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Abstract: The mentality of Generation Z differs markedly from the approach to social and economic
issues presented by earlier generations. These young people have had access to the internet and other
innovative technologies since birth. A tape recorder or a floppy disk is a museum exhibit for them.
They are unfamiliar with the everyday problems that citizens of Central and Eastern Europe faced
during the socialist era, such as the lack of necessities on the shelves. The aim of this article is to
present the results of the authors’ survey on the identification of work motivation factors relevant
to Generation Z. The survey involved 649 respondents, young Poles who are currently entering
the labor market. It was also an interesting research task for the authors to compare the results of
surveys among young Poles with the results of international surveys. The research provided insight
into young people’s expectations, values, and preferences regarding work. The results of the survey
can provide valuable guidance for employers in shaping sustainable human resource management
strategies. In addition, studying the competences of Generation Z can identify the gap between the
requirements of the labor market and the skills possessed by young workers. The study conducted
by the authors is among the first of its kind in Poland after the pandemic, emphasizing the growing
trend in remote work. Earlier research was undertaken in a different economic climate. The current
investigation took place following the COVID-19 outbreak and amidst heightened military operations
in Ukraine. It also takes into account the effects of recent technological progress related to the rapid
development of Industry 4.0. Notably, the questionnaire used in this study is unique as the authors
categorized motivational factors into three essential groups, highly relevant in today’s markedly
altered labor market.
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1. Introduction

By 2025, 27% of the workforce in OECD countries will be Gen Z [1]. This generation
has a different set of priorities, caring more about flexibility, values, and diversity than
others that came before them [2]. A tape recorder or a floppy disk is a museum exhibit
for them. Generation Z includes young people born from 1997 onwards who are open to
green transformation and remote working and are creative and ambitious. Thanks to their
mobility and language skills, they can establish relationships with people from various
parts of the world. They have been brought up in a world where modern technology has
become popular, making this generation’s representatives inclined to develop technical
competence [3]. Generation Z is characterized by tolerance for multiculturalism and
diversity, self-confidence, and acceptance of a certain instability in career paths. For them,
the need to adapt to change and a willingness to expand their competences are the norm [4].

The authors conducted this research with the intention of identifying crucial factors
that hold significance for individuals from Generation Z, particularly in the aftermath of
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the COVID-19 pandemic and within the context of the emerging economic reality (marked
by inflation, intensified military operations in Ukraine, and progressive technological
advancements). The authors’ primary aim was for the findings of this study to be valuable
in formulating human resource management (HRM) strategies for businesses operating in
the contemporary economic and social landscape.

The basis for effective human resource management is for employers to have properly
motivated employees. The effective selection of motivational factors can bring about the
desired behavior of employees, from their point of view, thus playing a key role in the
success of the organization [5,6]. From the point of view of the future, Generation Z, which
is currently entering the labor market and has the qualities to be effective in an Industry 4.0
enterprise, seems particularly relevant [7]. It seems that this generation will adapt most
readily to the new reality, will accept the necessary changes, will most readily accept
automation and digitization, and will be willing to develop the competences necessary
to obtain information about the problems that occur and the ways in which data can be
collected and analyzed, allowing for rational decision making [8,9].

In this context, the authors decided to conduct a study aimed at identifying the work
motivation factors relevant to Generation Z. Furthermore, it was an interesting research
task for the authors to compare the needs regarding working conditions that young Poles
have with the results of international surveys. This research is a continuation of the authors’
project on young people’s perception of the new professional reality created by Industry 4.0.
The results of this research were described in 2022 in the journal Sustainability [10].

In their research, the authors chose to focus on Generation Z’s perceptions of the
competences of the future for several reasons. Firstly, it allows us to understand young
people’s expectations, values, and preferences regarding work. Indeed, Generation Z has a
different approach to this area of life than previous generations. The results of the survey
can, therefore, provide valuable guidance for employers in shaping sustainable human
resource management strategies (approaches to recruitment, development programs and
the design of incentive systems, and the effective use of employee potential). In addition,
studying the competences of Generation Z can identify the gap between the requirements
of the labor market and the skills possessed by young workers. It was decided that a
questionnaire survey would be the appropriate research method to achieve the above-
mentioned goals.

It will be possible to achieve the stated objectives through global literature studies and
surveys to verify the following research hypotheses:

H1. The key motivators for representatives of Generation Z in Poland are high salaries and the
possibility of promotion.

H2. There is a clear difference between the motivators indicated by residents of large cities and
smaller towns and villages.

H3. For women in Generation Z, low stress levels and a good working atmosphere are important
motivating factors, while for men, a correspondingly high salary is important.

H4. A high self-assessment of the quality of the work conducted and motivation to work correlates
with the expectation of professional development opportunities.

HS5. Those who rate their professional competence highly emphasize the role of intangible factors.

2. Literature Review

Generation Z is characterized by goal orientation, openness to change, dynamism,
high self-esteem, good digital and language skills, the ability to take on different roles
(multitasking), innovation, and logical, out-of-the-box, and creative thinking [11,12]. These
young people are focused on seizing opportunities and new experiences and, therefore, seek
a workplace that allows them to develop their passion and provide professional growth.
Keeping them in the organization requires creating opportunities for personal development
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and working conditions that they will accept [13]. Significant importance should be
attributed to the ability of managers to select motivators that will induce Generation Z to
develop their competences and adapt them to the requirements of Industry 4.0 [1,14].

Keeping an organization competitive requires digital transformation. This is possible
when companies employ staff with the right skills. In addition to technical competences,
social skills are also important, including developed interpersonal skills, conditioning effec-
tive cooperation with others in the new economic reality. International cooperation requires
employees to be proficient in foreign languages and open to other cultures and political and
religious beliefs. A company’s ability to succeed is contingent on an orientation towards
the values hidden in intangible assets, which has a direct impact on competitiveness in
Industry 4.0 [15].

Germany Trade and Invest (GTAI) recognizes Industry 4.0 as a paradigm shift driven
by technological developments that condition product-machine communication. This
means that the machine no longer processes the product, but that the product communicates
with it to tell it exactly what to do [16]. H. Kagermann sees Industry 4.0 as a network of
resources used in manufacturing processes that can adapt flexibly to situations and can
configure themselves. For this, they need, among other things, the ability to use knowledge
and modern solutions [17]. Industry 4.0 requires the in-depth digitization and automation
of processes [18]. Thus, cyber security and workforce competence should be considered as
key challenges to be addressed in the future.

A report by the World Economic Forum shows that 43% of organizations are looking to
cut costs by reducing their workforce using innovative technology solutions. However, 34%
plan to increase it for the same reason, hiring people with the required competences [19].
The jobs being created require professionals capable of finding their way in the new
conditions. Artificial intelligence specialists and data analysts are currently in demand.

An Industry 4.0 employee should have analytical, problem-solving, and decision-
making skills. It should be characterized by flexibility, resilience to stress, self-organization,
and self-control [20]. With the implementation of the principles of the Industry 4.0 concept,
new tasks have been set for leaders who must manage human resources knowing that in
Enterprise 4.0, decisions are increasingly made by algorithms. Significant importance is
attributed to flexibility and autonomy. Their aim becomes to take action that conditions
employee engagement [21]. This requires the creation of an organizational culture ori-
ented towards mutual trust, drawing on diversity and multiculturalism and eliminating
discrimination and inclusive measures.

The issue of work motivation is one of the classic research areas in management science.
Nevertheless, new concepts are emerging in the field of HRM to expand the HRM context.
Such a concept is sustainable human resource management, the aim of which is not only
to achieve the economic objectives of the company, but also to balance intergenerational
needs in the long term and thus prevent serious environmental and social problems from
occurring in the future. Skilled employees of Industry 4.0, who understand and apply the
principles of sustainability in their work, play a significant role in transforming companies
into sustainable organizations [22,23].

Motivation is a process that takes place in the human consciousness or subconscious
that intensifies the desire to act. It is the willingness to try to achieve the organization’s goals.
This means that the desire to satisfy individual needs drives people to make an effort [24].
Today, it is becoming evident that employee motivation has an impact on productivity
losses, while increased levels of work motivation, organizational commitment and job
satisfaction are linked to the level of productivity among employees. Improved attitudes
and increased levels of work motivation limit the decline in employee productivity [25].

Research shows that salaries, promotions, bonuses and other types of rewards are
used in organizations to improve employee satisfaction and performance [26]. Material
benefits affect an employee’s standard of living. Their award is often conditional on the
position held, which further enhances the status of the person who receives them. However,
a motivator in the form of money is only able to influence an employee in an effective way
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up to a certain point [27]. Over time, its motivational function loses its importance, which
means that organizations should look for new factors to increase employees’ commitment
to tasks, making their work more effective [28].

In addition to the timely payment of salaries or bonuses, job security, work atmosphere,
the competence of colleagues, the content of tasks performed, and leadership style are
important [29]. Among employees in Central and Eastern European countries (Slovakia,
Lithuania, and the Czech Republic), the level of employee motivation is influenced by the
atmosphere at work, remuneration, additional benefits and the attitude of the supervisor,
a fair employee appraisal system, a good team, communication in the workplace, and
safety [30]. Attention is also given to personal development and career aspirations, includ-
ing competence, career advancement, social benefits, education, and personal development.
However, respondents in all three countries identified basic salary as a key factor. At the
same time, the authors found that its importance was high regardless of gender and age.

Research conducted by Kovacevi¢ et al. [31] shows that interesting work, adequate
supervision and leadership, scope of responsibility, influence over decisions, a sense of
involvement in relevant issues, security, and a sense of fulfilment are significant. For young
employees, opportunities for promoting, development, and improving their competences
are important. It is important to promote a culture based on trust and cooperation, resulting
in increased solidarity, kindness, willingness to help, and altruism. It is expedient to
strive for teamwork and orientation towards common goals, which is effective for the
development of the organization [32].

An analysis of the domestic and international literature allowed us to conclude that
many surveys have been conducted without structuring the motivational factors. There-
fore, for the purposes of this study, the authors arranged the motivators into three groups:
tangible factors (financial and job security), intangible factors related to a positive organi-
zational climate, and intangible factors related to career development opportunities. The
conclusions drawn from the analysis of the research of the predecessors allowed us to
develop their own questionnaire referring to these three threads. This made it possible to
identify the ways of emphasizing motivational needs by representatives of Generation Z.

3. Materials and Methods

The survey was conducted in 2022 and 2023 among 649 people aged 19-28 years. More
than 60 percent of respondents came from cities, with the largest centers with more than
500,000 inhabitants having the highest proportion (Table 1). In 76% of cases, respondents
had work experience and their length of service was usually up to 5 years.

Table 1. Breakdown of respondents by gender and place of residence.

City (Population in Thousands) Total
Sex Village
<100 100 to 500 >500 Persons %
Female 58 35 152 158 403 62.1
Male 42 20 96 88 246 379
Total 100 55 248 246 649 100

Source: own research.

The following statistical methods were used to analyze the results of the study:
Kendall’s concordance coefficient, Cronbach’s consistency coefficient, chi-square test and
Mann-Whitney U test, as well as mean values and measures of variation (coefficient of
variation based on standard deviation). Statistica 13.3 software was used. A pilot study
was conducted before the survey to test the reliability (Cronbach’s « = 0.86).

The purpose of the survey was to answer the question of which factors, according to
the proposed factors, most motivate effective work in the 4.0 enterprise, and to determine
the importance of these factors. The following characteristics of the respondents were
considered: gender, place of residence, length of service, level of self-assessed motivation
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to work and self-assessed competence to work in Industry 4.0. The set of motivational
factors included three groups: tangible factors (financial and job security), intangible
factors related to a positive organizational climate, and intangible factors related to career
development opportunities.

4. Results

Referring to the results of the survey conducted by the authors, among the factors
proposed in the survey, a friendly atmosphere at work, chosen by 12.3% of respondents,
ranked first among the number of indications. The opportunity for professional devel-
opment was mentioned in second place, with around 11.5% of respondents selecting this
option. In third place, with 10.5% of indications, was adequate remuneration. In total, these
three characteristics accounted for around 34% of the responses and differed significantly
in the number of choices from the other factors proposed by the researchers in the survey.

In addition to these three factors, a low stress index was also indicated by respondents,
which was selected by 8.4% of respondents. Of these four key motivators for employees
in Industry 4.0, significant differences can be seen by gender. While a friendly working
atmosphere and low stress levels were indicated more often by men, the opportunity
for professional development and a correspondingly high salary were indicated more
often by women. This may be indicative of the continuing discrimination against women
in the work environment and the problem of achieving career advancement and wage
discrimination against men. On the other hand, this may also demonstrate that women are
more responsible and committed to their professional lives than men [33]. However, for all
responses and based on the chi-square test, it cannot be concluded that gender significantly
differentiated responses about motivation to work, apart from the three most frequently
indicated factors.

Regarding the lowest rated motivating factors for Generation Z to work in Industry 4.0,
public praise from superiors or a diploma (only 8% of respondents) and the opportunity to
work on different workstations (rotation) (15%) were indicated (Figure 1).

14 T T
| r=0.9698; p = 0.0000; r?=0.9406 |
Friendly working atmosphere —p» @
Chi*2 df p
12 + 309 289 0.2
Professional development opportunities
O
Adequate fixed part of remuneration
10 t
Low stress level ——p> @ o
'\3 8r Non-interference with private life
< Clear criteria for receiving bonuses and promotions
= :
g Fair assessment of work Py
o ) )
® Pty Flexible working hours
6 Opportunity to integrate with the team X X
Ergonomic (safe and comfortable) workstation
4«
Employment contract of indefinite duration
o4«
4l Independence in decision-maki Location of workplace (close to home)
Opportunity to earn additional remuneration
O €4— through overtime
Private medical care
[
2r O €¢————— positive image or prestige of the company
O €———— Fixed (defined) working hours
\ Possibility to work in different positions (rotation)
— Public praise by superiors or diploma

2 4 6 8 10 12 14
women (%)

Figure 1. Proportion of responses on motivation to work effectively in Enterprise 4.0 by gender of
Generation Z respondents. Source: own research.
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Also in the case of place of residence, it cannot be considered that there is a statistical
difference between the share of responses on the motivation to work effectively, due to
the place of origin of the respondents. For rural residents, respondents attached greater
importance than urban residents to factors such as public praise from superiors or a
diploma, the possibility of additional remuneration through the realization of overtime,
fixed working hours (defined working hours) or a fair job evaluation. Urban residents, on
the other hand, were more likely to indicate a positive image or prestige of the company,
private medical care and the opportunity to integrate with the team. However, these were
factors of lesser overall importance.

In the case of small-town residents, they also attached greater importance to public
praise from superiors or a diploma, an ergonomic (safe and comfortable) workstation and
the opportunity to work on different workstations (rotation). While residents of large
cities more frequently indicated private medical care, the possibility to earn additional
remuneration through the realization of overtime, and autonomy in decision making and
the opportunity for professional development (Table 2).

Table 2. Share of responses on motivation to work effectively in Enterprise 4.0 by type of residence.

City (Thousand Inhabitants)

Factors City Village  City <100/City > 500  Village/City
<100 100 to 500 >500
Friendly working atmosphere 13.46 13.65 11.39 12.22 12.55 1.18 1.03
Professional development opportunities 10.77 12.18 12.23 11.86 10.88 0.88 0.92
Adequate fixed part of remuneration 10.35 9.96 10.64 10.47 10.54 0.97 1.01
Low stress levels 8.70 8.12 8.21 8.32 8.45 1.06 1.02
grllza;gfé;foiosr receiving bonuses 6.42 5.90 7.96 7.29 6.11 0.81 0.84
Non-interference with private life 7.04 6.27 6.20 6.42 7.20 114 112
Flexible working hours 6.42 4.43 7.12 6.57 5.69 0.90 0.87
Fair assessment of work 5.38 7.01 4.44 5.03 6.53 1.21 1.30
iﬁﬁ;ﬁfésm and comfortable) 6.83 517 4.61 5.24 5.44 1.48 1.04
Employment contract of indefinite duration 4.35 5.54 4.61 4.67 5.69 0.94 1.22
Opportunity to integrate with the team 414 4.06 4.02 4.06 3.26 1.03 0.80
Location of workplace (close to home) 3.93 2.95 4.19 3.95 3.26 0.94 0.83
Oppertunly o maddions
Independence in decision making 2.90 1.11 3.35 2.93 2.43 0.87 0.83
Positive image or prestige of the company 2.28 517 2.26 2.67 1.51 1.01 0.56
Private medical care 1.24 2.21 2.76 2.31 1.42 0.45 0.62
S;‘fﬁ%oﬁﬂi)hours (defined 1.86 111 1.59 159 218 117 137
Ezi‘tll’élrll;y to work in various positions 124 1.85 1.01 1.18 142 124 1.20
Public praise by superiors or diploma 0.62 0.74 0.42 0.51 0.92 1.48 1.79

Source: own research.

In order to test whether gender and place of residence influenced the answers given
on motivation, the chi-square test was applied at the significance level (0.05), where the
critical value for a given number of freedom was 7.8. As can be seen in Table 3, only two
factors, clear criteria for receiving bonuses and promotions and an ergonomic (safe and
comfortable) workplace, showed a relationship between gender and place of residence.
The following also had higher values, although not statistically significant: public praise
from superiors or a diploma and the location of the workplace (close to home).
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Table 3. Chi-square test results by response on motivation to work effectively in Enterprise 4.0 by
place of residence and gender.

Factors Chi Value
Clear criteria for receiving bonuses and promotions 48.438
Ergonomic (safe and comfortable) workstation 14.982
Public praise by superiors or diploma 5.786
Location of workplace (close to home) 5.767
Opportunity to earn additional remuneration through overtime 4.893
Flexible working hours 4.765
Opportunity to integrate with the team 2918
Possibility to work in various positions (rotation) 2.586
Friendly working atmosphere 2.408
Fair assessment of work 2.027
Private medical care 1.847
Independence in decision making 1.801
Non-interference with private life 0.893
Employment contract of indefinite duration 0.830
Fixed (defined) working hours 0.702
Professional development opportunities 0.691
Adequate fixed part of remuneration 0.641
Low stress level 0.371
Positive image or prestige of the company 0.052

Source: own research.

Also considering the seniority of the respondents, it cannot be concluded that there
are statistically significant differences in the answers given on the motivation to work
in Industry 4.0. Both Kendall’s concordance coefficient and chi-square testify to the high
concordance of the answers given, regardless of the length of work experience (concordance
coefficient = 0.93, p = 0.00000). Similarly, no statistically significant differences could be
found in the answers given when assessing their professional competence (concordance
coefficient = 0.94, p = 0.00000) (Table 3).

In a further survey, Generation Z was asked to rank the numerous factors influencing
motivation to work effectively in Industry 4.0. The reliability analysis of the test showed
a high (Cronbach’s « = 0.86) consistency of the scale used. The results of the survey can
therefore be considered dependable. Respondents assigned points from 5 (the highest
value) to 1 (the lowest value) to individual employee motivation proposals.

According to the average value, motivators such as a high fixed salary (4.51) and the
opportunity for professional development (4.47), respectively, were rated highest. These
variables had the same mean values at the 95% confidence level. Another group with
remarkably similar average values were a friendly working atmosphere, clear criteria
for receiving bonuses and promotions and a fair job evaluation (around 4.3). Also, a
similar average value was given to the factor of undisturbed private life (4.26); however, its
variability in responses was much greater than for the previous three responses. In total,
the first five indications account for 29.2% of the total points, which is above quartile (Q1)
of the total of all values. The lowest-rated as motivators were public praise from superiors
or a diploma (3.27) and the opportunity to work on different workstations (rotation) (3.3)
(Figure 2, Table 4).
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Figure 2. Average response score and coefficient of variation on motivators to work in Industry 4.0 in
Generation Z. Source: own research.

Table 4. Mann-Whitney U test results based on questionnaire results on factors influencing work
motivation compared to selected characteristics of respondents.

Factors Sex Residence Seniority  Quality of Work Motivation to Work Competence
Ergonom1c (safe and comfortable) _096% 1.49 207 % 200 % 1.73 1.62
workstation
Low stress levels -1.96 * 0.99 1.63 0.79 —0.20 —0.80
Opportunity to integrate with the team —1.87 0.84 —0.01 1.72 0.49 0.16
Friendly working atmosphere —1.44 1.17 0.46 1.55 0.60 0.75
Employment contract of —469%  —171  —210% 097 217% ~050
indefinite duration
Professional development opportunities. —4.90 * 0.66 0.13 2.13* 2.55* 0.13
Clear criteria for receiving bonuses 4904 0.68 0.56 200* 266 * 0.92
and promotions
Fair assessment of work —4.01% 1.47 0.54 2.83* 1.51 0.17
Location of workplace (close to home) —3.21* 1.41 —0.22 0.73 0.26 —0.51
Adequate fixed part of remuneration —3.76* 1.11 0.29 0.25 1.67 1.28
Opportum‘ty to earn addl’nor}al _3.07* 079 117 0.44 202 * 038
remuneration through overtime
Independence in decision making —1.53 2.67 % —1.80 3.18* 3.08* 3.13*
Non-interference with private life —2.85* 1.08 0.53 1.36 1.95 1.01
Positive image or prestige of the company —3.64*% —0.22 —0.33 —0.08 1.59 —0.21
Flexible working hours —0.79 225* 1.01 0.20 0.78 1.81
Fixed working hours (defined ~2.69* ~1.68 ~0.54 1.17 0.00 -1.39
working hours)
Possﬂt‘nhty to work in various positions _3.09* 0.83 —o71 238 % 1.89 0.67
(rotation)
Private medical care —2.89* 0.63 —0.11 1.60 235* 0.60
Public praise by superiors or diploma —4.56 * 0.23 —0.16 0.97 1.27 1.50

* for statistical significance level 0.01. Source: own research.
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At the end of the analysis, the results of the obtained values of the individual factors
were compared with the characteristics of the interviewees using the Mann-Whitney U test
(Table 4; red indicates the values are statistically significant). Of the selected respondent
characteristics, the strongest responses were linked to the gender of the respondents. Factors
such as the opportunity for career development, clear criteria for receiving bonuses and
promotions, and an indefinite employment contract were the most strongly linked. That is,
these were motivators that were chosen differently by women and men.

By place of residence, only two characteristics showed a correlation with the answers
given. These included the opportunity for independent decision making and flexible
working hours. The seniority of the respondents, in turn, influenced the choice of two
motivational factors: an ergonomic workstation (those with long seniority) and an indefinite
contract (those with short seniority).

Those who are convinced of the decent quality of their work highlighted the following
factors: autonomy in decision making, an ergonomic (safe and comfortable) workstation, fair
job evaluation, the possibility to work on different workstations (rotation), the opportunity
for professional development and clear criteria for receiving bonuses and promotion. On
the other hand, in terms of feelings about initiative taking at work, respondents indicated
the following factors: autonomy in decision making, clear criteria for receiving bonuses and
promotions, opportunities for professional development, private medical care, an indefinite
employment contract and the possibility of obtaining additional remuneration through the
realization of overtime. When it comes to feeling highly competent professionally, only
independence in decision making was indicated by the respondents at a high level.

The detailed statistical analysis of the research results presented above allowed a veri-
fication of the research hypotheses mentioned in the Introduction. Hypothesis H1, stating
that the key motivators for Generation Z representatives in Poland are high remuneration
and the opportunity for professional development, was verified positively. According to
the average value, motivators such as a sufficiently high fixed salary and the opportunity
for professional development were rated highest. The third most crucial factor motivating
young Poles is a friendly atmosphere at work. At the same time, the majority of respondents
most often chose a friendly working atmosphere and the possibility of promotion.

Hypothesis H2, stating that there is a clear difference between the motivators indicated
by residents of large cities and smaller towns and villages, is also true. For rural residents,
respondents attached greater importance than urban residents to factors such as public
praise from superiors or a diploma, the possibility of additional remuneration through
the realization of overtime, fixed (defined) working hours or a fair job evaluation. Urban
residents, on the other hand, were more likely to indicate a positive image or prestige of the
company, private medical care and the opportunity to integrate with the team. However,
these were factors of lesser overall importance.

Hypothesis H3 that low stress levels and a good working atmosphere are important
motivating factors for women of Generation Z, while a correspondingly high salary is
important for men, was verified negatively. While a friendly working atmosphere and
low stress levels were indicated more often by men, the opportunity for professional
development and a correspondingly high salary were indicated more often by women.

Hypothesis H4, indicating a relationship between a high self-assessment of the quality
of work performed and motivation with the expectation of professional development
opportunities, was found to be true. At the same time, those who are convinced of the
decent quality of their work also emphasize the prominent role of autonomy in decision
making, ergonomics, rotation, as well as clear criteria for receiving bonuses and promotion.
Those with high levels of work motivation also indicated a prominent role for autonomy in
decision making and private medical care.

Hypothesis H5, that those who highly evaluate their professional competence ac-
centuate the role of intangible factors, was not confirmed. Indeed, the research showed
that, when it came to having a belief in their own high professional competence, only
independence in decision making was indicated by the respondents at a high level.
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5. Discussion

The results of the research conducted by the authors of this article are partly convergent
and partly divergent from the results achieved by other Polish and international research teams.

According to research conducted by Dolot [34], the following are of particular im-
portance to Generation Z: the atmosphere at work, including their well-being at work,
created, among other things, by their coworkers; the amount of remuneration and job
security (employment contract); experienced and friendly management; factors related to
development (for example, training); and the compatibility of the tasks performed with the
employee’s interests and passion. Less important to them are nonstandard and unprece-
dented motivational factors, such as a meal consisting of fruit. According to the survey, the
most prioritized factor for respondents appeared to be the working atmosphere—93%. In
second place was the material factor—the amount of remuneration—with 91%. Analyzing
the respondents” answers, their expectations, in terms of non-wage factors, were high. In
third place was the factor related to job stability (88% of respondents). This choice indicates
that young people want to feel safe and secure in the workplace. Respondents ranked
nonstandard benefits in the form of, for example, going to the spa, fruit at work or massage
at work as the factor having the least impact on their motivation to perform their job (60%).

Also, research conducted by Ratajczak [35] before pandemic shows that representa-
tives of Generation Z pay attention to adequately high remuneration, a good working
atmosphere, employment stability, respect for the employee and job constancy. Access to
training, a contract of employment or flexible working hours and work-life balance were
mentioned less frequently.

On the other hand, research conducted by Gajda [36] shows that high salaries, access to
modern technologies and work-life balance are important for representatives of Generation
Z. In general, they expect their employer to respect them and provide opportunities for
development, adequate remuneration, and flexible working hours, which strongly influence
their level of motivation. What is important to them is creative thinking and the ability to
learn quickly, as well as performing unusual, innovative tasks. Generation Z employees
want to collaborate rather than compete and value relationships with colleagues, expecting
to be taken seriously and recognized. Even though representatives of Generation Z expect
opportunities for self-fulfillment, for the majority of respondents, work is mainly a way to
earn money.

Kukla and Nowacka’s [37] research shows that financial independence is important to
Generation Z employees as the main reason for taking up employment. It should also be
noted that respondents consider starting their own business since they can earn more than
in another organization and that they are independent.

Research conducted by Domagalska-Gedys [38] shows that for Generation Z, self-
fulfillment, interpersonal relations and atmosphere at work, remuneration, as well as the
ethics of employers are important. They are looking for a workplace where they can
perform their assigned tasks in a good atmosphere that supports the possibility of their
self-fulfillment.

Wanting to explore the sources of employee motivation, Wolpiuk-Ochociriska [39]
distinguished between employees by dividing them by seniority. The results of this research
show that the dominant motivating factor for workers with longer tenure is the need to
support their families and professional fulfilment. Employees with less seniority are most
motivated by the desire to own their own money and gain new experience. The other
motivations are at a similar level of significance and are less important for both groups.

Research by Sadlowska-Wrzesinska and Nejman [40] shows that people under 40 par-
ticularly value a reduction in stress and the opportunity for advancement. For employees
with more than six years of seniority, it is important to reduce stress and opportunities for
promotion. In contrast, respondents with less seniority expect praise and recognition from
their supervisor. The possibility of promotion is particularly important for employees with
a secondary education, while employees with a university education value stress reduction
much more.
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The findings of the authors of this article coincide with the conclusions of the study
‘Generation Z on the labor market’, which was conducted by a team from the Institute
of Management and Quality Sciences at the Humanitas University. The survey was con-
ducted in February and March 2023 on a sample of 1300 students, undergraduates and
graduates from schools of diverse types. The team’s research showed that Generation Z
representatives prioritize personal life goals, including the pursuit of their own passions
and hobbies, above career and professional success. Work and career are not a priority or
goal in themselves for Generation Z representatives. Among the values most frequently
mentioned by respondents were those not related to labor market activity: happiness, fam-
ily, the opportunity to pursue passions, ecology, and freedom. Generation Z representatives
demonstrate a strong need for work-life balance, prioritizing the latter sphere. The ability
to combine work and personal life seamlessly was the most frequently selected answer by
respondents when asked about subjectively valued features of the employer’s organization
(indicated by up to 75 percent of respondents). This answer received more indications than
attractive earnings (67 percent). The qualities that respondents value most in their employer
are showing respect (66 percent of indications), individual treatment, and kindness [41].

It is interesting to see which factors motivate representatives of Generation Z accord-
ing to international research. Nabahaniand and Riyanto showed that representatives of
Generation Z are more likely to change jobs than previous generations. They do not feel
obliged to stay in one place of employment for any length of time. The salary is important
to them, but it does not come first. The most frequently cited factor is providing the em-
ployee with development opportunities. Young people aspire to acquire competences that
provide opportunities for self-development and promotion. They are looking for work that
enhances their skills and abilities, to gain experience and practice. It may come as a surprise
to some that Generation Z representatives also value having a supportive workplace, as
well as good relationships between colleagues [42].

We can also see confirmation of the importance of remuneration for Generation Z
in the research compiled by Dwidienawati and Gandasari [43]. The results of the survey
clearly confirm that Generation Z representatives in Indonesia, in addition to salary, expect
job security and satisfactory employment conditions. The study confirms that Generation
Z expects stability and security when looking for a job.

A study by Fratricova and Kirchmayer [44] showed that young people expect to gain
experience and enjoyment from their work, which is determined by the right team atmosphere.

The findings of the authors of this article on the expectations of Polish representatives
of Generation Z are partly consistent with the global research conducted by Deloitte [45].
Surveys were conducted in 44 countries around the world, including Poland. Globally,
22,856 people took part, of which just over 60 percent represented Generation Z (born
between 1995 and 2004) and the remaining almost 40 percent Generation Y (born be-
tween 1983 and 1994). Deloitte’s [45] research showed that the rising cost of living, rising
unemployment and climate change appeared to be the biggest concerns of the younger
generations. Financial insecurity can have a direct impact on mental health, which is
proving to be a particularly important topic for young people. Although mental problems,
caused by excessive workloads, are becoming more common, young people are more likely
to look for extra work. In Poland, 30 percent of Generation Z earn their basic salary. The
desire to gain another source of income is the biggest motivation for workers from Poland
and other countries to take on additional work. More than half of those surveyed admit
to living very modestly (5 percentage points more than the previous year). Work-life
balance is particularly important for the younger generations: 26 percent of Generation
Z representatives identified the ability to balance work and life priorities as the trait they
most admire in their peers. As many as 77 percent of Generation Z representatives who
work from home said they would consider seeking new employment if their employer
asked them to return to the office full-time.

Also, research by the World Economic Forum [2] has shown that Generation Z values
salaries less than any previous generation and sees remote working as a top priority. Young
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people from this generation are also the most diverse and are not as willing to compromise
as other generations of workers in a workplace that does not match their values. The
WEF [2] research is also in line with the results obtained by the authors of this article
regarding attitudes to autonomy and work-life balance. Around half say they would quit
their job if it interfered with their work-life balance.

Research on the role of work in the lives of Generation Z was also conducted in
2022/2023 by the world’s leading data, insights and consulting company Kantar [46]. Kan-
tar Global Office in London conducts research in more than 90 markets. This research was
conducted online among 10,055 full or part-time workers (whose job function could be
performed remotely at least part-time) across ten global markets: US, UK, France, Germany,
India, Singapore, Spain, South Africa, Mainland China, and Brazil. According to the Kantar
study, younger generations who are at key points in their careers are driven by opportu-
nities for employee development and advancement. In contrast, older generations value
productivity-based qualities. Generation Z is twice as likely as their older counterparts
to consider looking for work and to perform additional work to earn extra income. On
average, 40% of Generation Z representatives have at least two jobs, while boomers (21%)
and Generation X (30%) are less likely to have more than one job. On the topic of the
proposed move to a 4-day working week, 7 out of 10 Generation Z representatives believe
that work can be completed in less than 5 days a week.

6. Conclusions

One of the requirements for effective work in a sustainable development environment,
on which the concept of Industry 4.0 is based, is the employment of competent employees,
oriented towards organizational learning, innovation, and diversity. Today, employees are
expected to have the ability to work together in international teams and an appreciation
of green transformation. Thus, the social aspect of sustainable development becomes
extremely important. Such work requirements are hitting the right ground, which is
Generation Z.

The authors’ findings show that the expectations of young Poles generally do not
differ from the results of research conducted by international teams. A friendly working
atmosphere, recognition from superiors, and opportunities for professional development
are important to them. Slightly more important, compared to some global surveys, is their
base salary. This can be linked, on the one hand, to the income disparities that still exist
when compared with Western European countries. On the other hand, young people are
aware of the possibility of easily finding employment abroad, which is made possible by
membership of the European Union and good knowledge of foreign languages.

The presented results of our own and third-party research show the large generational
differences that exist in the way employees think, feel, and behave in relation to new ways of
working. An important task for today’s employers is to attract young talent and keep the
employees who are currently entering the labor market highly engaged. Companies aspiring
to be attractive workplaces should adapt as best they can to the expectations of younger
generations. What is needed is a commitment on the part of business leaders to skillfully
tap into the potential of youth that Generation Z possesses. It is also important to recognize
and utilize the life experience of older workers and the benefits of working in multicultural
teams. This approach will allow employers to benefit from the advantages of diversity.

In further research, the authors will try—at least to some extent—to overcome the lim-
itations of overlooking the factors that demotivate Generation Z to work. The analysis of
demotivators, conducted as part of our own survey and extended by the analysis of the results
of European and global research teams, will be the subject of the next publication of the authors.

The authors’ further plans include also research on the role of organizational leaders
in shaping employees’ commitment to work. Criticism of the Industry 4.0 concept focuses
on emphasizing the role of digitization at the expense of appreciating human efforts. It
seems that the role of leaders will be crucial in the process of developing a competitive
advantage, considering greater care for people, which is one of the pillars of Industry 5.0.
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