 
researcher was absorbed with the data from the inception. The interview experience allowed the researcher to get involved with 
participants, build rapport, investigate their stories with them, and then listen to each interview several times during the transcription 
process. 
Phase 2 – Systematic data coding: 
Coding of the data was done for the interviews. The researcher began by going line by line through both the transcripts, paying uniform 
attention to each part of the data, and applying codes to anything acknowledged as meaningful. The majority of the coding was semantic, 
staying close to the participants’ understanding of their own experiences before and during COVID-19. Each transcript was re-visited, 
and some latent coding was applied, that did look beyond the surface level meaning of what participants had said. 
Phase 3: Generating initial themes from coded data: 
The process of generating themes from the data was based on organising them in a way that reflected some of the commonalities in what 
the two participants had articulated. Regardless of each of the participants having a unique story, there was also commonality found in 
these incidents. By reflecting on the codes, going back to the data, and using notes and diagrams the researcher began to further develop 
ideas about the patterns that had been developed from the data. Related codes were developed into the potential theme and sub-theme 
ideas. The researcher used thematic maps to develop her thinking and modified these as the appreciation for the data developed. 
Phase 4: Developing and reviewing themes: 
Theme development was an iterative process of going back and forth between the codes, and the way that patterns had been recognized. 
Several thematic maps were created that demonstrated how participants understood their experiences across the data set, including areas 



 
Cover Page 

  

  
 
DOI: http://ijmer.in.doi./2022/11.05.109 

            

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2022); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:11, ISSUE:5(6), May: 2022 
Online Copy of Article Publication Available (2022 Issues): www.ijmer.in 

Digital Certificate of Publication: http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 
Scopus Review ID: A2B96D3ACF3FEA2A 

Article Received: 2nd May 2022   
 Publication Date:10th June 2022 

Publisher: Sucharitha Publication, India 

 

 
54 

 

of contradiction and overlap. The use of thematic maps was helpful as a visual tool for identifying how the various ideas and patterns 
were connected and related. 
Phase 5: Refining, defining and naming themes: 
As the thematic maps were developed certain areas of commonality were observed this required more modifications of thoughts. 
Defining and communicating ideas with the supervisors gave clarity about what could be defined as a theme and how related ideas were 
grouped into sub-themes. 
Phase 6: Writing the report: 
The theme description required more clarity as the researcher tried illustrating these using participants’ excerpts. The writing of themes 
required the iterative process again of re-examining earlier periods so that one was sure that the ideas being displayed closely exemplified 
the data. Support was taken for research review to explain the emerging trends in the data. 
 
Results  

The themes were generated and displayed visually with the use of thematic maps.  
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Four major themes emerged. They were Work Involvement, Meaningful and Purposeful life, Millennials, and Attitudes towards 
mental health. Ecosystems of Gender and Equality also provided insights into how COVID-19 had no impact on inequities being faced 
by female employees in Indian work systems. The thematic maps suggest that COVID-19 had an impact on the professional millennials' 
life across all themes. 

 
Discussion 

The themes that emerged from conducting RTA reveal some differences between the two millennials particularly during 
COVID-19. Work involvement is closely associated with work engagement as discussed earlier. The common codes for this theme were 
“determination and drive for professional development and growth” and “work-life balance”. In the code “work-life balance” for the 
pre-COVID-19 data work-life balance was a conscious choice. “I have made a very conscious effort to keep family and office separate. 
So, everything thing that I am not able to do on a weekday, I keep for the weekend, think women HAVE to do it more consciously 
because the structure of the society is such that the woman gets to be the anchor of the family apparently”. During COVID-19, the 
participant expressed, “with WFH, there is just one disadvantage that I am facing is, since the work hour is so flexible, you really don’t 
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know when you end your day. On a daily basis like there is no fixed time. I live with my husband and he is also working in an IT 
company. He is in fact in the technology space only so both have like quite flexible working hours and because he also works from 
home completely so that’s how we manage work-life balance” In India, WFH over 67% of the people experienced sleep deprivation 
during the lockdown and in the absence of house helpers dealing with housework resulted in them doing all the domestic tasks along 
with their formal work (Times of India 2020). This is supported by data from other Asian countries as well. A study from Singapore 
reported that WFH workers were more stressed than the COVID-19 front-line workers (Teo 2020). According to Jha et al (2019) 
millennials look for faster career growth and growth-related prospects. This is reflected in the codes of both participants under 
“determination and drive for professional growth”. Even the pandemic did not take this belief of the millennial away. 

 
The pre-Covid data reveals that flexible working time was helpful as revealed by the participant “I get enough number of off 

days and I can take mid-week off days, I can take waivers, I can leave a couple of hours early. So, they are flexible in that way.” Research 
suggests that a flexible work environment provides employees with a balance between their professional and personal lives. This then 
contributes to enhanced job satisfaction and high performance (Davidescu et al,2020).  During COVID-19 “lack of structure” was 
experienced. “Since we are all working from home, due to COVID, we have all shifted from home full time so we have a very flexible 
work culture. We are supposed to start the day, there is no fixed time to start and end the day. It depends on the work we are doing and 
the functions we are working in.”This lack of structure during COVID-19 resulted in the blurring of boundaries between work and 
family life which further resulted in overwork for the employees (Grant et al. 2019). Eddleston and Mulki (2017) have found that WFH 
results in the inability of remote workers to disengage from work as boundaries are so blurred. 

 
Viewing the theme “Meaningful and purposeful life” it is clear from the narratives that both participants experienced this. 

Research across generations suggests that millennials have high expectations and preferences for meaningful jobs (Martínez-Buelvas & 
Jaramillo-Naranjo, 2019). Further, they believe themselves to be socially responsible, tend to question the status quo, and are open to 
receiving feedback (Robbins & Judge, 2013). In the words of one participant “As a person, I think I would want to .. do more for the 
society that I am living in because again I will, there are lot reason behind me saying this because one is of course as a person I, I am 
someone who finds happiness in doing something for others so if I have actually made someone smile today, I will feel so happy.”  In 
the third theme “Millennials” both participants identified with this category not only because of their age but because they were both 
digital natives and therefore dependent a lot on technology. York (2017) has studied the millennials’ expectations regarding technology 
in their workplaces. According to him, millennials are dependent on technology since technology is a central part of their daily lives. 
Workplaces are expected to provide the millennials with the latest in technology for increased competence. Millennials have a  variety 
of internet platforms that provide social networking, efficient data management, and immediate data sharing that provides multiple 
opportunities to these employees for human-machine partnership (York,2017).In the words of one of the participants, “I think the word 
millennials would not come out if not for the Internet. millennials without the internet are cavemen. If you ask me… they won't even 
know how to start a fire without the internet. my husband doesn't know how to change a gas cylinder without the internet, what do you 
expect life to be without the internet? they cannot function without the internet. they just can't, from the kind of diseases to the having 
what medicine they should take and when they should eat ….there are apps for how much water you drank, how much you ran….if you 
don't have that… life is going to be Chaos. it's going to be very chaotic without the internet. life is without the internet… internet is like 
that ventilator for millennials …” 

 
The participant interviewed during Covid-19 expressed, “Covid has impacted me in a lot of ways actually. A lot. Like being 

from not being able to meet people because I am a person who likes to socialise likes to meet people. not able to do that”. This finds 
support from the research that suggests that lack of social support due to the inability of going out deprives people of critical support 
during a crisis (Hobfoll et al.,2007). Indians unlike the people in the West are more social and have extensive social networks with 
which they engage through multiple religious and social occasions throughout the year (Chadda, & Deb, 2013). 

 
The final theme “Attitude toward mental health” indicates that both participants give due importance to their mental health and 

are open to talking about it. Boynton(2018), in her research, has stated that the millennials are accessible to openly discussing mental 
health concerns and to removing the barriers of social stigma enclosing mental health. To handle demanding careers that are filled with 
transitions and tough job outcomes, it is important to address employees' mental health in the organization’s culture (Leka, Jain & 
Lerouge,2017). The present research participants are aware of the benefits of taking care of their mental health. In their words, “…so I 
started with meditation. I started with grounding techniques, I started with mindfulness exercises so all those things I was doing because 
that also helped me with my anxiety issues”. For the participant interviewed during COVID-19, there was “increased mental health 
awareness”. A survey conducted by the Indian Psychiatry Society(2020) found more than two-fifths of the Indians were experiencing 
common mental health disorders, due to lockdown and the COVID-19 pandemic (Grover et al,2020). 
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Conclusion 
This research suggests that COVID -19 did impact the life of the professional millennial in many ways. WFH lead to a lack of 

structure and impacted the engagement with work, a new dimension was added to understanding the purpose of life by trying to be more 
socially responsible, social and physical distancing created discomfort and there was an increased focus on mental health. The study has 
some limitations, since the data of only two participants are included there is a lack of generalisability. Further only portions of the 
interviews relevant to the aim have been selected. The study was the first in terms of comparing professional millennials affected by the 
pandemic and it has achieved its aim to that extent. Future research can focus on how to help professional millennials deal with the 
impact of the pandemic as well as in general how to achieve better work and life engagement. 
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