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This study investigates the work preferences of 
Gen-Z employees in Ahmedabad’s IT sector, 
focusing on their attitudes toward work-from-
home (WFH) versus work-from-office (WFO) 
arrangements. With the increasing shift towards 
flexible work models, understanding the factors 
that influence Gen-Z’s work preferences is crucial 
for organizations seeking to enhance 
productivity, engagement, and employee well-
being. The research explores five key areas: 
gender differences in productivity, the perception 
of flexibility in managing daily schedules, the 
impact of remote work on focus and 
concentration, preferences for in-person 
collaboration, and the perceived effect of remote 
work on overall well-being. The findings reveal 
that Gen-Z employees highly value flexibility in 
remote work arrangements, with a strong 
association between WFH and the ability to 
manage personal schedules. However, the study 
also shows a weak relationship between remote 
work and improved productivity or well-being, 
suggesting that the benefits of remote work are 
not universally felt. Furthermore, while some 
employees prefer in-person interactions for 
collaboration, the rise of digital tools has 
diminished the necessity of physical presence for 
team cohesion. The results highlight the need for 
organizations to adopt more flexible, 
personalized work policies, invest in technology, 
and foster a culture that supports both remote 
and in-office work environments. These insights 
provide valuable guidance for companies aiming 
to optimize work arrangements and improve 
employee satisfaction, especially in the context of 
a younger, tech-savvy workforce 
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INTRODUCTION 
This pandemic situation changed the way of people doing work and many 

organization adopting work from home arranged .The changed allowed people 
to work from home with better use technology and completed their tasks and 
also stay connected with the colleagues. At this time work from home are 
unusual, but it is must doing in lockdowns due to health measures. There is 
more flexibility and controllability found in IT sector employee. So the, 
employee should maintain their balanced, they should happy with their jobs 
and managed easily. Many people have benefits but faces challenges. 
Communication become harder because of absent of physical present and less 
interaction. Some people does not have space and right equipments. As a result, 
there will be less productivity of employee and organization culture. 

It is very important role of company should provide work from home 
(WFH) and seen health care of their employee. It should be supportive job 
performance create re3omte work area. When employee need support, the 
company support their staff and satisfied with the job performance and 
schedule. As a result company needs a strong working culture in the pandemic 
situation. The positive culture helps to increase the job satisfaction, feel that 
supportive and connect even they are not present in the work place. 

As many business adopted hybrid models because of critical situation that 
would benefit to the employee while teamwork and meeting held in online for 
their collaboration. There is flexibility option in their scheduled. This model 
create challenges in WFH, require proper planning of both of WFH & WFO 
ensure that they fully value and integrated. 

The behaviour of gen-Z towards work from home shape the future work. 
As we know this generation grown up with various digital technology, 
flexibility and independence of work life balance. So the company known how 
to approach work and move forward. Gen-Z prefer more WFH and comfort 
with the various digital tools as extension of digital lifestyle. Although Gen-Z is 
very comfortable & better understanding with technology, they also much 
value social interaction, mentorship and networking. These things are often 
easier to find in office environment, where they can easily connect more with 
their colleagues & leaders. 

Since Gen-Z is just staring of their careers, as they are more focus on 
growth and leaning, which are often easier fits in standard office. As there are 
many more companies shifts remote or hybrid, as they need to find the way to 
offer career guidance, development and mentorship in these set to help the 
Gen-Z to succeed. 

In conclusion, during and after covid-19 pandemic the work are more shift 
toward remote work has many to think of regular office setup. It has made that 
company are more focus on employees happiness, company culture, and 
opportunities for the careers growth, as the business looking ahead, it is very 
important to understand what Gen-Z value in work place to build any policies 
that work for everyone. The future work will likely mix all of 3 hybrid, remote 
and office based on setup each and every setup will designed to fit unique need 
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of individual. This will truly create and support everyone growth, happiness, 
success. 
 
LITERATURE REVIEW 

 COVID-19 pandemic has changed the way of working of people, this 
forcing many company to adopt work from home policies. (Biharani&Vidani, 
2018) Before decade work from remote seems special and benefit but as covid19 
pandemic, it become necessity. (Vidani, 2018) This shift had big Impact, 
especially on industries like IT and finance studies, like one by borzikowsky et 
al. (2023), study found that  employees enjoyed flexibility and independence for 
work from home offered, which help them to improve their work-life balance 
and save the time. (Vidani, 2018) however, it also bring some kind of 
challenges, such as feeling like a isolation. (Odedra, Rabadiya, &Vidani, 2018) 
Lack in coordination with team and teamwork. (Vasveliya&Vidani, 
2019)Research by Liu, jing and sheng (2023)this highlight that how a remote 
work can separating work life from personal life, this create increasing in stress 
and loneliness for many workers. 

Gen-Z is more comfortable with digital tools as compared to older 
generation. (Sachaniya, Vora, &Vidani, 2019) Since they have connection online 
for the purpose of working online according to borzikowskyetal(2003)Gen-Z is 
very flexible, tech-driven work environment. (Vidani, 2019) However, they are 
very comfortable with digital tools, they still give a value to face-to-face 
interaction and mentorship, which is easier to build in office. (Vidani, Jacob, & 
Patel, 2019) Research by McGee et al (2023)show that Gen-Z enjoy and loved to 
be independence, but they also want to part of the team and want to maximize 
their network to grow their career. 

The debate between working from home and working from office has 
been one of the big topic since covid-19 pandemic. (Vidani J. N., 2016) Work 
from home give people more flexibility as well as independence, and better 
work-life balance, but it also create or bring challenges  like loneliness and 
fewer opportunities natural conversation. (Vidani& Singh, 2017) Studies by 
McGee et al.(2023) and Liu et al .(2023) found that remote worker often deal 
with kind of distraction, uncomfortable work place and isolation. (Vidani& 
Pathak, 2016) This kind of challenges show that we need to find a new way to 
work together and communicate in a remote-firstworld. (Pathak &Vidani, 2016) 
On the other hand working in office can help with Team bonding, casual chat, 
and career growth, especially for Gen-Z. (Vidani &Plaha, 2017) but, is  also lack 
flexibility of working from home and come with the stress of long travel.  

Many companies are now adapting hybrid work models, which combine 
the flexibility of working from home with the benefits of office collaboration. 
(Vidani J. N., 2020) According to Liu et al(2023), In hybrid model employees 
focus on task at home and meeting and team-building in office. (Vidani J. N., 
2018) This model is specially build for Gen-Z, as it offer the flexibility and 
independence but they like while still providing networking, and mentorship 
opportunity. (Vidani&Dholakia, 2020) According to surya and 
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madhiyarsi(2023) offering them flexible work opportunity like hybrid models 
which attract company and increasing Gen-Z talent in pandemic situation. 

In conclusion, the future of work offer WFH & WFO both of them provide 
benefits like hybrid models. (Vidani, Meghrajani, &Siddarth, 2023)  These 
models meets Gen-Z who needs flexibility, independence and chancing to 
socialize. By this adopting this model company will increase workspace that 
increase productivity, growth and attract in best way. 
 
METHODOLOGY 

 
Table 1. Research Methodology 

Research Design Descriptive 
Sample Method Non-Probability - Convenient Sampling method 
Data Collection Method Primary method 
Data Collection Method Structured Questionnaire 
Type of Questions Close ended 
Data Collection mode Online through Google Form 
Data Analysis methods Tables 
Data Analysis Tools SPSS and Excel 
Sampling Size 190 
Survey Area Ahmedabad 
Sampling Unit Students, Private and government Job employees, 

Businessmen, Home maker, Professionals like CA, 
Doctor etc. 

Source: Author’s Compilation 
 

Demographic Summary 
The demographic summary reveals key characteristics of the sample 

population (N=190). Regarding gender, the majority of participants are male 
(77.9%), with females accounting for 22.1%. In terms of age, most respondents 
fall within the 18–25 age group (90%), followed by 6.8% aged 25–32, and 3.2% 
aged 32–38. For education, over half (54.7%) hold a bachelor's degree, 37.4% 
have a master's degree, and 6.3% completed high school, while only 1.6% 
possess a doctorate or higher. Concerning employment status, students 
represent the largest group (34.7%), followed by full-time employees (20.0%), 
unemployed individuals (17.9%), self-employed participants (15.8%), and part-
time workers (11.6%). Lastly, in terms of income, a significant portion earns less 
than $10,000 annually (56.8%), with smaller groups earning $10,000–$20,000 
(16.3%), $20,000–$30,000 (16.3%), and $30,000–$40,000 (10.5%). 
Cronbach Alpha 
 

Table 2.  Cronbach Alpha 
Cronbach Alpha Value No. of items 
0.720 15 

Source: SPSS Software 
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In this study, Cronbach's Alpha was calculated to assess the internal 
consistency of the measurement instrument. With a value of 0.890 for a scale 
comprising 23 items, the result indicates a high level of relief. According to 
established guidelines, a Cronbach's Alpha value above 0.8 is considered 
excellent, suggesting that the items on the scale are highly consistent in 
measuring the underlying construct. This suggests that the instrument used in 
the study is reliable and that the responses collected are likely to be dependable 
for additional analysis. 

 
RESULT  

 
Table 3. Results of Hypothesis 

 Alternate Hypothesis Resul
t p = 

>/< 
0.05 

Accept/ 
Reject 
Null 
hypothesi
s 

R 
value 

Relations
hip 

H1 There is a significant 
association between 
gender and the perception 
of being more productive 
while working from home 
compared to working in 
the office. 

0.001 < H01 
Rejected 
(Null 
hypothesi
s rejected) 

0.199 WEAK 

H2 There is a significant 
association between 
working from home and 
the perception of having 
greater flexibility in 
managing one’s daily 
schedule. 

0.079 > H02 
Accepted 
(Null 
Hypothes
is 
accepted) 

0.040 STRONG 

H3 There is a significant 
association between 
working remotely and the 
perception of ease in 
maintaining focus and 
concentration. 

0.062 > H03 
accepted 
(Null 
Hypothes
is 
accepted) 

0.098 WEAK 

H4 There is a significant 
association between 
preference for in-person 
interactions and 
perceptions of 
collaboration and team-
building. 

0.002 < H04Reject
ed (Null 
hypothesi
s rejected) 

0.010 WEAK 

H5 There is a significant 
association between 

0.191 > H05 
accepted 

0.092 WEAK 
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remote work and the 
belief that it positively 
impacts overall well-
being. 

(Null 
Hypothes
is 
accepted) 

Source: Author’s Compilation 
DISCUSSION 

 As a result, understand that Gen-Z employee of IT sector prefer work 
from home and work from office. By using hypothesis analysis, it is found that 
factors like gender, environment that affects flexible, focus, productivity and 
overall well-being. 

1. The first hypothesis (H1) said that how Gen-Z employee affect the feel of 
working from home as compared to office. As a result shown that, p-value 
0.001 is less than 0.05 means that gender not influence opinion. The r-
value 0.199 indicate that weak connection between gender and 
productivity views. As a result, gender play a very important role, affect 
the factors like personal preference or they have big impact of their job of 
how people feel when working from home. 

2. The second hypothesis (H2) said that looking whether people work from 
home making of flexibility and managed their scheduled. It p-value 0.079 
greater than 0.05, there should be accepted of null hypothesis. That there 
should be not strong connection between working from home and feels 
that flexibility. It is find that Gen-Z people in IT sector freedom from 
remote work and personal life to be balanced. That why today generation 
prefer flexible in work options. 

3. The third hypothesis (H3) said that easily people can focus and 
concentrate when it work in remotely. The p- value 0.062 it is just above 
unusual 0.05 for significance it means that the result was not strong 
enough to work in remotely can impact of focus. The correlation value R= 
(0.098) is weaker that remote work does not how the people will focus. It 
seen things like proper discipline and environment of work area, it play a 
major role how people can focus on the work while work in remotely. 

4. The fourth hypothesis (H4) said that how people interface with each other 
to see collaboration and build team. The p- value is 0.002 very low means 
that statically significance shows the connection. There is weak correlation 
(R=0.010) people interface with each other help to collaboration little, that 
impact a small. This is because some people prefer face to face 
communication is better. The use of various tools that is less effective for 
teamwork and interaction. 

5. The fifth hypothesis (H5) said that work remotely improve Gen-Z all over 
well-being. The p-value0.191 is above to entrance of room or building, it 
means that statistical significant does not affect and null hypothesis 
should be accepted. It suggests that flexible work does not affect people 
well-being. The weak correlation (R=0.002) shows that flexible should 
reduce stress it didn’t improve Gen-Z employee in IT sector. 

In the conclusion, the finding shows that flexibility and personal 
preference of Gen-Z with a view on work arranged. Some hypothesis will 
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be rejected because of particularly gender and productivity (H1). There is 
less supported of people interaction and collaboration. It result shows that 
while work in remote there will be various benefits like flexibility, 
productivity, focus and well-being but not strong or consistent. These 
research help to understand that Gen-Z in the IT sector and provide useful 
for the organization to look forward to adopt new work trends.    

Theoretical Implications 
According to this study on Gen-Z preference for working from home 

verses working from office in IT sector in Ahmedabad makes very important 
contributions to the fields like human resource management, organizational 
behaviour, and work psychology. This study explore at how a Gen-Z work 
environment affect their productivity, flexibility, team-work & well-being. This 
study help and expand knowledge and give insight into how a Gen-Z feels 
about modern work arrangement.  

One of the most important finding in this study is how gender affect 
viewed productivity remote work (H1). Although gender seen to be impact is 
weak (R=0.199). The support idea of gender and social role, which view gender 
based expectation about the work roles people influence to see their work 
environment. However, weak connection shows the factors like individual 
working habits, jobs and more involve in productivity views. As a result, 
shown research into how gender and social roles affect experience and Gen-Z 
prefer more modern working system by using various tools. 

This study found that remote work is strongly linked to feel more flexible 
for managing daily scheduled (H2), indicated that accepted of hypothesis and 
correlation (R=0.010). This theories support job demand resource model and 
work life balance theory. Both theories said that employee can manage their 
time, it help to them balance work and personal life lead to be great job 
satisfaction and well-being. This study is important for Gen-Z workers to take 
their own decisions regarding work. This trend give more trending to people 
more flexible work opinion especially to younger generation. 

This study found that to maintain remote work and conclusion should 
have focus (H3), this study found that remote work did not focus and 
correlation is weak (R=0.098). While some people better focus at home, does not 
affect over all. This model refer that focus and concentration depends on 
environment and personal traits. In this factors like self-discipline, homesetup, 
type of working environment whether someone is working in the office or 
home. The remote work idea are automatically help people to better focus and 
concentration on work. 

This study found that interaction is still people of Gen-Z in teamwork, 
while using various digital tools and virtual meeting was made face to face 
communication less (H4). This support media rich theory, the people using 
various digital tools like video calls, and collaboration can be effective in person 
communication. As a result, shows that work from home can also help team to 
working together, challenge the tradition view and presence is always need for 
build their strong and collaboration teams. 
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The study found that no significance relationship between work and 
improve well-being (H5), indicate to accept null hypothesis for Gen-Z employee 
in IT sector. Despite the expectation it help by consuming time and offering 
more flexibility (R=0.092) this suggest that benefits does not impact universal 
on well-being of Gen-Z employee in IT sector. This theories challenges about 
well-being, job stress, social interaction, and balanced life is important than 
when you work. It shows the factors like types of work, how you are social 
contact with employee and how they will separate work with personal life is 
more important for well-being not just working remotely. 

In the conclusion, this study help to understand how Gen-Z employee 
work in both work from home and work from office. It suggest the theories like 
job demand resources model and work life balance theory but also shows that 
individual preference regarding working environment play a big role. As a 
study suggest that future search should look forward more closely how Gen-Z 
adopted a hybrid work roles and shows that how organization the policy to fit 
their preference. It would to improve productivity, teamwork and employees 
well-being. 
Practical Implications 
 This study shows that Gen-Z employee in IT sector in Ahmedabad prefer 
when it comes to work from home or work from office. It especially for younger 
generation who grew up with digital tools, wants more flexibility in working 
mode. As suggest that companies should avoid treat all employees the same 
and offer personalized work option into their needs. The approach is most 
important in post pandemic situation where hybrid and flexible model have 
become common, fits all policies not meet diverse expectation of Gen-Z 
employee. 
 As a result, shown that Gen-Z employee see remote work which have 
more flexibility which is more important to keeping attracting in the IT sector 
(H2). Gen-Z have more control their working scheduled. It means that offering 
them flexible work hours and letting employee should organize their personal 
needs. Managers can focus on the work done rather than time spent in office. It 
lead to happy employee, increase their productivity by reduce stress and come 
out from strict hours. 

Although the Gen-Z need flexibility is valued, the weak correlation 
between remote work and productivity (H1), remote work does not affect 
automatically lead to increase productivity and focus (H3).  So the company 
should be careful not to be remote work will always increase the productivity. 
To help the employee will productive while work from home, companies can 
offer training and focus rather than working hours and provide various tools 
for collaboration. The company should also support the employee those who 
find remote work challenged to offer mental health resources or advice given to 
productive home office. So this way, remote work can stay effective without 
affecting the team employee overall performance. 

The research says that Gen-Z employee  are comfort with remote work but 
face to face communication is still important in teamwork and to build 
team(H4). There are some people prefer face to face communication for the 



  International Journal of Integrative Research (IJIR)                          
Vol.2, No.12, 2024: 999-1014  

                                                                                          

  1007 
 

strong relationship and better communication. To maintain the balanced of 
flexibility and team work, companies should provide hybrid model. The 
company would allowed the employee to work remotely but also refer face to 
face communication to build relationship strong collaboration and creativity. 

This research shows that remote work did not work significantly impact 
overall performance of employee (H5). While remote work give benefits reduce 
stress, other factors also play a important role in employee overall performance 
and engaged in work. Companies focus on the approach of well-being, mental 
health support and chances to need professional growth. It is also important to 
create social connection even work in remotely. The virtual social events, peer 
support network, and open communication is help to reduce the feeling of 
isolation and make employee feel more comfortable and connected, which is 
important part of Gen-Z employees who have strong workplace culture. 

As a result shows that gender can slightly influence how is productivity is 
perceived, its impact is small (H1). The companies should focus on the creating 
a inclusive and non-discriminative work environment where employee feels to 
do their best. It provide equally access resources, training career opportunity 
and flexible workplace to diverse the need of the employee. 

It shows that IT companies should focus on flexible work option and give 
Gen-Z employee should control over their scheduled. They make a strategy to 
keep productivity high when work remotely and person interaction for team 
work. Companies should take a advantage to increase employee well-being, 
focus more than where the employee working space, create a different culture 
where feels valued. After complete the needs of Gen-Z employee, companies 
can improve satisfaction, performance and stay positive in fast changing 
environment. 
 
CONCLUSIONS  

The study shows that Gen-Z (born between 1992 and 2012) in Ahmedabad 
prefer when it comes to work from home or work from office in IT sector. As a 
result says that Gen-Z added flexibility in their working scheduled and better 
work life balance. They were control over the work. While work from home 
give more flexibility, does not mean that lead to better improvement, 
productivity, focus and well-being. So Gen-Z wants flexible scheduled between 
work and personal life. 

A study found between gender and remote work didn’t have strong 
impact on performance, productivity and overall well-being of the employee. 
The factors like working habits, situation and support from the organization are 
important to the employee how they feel and perform. But, today Gen-Z think 
that person interaction is important, it is still important face to face 
communication help teamwork and collaboration. It is show that mix of both 
remote and office work better than relying on only one model to encourage 
effective teamwork and innovation. 

The theories like job demand resources models and work life balance by 
apply theory working environment hybrid and remote work are common. It 
shows that theories hold the true but needed to update, hoe Gen-Z grew up 
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with technology and works. Gen-Z uses the technology not to be productive to 
their own but collaborate with others, proved this theories can expanded with 
included the ways digital tools shapes the modern work. 

The companies in the IT sector offer more flexible work options to attract 
and to the Gen-Z employee. Allowed them do when and where they work, 
along with mixture of work from home and work from office, can improve their 
job satisfaction, performance and productivity. Companies should make sure 
that remote work does not affect their team bonding and collaboration. It 
investing in tools for communication for online and organization to keep face to 
face communication for connection. It supporting employee well-being, mental 
health and their growth will keeping to hold Gen-Z in the work place. 
 
RECOMMENDATION 

While this study provides valuable insights into Gen-Z’s preferences for 
work-from-home (WFH) versus work-from-office (WFO) arrangements in the 
IT sector in Ahmedabad, there are several areas where future research can build 
upon these findings to further deepen our understanding of how younger 
generations engage with work environments. The following recommendations 
outline potential avenues for future research: 

1. Broader Demographic Comparison: This study primarily focused on Gen-
Z employees within the IT sector in Ahmedabad. Future research could 
expand the scope by comparing Gen-Z employees across different 
industries (such as manufacturing, retail, or education) and regions (urban 
vs. rural settings). A comparative study would allow for a better 
understanding of whether the preferences and perceptions of Gen-Z 
regarding remote and office work are industry-specific or whether they 
extend across various professional sectors. This would also provide 
insights into whether geographical and cultural factors influence work 
preferences. 

2. Longitudinal Studies on Work Preferences: Given that Gen-Z is still in 
the early stages of their professional careers, it would be valuable to 
conduct longitudinal studies that track how their preferences for remote 
and in-office work evolve over time. These studies could examine how 
factors like career progression, life stage (e.g., family or financial stability), 
and shifting organizational policies influence their work preferences. A 
longitudinal approach would allow researchers to observe how changes in 
work culture (e.g., the return-to-office mandates after the pandemic) 
impact long-term employee satisfaction, well-being, and productivity. 

3. Impact of Hybrid Work Models: Hybrid work models, which combine 
both remote and office-based work, have gained significant attention in 
recent years. Future research could explore the effectiveness of hybrid 
models, focusing specifically on how well these arrangements align with 
Gen-Z’s preferences for flexibility, collaboration, and productivity. Studies 
could investigate whether a hybrid model is more beneficial than fully 
remote or in-office arrangements, and how hybrid work impacts factors 
like team dynamics, organizational loyalty, and mental well-being. 
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Research could also explore the challenges employees face in maintaining 
work-life balance and staying productive in a hybrid environment, as well 
as how organizations can provide better support for this model. 

 
  



Bhatt, Joshi, Vidani 

1010 
 

REFERENCES 
Bansal, A., Pophalkar, S., & Vidani, C. (2023). A Review of Ed-Tech Sector in 

India. International Journal of Management Analytics (IJMA), 1(1), 63-84. 
Bhatt, V., Patel, S., & Vidani, J. N. (2017, February). START-UP INDIA: A 

ROUGH DIAMOND TO BE POLISHED. National Conference on Startup 
India: Boosting Entrepreneurship (pp. 61-67). Pune: D.Y. Patil University 
Press. 

Biharani, S., & Vidani, J. N. (2018). ENTREPRENEURSHIP: CAREER 
OPPORTUNITY HAS NO GENDER DISCRIMINATION. Compendium of 
Research Papers of National Conference 2018 on Leadership, Governance 
and Strategic Management: Key to Success (pp. 101-104). Pune: D. Y Patil 
University Press. 

Chaudhary, N., Patel, V., & Vidani, C. J. (2023). A Review of Non-Technical 
Training Programmes Conducted by Corporate Trainers for IT Companies. 
International Journal of Management Analytics (IJMA), 1(1), 85-110. 

Dhere, S., Vidani, J. N., & Solanki, H. V. (2016, November). A SURVEY ON THE 
TOWARDS SATISFATION LEVEL OF THE CUSTOMER SHOPPING 
MALL'S: AN ANALYTICAL STUDY. International Multidisciplinary 
Journal Think Different, 3(24), 45-50. 

Mahajan, H., & Vidani, J. (2023). Packaging strategies: Outlook on consumer 
buying behaviour for FMCG products. Journal of Management and 
Entrepreneurship, 17(4), October - December 2023. 

Mala, Vidani, J. N., & Solanki, H. V. (2016, November). GREEN MARKETING-
A NEw WAY OF MARKETING: A REVIEW APPROACH. International 
Multidisciplinary Journal Think Different, 3(24), 40-44. 

Modi, R., Harkani, N., Radadiya, G., & Vidani, J. N. (2016, August). Startup 
India: Even Diamonds start as Coal. NTERNATIONAL JOURNAL FOR 
INNOVATIVE RESEARCH IN MULTIDISCIPLINARY FIELD, 2(8), 111-
116. 

Niyati, B., & Vidani, J. N. (2016, July). Next Generation Children: Smarter or 
Faster. NTERNATIONAL JOURNAL FOR INNOVATIVE RESEARCH IN 
MULTIDISCIPLINARY FIELD, 2(7), 110-114. 

Odedra, K., Rabadiya, B., & Vidani, J. (2018). AN ANALYSIS OF IDENTIFYING 
THE BUSINESS OPPORTUNITY IN AGRO and CHEMICAL SECTOR - 
WITH SPECIAL REFERENCE TO AFRICAN COUNTRY UGANDA. 
Compendium of Research Papers of National Conference 2018 on 
Leadership, Governance and Strategic Management: Key to Success (pp. 
96-100). Pune: D.Y Patil University Press. 

Patel, V., Chaudhary, N., & Vidani, C. J. (2023). A Study on Awareness of 
Various Non-Technical Training Programmes Conducted by Corporate 
Trainers for IT Companies in Ahmedabad. International Journal of 
Management Analytics (IJMA), 1(1), 111-132. 

Pathak, K. N., & Vidani, J. N. (2016). A SURVEY ON THE AWARENESS 
SATISFACTION AS WELL ASTO KNOW THE LEVELoF OF THE 
ONLINE SHOPPING AMONG THE PEOPLE OF AHMADABAD CITY. 
Governance in E-commerce: Contemporary Issues & Challenges (pp. 261-



  International Journal of Integrative Research (IJIR)                          
Vol.2, No.12, 2024: 999-1014  

                                                                                          

  1011 
 

275). Ahmedabad: GTU. 
Pradhan, U., Tshogay, C., & Vidani, J. N. (2016, July). Short Messages: Its Effect 

on Teenager's Literacy and Communication. NTERNATIONAL JOURNAL 
FOR INNOVATIVE RESEARCH IN MULTIDISCIPLINARY FIELD, 2(7), 
115-120. 

Rathod, H. S., Meghrajani, D. I., & Vidani, J. (2022, December). Influencer 
Marketing: A New Marketing Communication Trend. Shodhsamhita, 
VIII(12(II)), 155-167. 

Sachaniya, C., Vora, H., & Vidani, J. (2019). A Study on Identifying the Gap 
between Expected service and Actual Service with Special Reference to Suk 
Sagar Gir Resort, Sasan. In P. Rijwani, S. Shome, & D. Danak (Ed.), 
BUSINESS, ECONOMY AND ENVIRONMENT: CORPORATE 
PERSPECTIVES (pp. 162-169). Ahmedabad: Himalaya Publishing House 
Pvt. Ltd. 

Saxena, M., & Vidani, J. (2023). MBA Chai Wala. In M. R. Dixit, S. Bist, & S. 
Shah, Searching Alternativies (pp. 22-32). Ahmedabad: Routledge - imprint 
of Taylor & Francis group. 

Saxena, M., & Vidani, J. N. (2023). MBA Chai Wala. In M. R. Dixit, S. Bist, & S. 
Shah, Searching Alternativies (pp. 22-32). Ahmedabad: Routledge - imprint 
of Taylor & Francis group. 

Sharma, S., & Vidani, C. J. (2023). To Study the Consumer Attitude Towards 
Purchase Intention of Online Courses on Udemy Using Co-Relation with 
Reference to English Speaking and Excel Among Gen-Z in Ahmedabad. 
International Journal of Management Analytics (IJMA), 1(1), 193-212. 

Sharma, S., & Vidani, C. J. (2023). To Study the Consumer Attitude Towards 
Purchase Intention of Online Courses on Udemy Using Regression with 
Reference to English Speaking and Excel Among Gen-Z in Ahmedabad. 
International Journal of Management Analytics (IJMA), 1(2), 213-234. 

Singh, P. K., & Vidani, J. N. (2016, November). PROBLEMS AND PROSPECTS 
OF AGRICULTURE MARKETING IN INDIA. International 
Multidisciplinary Journal Think Different, 3(22), 9-16. 

Singh, P. K., Vidani, J. N., & Nagoria, V. S. ( 2016, July-September). Waste 
Management: Inspire Today for A Better Tomorrow. Journal of Basic and 
Applied Engineering Research, 3(10), 921-926. 

Solanki, H. V., & Vidani, J. N. (2016, November). A NEW ERA OF E-VYAPAR 
IN 21ST CENTURY: A REVIEW APPROACH. INTERNATIONAL 
JOURNAL OF MULTIDISCIPLINARY EDUCATIONAL RESEARCH, 
5(11(2)), 61-77. 

Solanki, N., & Vidani, J. N. (2016, January). THE STUDY LEGAL ASPECTS OF 
TRADE IN ETHIOPIA. ZENITH International Journal of Multidisciplinary 
Research, 6(1), 226-284. 

Sukhanandi, S., Tank, D., & Vidani, J. N. (2018). ANALYSIS OF THE IMPACT 
OF WORK LIFE BALANCE ON WORKING WOMEN LEADER IN INDIA. 
National Conference 2018 on Leadership, Governance and Strategic 
Management: Key toSuccess (pp. 77-80). Pune: D.Y.Patil University Press. 

Vasveliya, M., & Vidani, J. (2019). A Study on Analyzing Gap between Expected 



Bhatt, Joshi, Vidani 

1012 
 

and Actual Customer Satisfaction Regarding Royal Enfield's Features and 
Services. In P. Rijwani, S. Shome, & D. Danak (Ed.), BUSINESS, 
ECONOMY AND ENVIRONMENT: CORPORATE PERSPECTIVES (pp. 
79-85). Ahmedabad: Himalaya Publishing House Pvt. Ltd. 

Vidani, J. N. (2015, December ). THE STUDY OF INVESTMENT PATTERN OF 
THE PEOPLE OF BHAVNAGAR DISTRICT. The Indian Writer’s e – 
Journal, 1(1), 1-26. 

Vidani, J. N. (2015, December). “THE STUDY OF THE CONCEPTS OF 
PERSONALITY TRAITS, VALUES, SKILLS AND PERCEPTION OF 
DR.MANMOHANSINGH. The Indian Writer’ s e – Journal, 1(1), 1-14. 

Vidani, J. N. (2015, December). THE STUDY OF PESTLE ANALYSIS IN 
KERALA STATE. ZENITH International Journal of Multidisciplinary 
Research, 5(12), 33-50. 

Vidani, J. N. (2015, Novemmber). Self Aid Group – A Preeminent way for 
Bucolic Female Empowerment. International Journal of Advance 
Engineering and Research Development, 2(11), 351-360. 

Vidani, J. N. (2016). IS ENTREPRENEURSHIP A GENDER BLIND (PART II). 
Indian Journal of Technical Education (IJTE) - Special Issue for ICWSTCSC-
2016, 25-33. 

Vidani, J. N. (2016, December ). Roles of a Bhartiya Nari Vyapari: A Case study 
review Approach. International Journal of Management, IT & Engineering, 
6(12), 328-341. 

Vidani, J. N. (2016, November). Fake Opportunities and Real Challenges of an 
Indian Women Entrepreneurs: A Review Approach. International Journal 
of Multidisciplinary Educational Research, 5(11(3)), 224-237. 

Vidani, J. N. (2016, September). Rural Women Entrepreneurship: "Nari Bani 
Vyapari". International Journal of Management and Research, 1, 208-213. 

Vidani, J. N. (2018). Export and Import Procedures (Vol. 1). Online: Educreation 
Publishing. 

Vidani, J. N. (2018). MERGER AND AQUIsITIONS: A CASE FROM INDIAN 
TELECOM SECTOR VODAFONE & IDEA. Compendium of Research 
Papers of National Conference 2018 on Leadership, Governance and 
Strategic Management: Key to Success (pp. 105-108). Pune: D.Y Patil 
University Press. 

Vidani, J. N. (2018). Overview of Opportunities and Challenges in Marketing 
Strategies of Ecopreneurs for their Eco-Prenrurial Products in the Markets 
of Saurahtra Region. In B. UNNY, D. N. BHATT, & D. S. BHATT (Ed.), 
Transformation Through Strategic and Technological Interventions (pp. 
159-167). Ahmedabad: McGraw Hill Education (India) Private Limited. 

Vidani, J. N. (2019). INFLUENCER MARKETING: A NEW TREND. Nafional 
Conferenee on "Multidisciplinary Research in Socelal Seienes & 
Management Studies. 6, pp. 344-353. Pune: D.Y Patil Institute of 
Management Studies. 

Vidani, J. N. (2020). ROLE OF WOMEN IN AGRICULTURE SECTOR OF 
INDIA. In P. (. Mateen, WOMEN EMPOWERMENT & ECONOMIC 
DEVELOPMENT (pp. 32-47). Kanpur: International Publications. 



  International Journal of Integrative Research (IJIR)                          
Vol.2, No.12, 2024: 999-1014  

                                                                                          

  1013 
 

Vidani, J. N. (2022). Digital Marketing for Business in #hashtag era (Vol. 1). 
Delhi, India: Publishing Expert. 

Vidani, J. N., & Das, D. S. (2021, August). A Review on Evolution of Social 
Media Influencer Marketing: Reflection on Consumer Behaviour and 
Consumer’s Decision-Making Process. Turkish Online Journal of 
Qualitative Inquiry (TOJQI). Retrieved from 
https://www.tojqi.net/index.php/journal/issue/view/51 

Vidani, J. N., & Dholakia, A. (2020). An Introspective Study on Retail Sector The 
Current Scenario in Gujarat and India. In R. B. Chauhan, Management and 
Innovation: Research Study (pp. 1-15). Kanyakumari: Cape Comorin 
Publisher. 

Vidani, J. N., & Pathak, K. N. (2016). A SURVEY ON AWARENESS AND 
SATISFACTION LEVEL OF THE CONSUMERS OF ONLINE GIFTING 
WITH SPECIAL REFERENCE T0 AHMADABAD CITY. Governance in E-
commerce: Contemporary Issues &Challenges (pp. 121-135). Ahmedabad: 
GTU. 

Vidani, J. N., & Plaha, N. G. (2016, November). SWACHH BHARAT: CSR 
INITIATIVE BY INDIAN CORPORATES. International Multidisciplinary 
Journal Think Different, 3(22), 44-50. 

Vidani, J. N., & Plaha, N. G. (2017). AGRIPRENEURSHIP: A 
REINCARNATION OF INDIAN AGRICULTURAL SECTOR. Proceedings 
of the International Conference on Enhancing Economic Productivity and 
Competitiveness through Financial and Monetary Reforms (pp. 154-159). 
Ahmedabad: GTU. 

Vidani, J. N., & Singh, P. K. (2017). To study the effect of marketing on 
awareness and the use of contraceptive pills in the rural areas with special 
Reference to the Ahmedabad District. Services in Emerging Markets (pp. 
254-265). Ahmedabad: Emerald. 

Vidani, J. N., & Solanki, N. (2015, December). THE STUDY OF 
FUNDAMENTAL CONCEPTS OF MANAGEMENT FOCUSING ON 
POSDCORB ANALYSIS - PARLE INDIA PVT. LTD. EXCEL International 
Journal of Multidisciplinary Management Studies, 5(12), 45-56. 

Vidani, J. N., Chack, P. K., & Rathod, D. N. (2017, February). STARTUP INDIA: 
A CHALLENGING WAY OF THRONES. National Conference on startup 
India: Boosting Entrepreneurship (pp. 111-118). Pune: D. Y. Patil University 
Press. 

Vidani, J. N., Das, S., Meghrajani, I., & Singh, G. (2023, August). Influencer 
Marketing and Gendered Consumer Behavior: An Analysis of Clothing 
Purchases across Different Fashion Categories. Sodhsamhita, 137-157. 

Vidani, J. N., Meghrajani, I., & Siddarth, D. (2023, May). Unleashing the Power 
of Influencer Marketing: A Study on Millennial Consumer Behaviour and 
its Key Antecedents. JOURNAL OF EDUCATION: RABINDRA BHARATI 
UNIVERSITY, XXV(6), 99-117. 

Vidani, J., Das, S., Meghrajani, I., & Chaudasi, C. (2023). Unveiling the 
Influencer Appeal: A Gender-Centric Exploration of Social Media Follower 
Motivations. Rabindra Bharati Journal of Philosophy, 182-203. 



Bhatt, Joshi, Vidani 

1014 
 

Vidani, J., Jacob, S., & Patel, M. (2019, July - September). MENTAL HEALTH 
START-UP: MOODCAFE. Economic Challenger: An International Journal, 
21(84), 35-42. 


