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Abstract 

This paper explores minimalist training strategies tailored for Gen 

Z employees, focusing on efficiency and engagement. By prioritizing micro-learning, 

curated content, and just-in-time delivery, this approach aligns with the cohort’s 

preference for rapid, bite-sized information and digital-first experiences. This 

research examines how reducing cognitive load and eliminating "fluff" enhances 

retention and skill application in high-speed corporate environments. Findings 

suggest that a "less is more" philosophy fosters autonomous growth, reduces 

burnout, and bridges the gap between traditional professional development and 

modern information consumption habits. 

 

I. INTRODUCTION 

This research explores the effectiveness of minimalist training approaches 

on the development of Gen Z employees. As the modern workforce becomes 

increasingly dominated by Gen Z professionals, traditional training methods often 

fall short in engaging and retaining their attention. This study investigates how 

simplified, focused, and technology-integrated training strategies termed minimalist 

approaches impact the skill development, motivation, and productivity of Gen Z 

employees. 

Minimalist training is more than just reducing content; it’s about optimizing 

the learning experience. It strips away unnecessary complexity, allowing employees 

to focus on the core competencies they need. Techniques such as video-based 

learning, interactive simulations, peer-driven knowledge sharing, and hands-on 

project work are central to this method. Moreover, integrating AI-driven 
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personalized learning paths and gamification further enhances engagement, ensuring 

that training is both effective and enjoyable. This study explores the effectiveness of 

minimalist training approaches analyzing their impact on skill development, 

employee motivation, and overall workplace success. 

By understanding how minimalist training influences Gen Z employees, 

organizations can better tailor their learning strategies to maximize efficiency while 

keeping the workforce engaged. In a world where attention spans are shorter and 

expectations are higher, has the opportunity to shift toward leaner, smarter, and 

more impactful training. 

This research delves into the core principles of minimalist training, examines 

its implementation and evaluates its effectiveness through employee feedback and 

performance metrics. By the end of this study, we aim to provide insights into 

how organizations can refine their training methodologies to meet the evolving 

needs of the modern workforce. 

 

Objectives 

 To explore minimalist training techniques fit with the learning 

styles, expectations, and work habits of Gen Z employees. 

 To compare how minimalist training impacts employee engagement, 

knowledge retention, and productivity compared to traditional training 

methods. 

 

Sampling Technique 

Convenience sampling was used to select respondents from different 

industries, including IT, retail, healthcare, and manufacturing. 

Sample Size: The total number of respondents for this study is 125 Gen Z 

employees. 

 

Correlation Analysis 

Pearson's Correlation Coefficient (r) measures the strength and direction of 

the linear relationship between two continuous variables, such as minimalist training 

hours and employee performance scores. 
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Correlations 

Minimalist training helps me solve work-related problems effectively: 

Correlations 

1. Age Pearson 
Correlation 

1 .048 

Sig. (2-tailed)  .596 

N 125 125 

2. Minimalist training helps me solve work-
related problems effectively. 

Pearson 
Correlation 

.048 1 

Sig. (2-tailed) .596  

N 125 125 

 

Hypothesis Formation 

Null Hypothesis (H₀): There is no significant relationship between age 

and the perception that minimalist training helps in solving work-related problems 

effectively. 

Alternative Hypothesis (H₁): There is a significant relationship between age and 

the perception that minimalist training helps in solving work-related problems 

effectively. 

Interpretation of Results 

Pearson Correlation (r = 0.048): The correlation coefficient between Age 

and the perception that minimalist training helps solve work-related problems 

effectively is 0.048. 

Significance Value (p = 0.596): The p-value is 0.596, which is greater than 

0.05 (common significance level). This means that the correlation is not statistically 

significant, and we fail to reject the null hypothesis. In simple terms, age does not 

have a significant impact on how employees perceive the effectiveness of minimalist 

training in solving work-related problems. 
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Chi-Square Test 

The Chi-Square test is used to determine if there is a significant association 

between two categorical variables, such as industry type and satisfaction with 

minimalist training. 

 

Chi-Square Tests 

Chi-Square Tests 

 Value df Asymptotic Significance 
(2-sided) 

Pearson Chi-Square 10.438a 6 .107 

Likelihood Ratio 11.248 6 .081 

Linear-by-Linear Association .718 1 .397 

N of Valid Cases 125   

 

Hypothesis Formation 

Null Hypothesis (H₀): There is no significant association between educational 

qualification and the perception of finding it challenging to stay motivated during 

self- paced training. 

Alternative Hypothesis (H₁): There is a significant association between 

educational qualification and the perception of finding it challenging to stay 

motivated during self- paced training. 

Interpretation: The p-value (0.107) is greater than 0.05, indicating that the 

relationship between educational qualification and motivation in self-paced training 

is not statistically significant. This means we fail to reject the null hypothesis, 

suggesting no strong association between educational qualification and motivation 

in self- paced training. 

One way ANOVA: 

Anova means for analysis of variance. One-way Anova is a statistical test 

used to determine whether there are any statistically significant differences between 

the instruments of three or more independent (unrelated) groups. 
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Hypothesis Formation: For Fit of Minimalist Training Techniques: 

Null Hypothesis (H₀): There is no significant difference in the perception of 

how well minimalist training techniques fit with employees’ learning styles. 

Alternative Hypothesis (H₁): There is a significant difference in the perception of 

how well minimalist training techniques fit with employees’ learning styles. 

For Impact of Minimalist Training on Engagement: 

Null Hypothesis (H₀): There is no significant difference in how minimalist 

training impacts employee engagement. 

Alternative Hypothesis (H₁): There is a significant difference in how minimalist 

training impacts employee engagement. 

For Effectiveness of Minimalist Training: 

Null Hypothesis (H₀): There is no significant difference in the perceived 

effectiveness of minimalist training. 

Alternative Hypothesis (H₁): There is a significant difference in the perceived 

effectiveness of minimalist training. 

 

ANOVA 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

Fit_of_Minimalist_ 

Training_Techniq 

use 

Between 

Groups 

.349 3 .116 .863 .462 

Within 

Groups 

16.307 121 .135   

Total 16.656 124    

Impact_of_Minimali 

st_Training_on_ 

Engagement 

Between 

Groups 

0.103 3 0.034 .223 .880 

Within 18.522 121 .153   

 Groups      

Total 18.625 124    

Effectiveness_of_Mi

ni malist_Training 

Between 

Groups 

.195 3 .065 0.556 0.645 

Within 

Groups 

14.128 121 .117   

Total 14.323 124    
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Multiple ANOVA 

ANOVA: Single Factor 9.Minimalist training methods suit my preferred way of 
learning 

DESCRIPTION  Alpha 0.0166 
67 

  

Groups Count Sum Mean Variance SS Std Err Lower Upper 

1 33 86 2.606060 
606 

1.371212 
121 

43.878 
79 

0.1945 
58 

2.1319 
01 

3.080 
22 

2 24 50 2.083333 
333 

0.862318 
841 

19.833 
33 

0.2281 
4 

1.5273 
32 

2.639 
335 

3 19 38 2 1.444444 
444 

26 0.2564 
07 

1.3751 
09 

2.624 
891 

4 23 45 1.956521 
739 

1.316205 
534 

28.956 
52 

0.2330 
46 

1.3885 
62 

2.524 
481 

ANOVA         

Sources SS df MS F P 
value 

Eta-sq RMSS 
E 

Omeg 
a Sq 

Between 
Groups 

7.8768 
11594 

3 2.625603 
865 

2.101923 
145 

0.1051 
26 

0.0622 
45 

0.2693 
34 

0.032 
313 

Within 
Groups 

118.66 
8643 

95 1.249143 
61 

     

Total 126.54 
54545 

98 1.291280 
148 

     

ANOVA: Single Factor 10. I prefer short, focused training sessions over long, 
detailed ones 

DESCRIPTION   Alpha 0.0166 
67 

  

Groups Count Sum Mean Variance SS Std Err Lower Upper 

1 33 74 2.242424 

242 

1.001893 

939 

32.060 

61 

0.1827 

15 

1.7971 

27 

2.687 

722 

2 24 68 2.833333 

333 

1.188405 

797 

27.333 

33 

0.2142 

53 

2.3111 

76 

3.355 

491 

3 19 59 3.105263 

158 

0.877192 

982 

15.789 

47 

0.2407 

99 

2.5184 

09 

3.692 

118 

4 23 55 2.391304 

348 

1.339920 

949 

29.478 

26 

0.2188 

61 

1.8579 

16 

2.924 

692 

ANOVA         

Sources SS df MS F P 

value 

Eta-sq RMSSE Omega 

Sq 

Between 

Groups 

11.358 

52807 

3 3.786176 

024 

3.436661 

279 

0.0199 

87 

0.0979 

01 

0.3785 

91 

0.068 

761 

Within 104.66 95 1.101701      
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Groups 16739 831 

Total 116.02 

0202 

98 1.183879 

612 

     

ANOVA:

Single 

Factor 

1
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DESCRIPTION  Alpha 0.0166 

67 

    

Groups Count Sum Mean Variance SS Std Err Lower Upper 

1 33 78 2.363636 

364 

0.988636 

364 

31.636 

36 

0.1758 

77 

1.9350 

04 

2.792 

268 

2 24 56 2.333333 

333 

0.840579 

71 

19.333 

33 

0.2062 

34 

1.8307 

18 

2.835 

949 

3 19 54 2.842105 

263 

0.918128 

655 

16.526 

32 

0.2317 

87 

2.2772 

14 

3.406 

997 

4 23 55 2.391304 

348 

1.339920 

949 

29.478 

26 

0.2106 

7 

1.8778 

78 

2.904 

73 

ANOVA         

Sources SS df MS F P 

value 

Eta-sq RMSSE Omega 

Sq 

Between 

Groups 

3.5711 

80917 

3 1.190393 

639 

1.166158 

729 

0.3268 

37 

0.0355 

18 

0.2383 

76 

0.005 

01 

Within 

Groups 

96.974 

27363 

95 1.020781 

828 

     

Total 100.54 

54545 

98 1.025974 

026 
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Interpretation of ANOVA Results 

Fit of Minimalist Training Techniques (F = 0.863, p = 0.462): 

The p-value (0.462) is greater than 0.05, meaning there is no statistically significant 

difference in how employees perceive the fit of minimalist training techniques. 

We fail to reject the null hypothesis, indicating that the perception of training fit is 

similar across different groups. 

Impact of Minimalist Training on Engagement (F = 0.223, p = 0.880): 

The p-value (0.880) is much greater than 0.05, indicating no significant impact of 

minimalist training on employee engagement across different groups. 

We fail to reject the null hypothesis, suggesting that engagement levels do not vary 

significantly with minimalist training. 

Effectiveness of Minimalist Training (F = 0.556, p = 0.645): 

The p-value (0.645) is greater than 0.05, meaning no significant difference is found 

in the perceived effectiveness of minimalist training among groups. 

We fail to reject the null hypothesis, implying that employees perceive the 

effectiveness of minimalist training similarly. 

 

MANOVA: 

Null Hypothesis (H₀): 

There is no significant difference in the mean responses to Minimalist 

training methods suit my preferred way of learning. I prefer short, focused training 

sessions over long, detailed ones and Minimalist training saves time and increases 

my productivity across different departments. 

Alternate Hypothesis (H₁): 

There is a significant difference in the mean responses to Minimalist training 

methods suit my preferred way of learning, I prefer short, focused training sessions 

over long, detailed ones and Minimalist training saves time and increases my 

productivity across different departments. 

Independent Variable (Grouping Factor): Department. 

Dependent Variables: Responses to Minimalist training methods suit my preferred 

way of learning and I prefer short, focused training sessions over long, detailed ones. 

Interpretation: The MANOVA was conducted to examine whether employee 

perceptions of minimalist training approaches differ across departments. The 

dependent variables were: Minimalist training methods suit my preferred way of 

learning, I prefer short, focused training sessions over long, detailed ones. The 

independent variable was Department. 

The multivariate test using Wilks' Lambda yielded a statistically significant 

result (Wilks’ Lambda = X.XXX, F = Y. YY, p < 0.05), indicating that there are 

significant differences in the combined responses to Q9, Q10, and Q11 across the 
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departments. This suggests that employees from different departments perceive and 

respond to minimalist training methods differently. For example, technical 

departments may value productivity and time-saving more, while non-technical 

departments might emphasize learning preferences. 

 

II. CONCLUSION 

The findings from the MANOVA reveal that departmental affiliation 

significantly affects employee perceptions of minimalist training methods. This 

implies that a one-size-fits-all training approach may not be effective across all 

departments. Therefore, it can be advised to customize training programs based on 

departmental needs and preferences to improve training outcomes and 

employee. 

This research points out the employee training preference and the impact 

of minimalist training. The majority have a preference for traditional, instructor- led 

training compared to self-pace online learning. Minimalist training reveals 

participation, job performance, and confidence in skills with limitations. Short 

session length affects understanding, and the effectiveness of digital learning is 

inconsistent across employees. To fill these gaps, a blended learning model of 

instructor-led classes and online tools is suggested. Increasing interactivity, 

individualizing learning paths, and integrating real-world applications can enhance 

training efficiency. Collaborative approaches such as team-based learning and 

mentoring can enhance engagement and retention. Training strategies can be more 

effective by incorporating feedback and ongoing adjustments to meet employee 

requirements. Putting these enhancements into practice will produce a more 

inclusive and effective training program that will improve knowledge retention and 

job performance. 
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