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In search of communication between employees and employers: a comparative analysis 

of generations functioning in the modern labor market 

Abstract 

Since time immemorial every generation has been convinced that the next one will be less 

capable and unable to manage in life. Assessing the potential of young people is extremely 

difficult and requires analyzing the generations that are currently making up social fabric. 

This is particularly important for the accurate diagnosis of the generation that is soon to feed 

the labor market. To this end, a strengths-and-weaknesses analysis must be carried out, with a 

view to identifying differences between generations and properly diagnosing them so that 

employers are prepared to create offers properly adjusted to their new employees. It is 

important to analyze the language of the young generation, their expectations, goals and 

values they hold dear. In shaping an effective employee, their attitudes and civic skills must 

also be shaped. The youth has always been the driver of change, and thus, proper 

understanding of their attitudes and motivations for action will allow them to evaluate and 

develop the labor market in line with their expectations as well as the expectations of 

employers. Rapidly changing trends mean that, in addition to time-consuming research 

methods, a current review-based analysis should be used, as in the case of this article. The 

paper also draws from the experience and observations made during the three-year running of 

the "Business Class" program, in which the labor market, employee behavior and the desire 

for good earnings were a frequent topic of conversations, workshops and analyses. 

Key words: youth, generation, social change, employee, employer, labor market, 

communication.  

Introduction 

Young people have always been in the center of interest of economists, sociologists and 

political scientists alike. The subject of analysis in this article is the impact of contemporary 

changes in the labor market on the youth, as well as the question of whether – and if so, to 

what extent - contemporary processes in the area of economics, politics, culture and education 

influence young people, that is, whether young people initiate changes, modify them, or 
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merely submit to the processes that are affecting them. Based on the behavior of young 

people, who are a very socially sensitive group, the problems, tendencies and moods of the 

whole society can be patterned. Young people’s activity, labor-market behavior, beliefs and 

culture forecast changes in views, beliefs and predominant patterns of behavior among the 

people in general. Clearly, in doing so, different stages of socialization must be considered, 

which affect all of these factors, although upon analyzing and exploring them, they will reveal 

and determine the behavior of the future "adult" society. 

Since time immemorial every generation has been convinced that the next one will be 

less capable and unable to manage in life. Similarly today, generations who make up the 

modern labor market are guided by the stereotypical perception of the generation who are just 

starting their professional career. A belief prevails that young people have primitivized 

language, using mainly images, relying on rapid communication in social media and 

trivializing important matters. This is just an example of stereotyping, which proves that being 

young is by no means viewed as a reason to have the right to choose one’s own way of life, to 

self-determination and social change, but rather as a title of the "honorable" role of a tool in 

the fight against the old1. 

The subject matter in question poses a great challenge to the contemporary researcher, 

as the factor of social change among young people has accelerated considerably in the modern 

world. Technological, political and social advancements further favor the differences between 

the generations coexisting in the labor market, generating conflicts, management issues and 

difficulties in communication. The aim of this article is to analyze the contemporary 

generations in the labor market, and their comparative studies, with a view to identifying 

similarities and differences that will allow to draw conclusions and help put forward a 

diagnosis that would, at least temporarily, improve mutual communication between 

employees and employers. The paper is a review article, limited mainly to a forecast of 

current trends, a description of the research problem and an attempt to analyze current (often 

not yet researched) phenomena in the labor market. 

Young people are often perceived as easily controlled, handy and reliable workforce. In 

this role, however, a young person is not an actor - a partner, an ally who sets their own 

conditions and requirements or who makes their support dependent on their own needs - but 

                                                           
1M. Karwat, Wzorce i style uczestnictwa młodzieży w polityce, [in:] Młodzież a zmiany polityczne we 
współczesnym świecie, „Studia Politologiczne”, Instytut Nauk Politycznych Uniwersytetu Warszawskiego, J. 
Garlicki (ed.), Vol. 3, Warsaw 1998, p. 47.  
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merely a tool to be used. Then again, there is the increasingly more popular phenomenon of 

juvenalism2,  i.e. the way of thinking of young people about their own role in social life, in 

which young people are assigned a key or unique role in the everyday functioning of society. 

Juvenalism is often presented as a historical mission related to the implementation of social 

changes, the introduction of progress, and the entitlement to this leadership is recognized for 

its special intellectual, moral, ideological values, contrasted with ossification and sterilization 

of existing social structures and descending generations. 

In one of his articles, Australian researcher Johanna Wyn criticizes the 

conceptualization of "youth as a necessary element of transformation" that shapes "the new 

adulthood". Current approaches broadly identify educational, professional and family-related 

patterns in the life of young people as the reason for their faulty and failed transitions, 

measured against the standard of the previous generation. It is difficult today to speak of a 

linear development in which youth is a stage preceding adulthood. Instead, young people 

should be viewed as an active component of the political, economic and cultural processes 

that shape their generation in a characteristic and lasting way3. 

Thus, on the one hand, there is the conviction about the lower intellectual and moral 

level among the younger generation, while on the other hand, the young generation is 

convinced of their own uniqueness and advantage, especially in the area of technological 

progress. Incompatibility and large differences in the perception of reality, coupled with 

distinct values and needs, reveal communication difficulties between generations, which 

adversely affect the development of the labor market as a whole. The ability to understand the 

new generation that is currently feeding the labor market is only possible by analyzing it 

against the backdrop of generations that make up the most current labor market. 

Theory: a generational analysis 

An interesting situation can be observed today, as four generations can be distinguished in the 

labor market, each with different ideals, views, as well as sense of responsibility towards 

work, themselves and others. It also happens that representatives of each of these generations 

work for the same company. When defining the term generation, it is important to stress that 

it is a group of people born in the same time interval, experiencing similar events and raised 

                                                           
2 F. Kucharczyk, Świętość tłumu, „Gość Niedzielny”, 28.07.2016, available at: 
http://gosc.pl/doc/3334092.Swietosc-tlumu, (retrieved20.12.2017).  
3 J. Wyn, Generation, youthandsocialchancein Australia, available at: 
https://www.tandfonline.com/doi/full/10.1080/13676260600805713,(retrieved 23.03.2018). 
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in similar conditions. Understanding the characteristics of individual generations, especially 

in the comparative dimension, makes it possible to understand the complexity of the 

contemporary labor market and learn about its specific requirements. 

Given the coexistence of four generations in the modern labor market, a comparative 

analysis was adopted as the research method. The review method (especially of the most 

recent empirical trends not yet examined) provided the basis for a comparison of four 

generations currently functioning in the labor market. A significant part of the comparison 

focuses on the two currently most active generations, namely Generation X (Gen X) and 

Generation Y (Gen Y, millennials). Both generations have already been subject to empirical 

analysis4, however, the dynamic changes characteristic of the modern labor market require 

conducting review analyses as a foundation for more in-depth empirical research. Conclusions 

that will be drawn from the comparison of the coexistence and cooperation of the current 

generations will serve to show in what direction the modern labor market should be headed so 

as to be able to properly embrace the upcoming Generation Z (Gen Z). 

Currently, the following generations comprise the labor market: 

1. Babyboomers, employees born between 1949 and 1963. The group is still very 

present in the labor market, although many are already retired. Often, however, 

they still occupy high managerial positions and perform the functions of business 

owners. Their motto is “I work to survive”. 

2. Generation X, employees born between 1964 and 1979 (in Poland, during the 

communistic regime of the Polish People's Republic), currently a predominant 

generation in the labor market. Their motto is "I live to work." 

3. Generation Y(millennials), employees born between 1980 and 1994, are often 

referred to as a generation of new technologies. They are increasingly more active 

in the labor market, and by making rapid progress, the dynamics of their 

promotion in professional life increases. Their motto is "I work to live". 

4. Generation Z, employees born after 1995, sometimes referred to as a hashtag 

nation or a selfie generation. They are just entering the labor market and will be 

                                                           
4For description of Gen X and Y, see Pokolenie wygranych?; Trzecia część dzieci badań nad sytuacją dzieci i 
młodzieży w procesie transformacji, (ed.) Janusz Sztumski, Śląsk 2012.  
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feeding it over the next years. Their life motto is drastically opposed to what is 

represented by the generations currently shaping the labor market, and it could be 

formulated as "Work should enable me to live a nice life"5. 

Years of research and observation have proven that representatives of different 

generations share a number of common features, based on which certain conclusions can be 

drawn, but perhaps more importantly, better and more efficient methods of cooperation can be 

identified. Clearly, people can differ from each other and not fit into any framework 

whatsoever, but the overall picture allows not to get lost in a world where generations in the 

labor market mix so much. Therefore, it is very important to compare the ratio of individual 

generations to specific tasks set by the labor market6. These tasks include: attitude to the 

employer, career goals, work organization, attitude to leisure, attitude to change of work, 

attitude to remote work, attitude to brands and advertising. 

Baby boomers tend to show great respect and loyalty towards the employer, similarly to 

Gen X, although the latter do not necessarily tolerate excessive rigidness in their superiors. 

Gen Y and Gen Z, meanwhile, reveal a completely different pattern of attitude towards the 

employer: they value self-employment and do not like being limited or controlled by their 

superiors. They abolish hierarchical structures and are not particularly loyal to the employer. 

Baby boomers, having been born in the immediate post-war period or during the communistic 

regime in Poland, value stable and well-paid jobs that allow them to live with dignity. 

Professional success is viewed by them as hard work leading to the achievement of goals. 

Younger generations, however, are more concerned with freedom, and with creative and 

interesting tasks which are more important to them than a high salary. Work, to them, should 

stimulate personal growth and self-fulfillment in a good, relatively stress-free ambience. With 

this being said, it is baby boomers who can boast of the best organization of work form 

among the current labor-market players, implementing work-related tasks in a reliable and 

timely manner. In fact, Gen X inherited many features from baby boomers, most often in the 

scope of performed tasks, organization of work and good prioritization of work activities. Gen 

X are also more focused on tasks, performing them on a one-by-one basis. This is not really 

the case in Gen Y and Z, who prefer multitasking marked by commitment and enthusiasm. 

                                                           
5 The condensed generational outline was based on A. Rogozińska-Pawełczyk(ed.),Pokolenia na rynku pracy”, 
Łódź 2015.  
6Research in this area has been carried out all over Europe for several years. G. Moran attempts to not only 
describe the phenomenon, but also to diagnose it. G. Moran,5 Problem employees and what you can do about 
them, available at: https://www.entrepreneur.com/article/220132,(retrieved 05.08.2011). 
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Nevertheless, they often fail to carry these tasks through, quickly losing interest and becoming 

easily disengaged. They cannot focus on one activity at a time, plus they cannot determine the 

correct hierarchy of activities. Baby boomers, on the one hand, separate work from leisure, 

which they view as a reward for well-performed tasks, but on the other hand, they have 

trouble separating professional life from personal life, often maintaining friendly relations 

with colleagues. Gen X also consider free time as a reward, but often do not use it for rest, but 

for further personal growth of themselves or their loved ones. Newer generations completely 

reevaluated this category. To them, free time is often more important than time spent at work, 

and they work to have the means to pursue their passions, hobbies and personal growth. 

Generations who entered the labor market before 1989, or shortly after when 

unemployment was raging, hold work in very high esteem. They are rarely tempted to change 

jobs unless it is necessary or they are forced to do so. They do not like changes in their 

professional life, feeling uncomfortable whenever they have to retrain or go in search of work. 

Later representatives of Gen X somewhat departed from that idea, forced by the unstable and 

competitive labor market. Stability is greatly appreciated by them, but Gen X employees now 

know that work is not something one holds onto for a lifetime. Newer generations have not 

only changed their attitude towards work, which is more focused on personal freedom and 

less on attachment, but they have also become unwilling to compromise and make sacrifices. 

This was facilitated by the labor market shifting from pro-employer to pro-employee, thus 

allowing people to change jobs more often, since the market is not saturated and is becoming 

more generous from the point of view of the employee. 

Remote work is a form of employment that is has seen a dynamic increase in 

popularity recently, being also appreciated by the youngest generations (Gen Y and Z) who 

are very mobile and easily absorb new technologies. The flexibility of work gives them 

greater freedom in their personal lives, which suits their needs and requirements. Older 

generations have a much more cautious attitude towards modern forms of employment 

because they have been unknown and unattainable to them for the majority of their 

professional life. Instead, they tend to associate the feeling of stability and security with an 

employment contract for an indefinite period, a designated job position and identification with 

a specific employer. Workplace, to them, implies a specific building, institution or person. 

They also attach importance to clearly established working hours, unlike new generations who 
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value independence and for whom working nine-to-five (or seven-to-three in Poland) is not a 

priority7. 

When it comes to advertising, baby boomers are fairly indifferent to it, because it is a 

tool they are not really familiar with, which by default makes them underestimate its impact. 

Gen X, on the other hand, see advertising as something very important and they often define 

the company's success through a well-run advertising campaign. To them, the more one 

invests in advertising, the more one gains, which inevitably converts them into advocates of 

the so-called greedy marketing. Gen Y, who were raised surrounded by very aggressive, often 

subliminal, advertising, are very critical of commercials, believing that they often have only a 

minor impact on the company's success. Gen Z treats advertising as a permanent element of 

the space that surrounds them; they do not question it because they do not know the world 

without it. They often succumb to advertising subconsciously, especially that - thanks to the 

latest achievements in technology - advertising has become personalized so that the recipient 

is relayed a customized message adjusted to their needs and desires. The same applies to the 

attitude towards the idea of brand across different generations. Older generations are more 

concerned with quality, performance and traditions. Gen Y, however, attach great importance 

to brand, which has become a symbol of originality, expressiveness and material status. Gen Z 

took this one step further by acknowledging that, although brand and quality are important, 

the price as well should be reasonable, so that obtaining a given product does not imply too 

much effort or hard work on their part. 

Gen Y and Gen Z – discussion 

Gen Y are people born between 1980 and 2000, which means that the oldest representatives 

of this generation in 2017 were 37 years old, while the youngest - 17. For Gen Y, entry into 

adulthood was definitely smoother than for previous generations, as – in the case of Poland - 

they were already raised in a democratic system with capitalist economy. In the meantime, the 

education system was largely updated and their parents attached importance to their education 

and self-worth. Apart from being usually well-educated, having a good command of foreign 

languages and being overall self-confident, Gen Y have also had contact with new technology 

since they were young, the reason for which they are not afraid to use it and consider it an 

integral part of their lives. A significant difference between the Gen Y and X is the fact that 

                                                           
7The analyzed tasks posed by the labor market were taken from J. Szymczak, Pokolenia na rynku pracy, 
„Poradnik Przedsiębiorcy”, 01.12.2016, available at: http://gosc.pl/doc/3334092.Swietosc-tlumu, (retrieved 
21.12.2017).  
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millennials tend to value personal growth and devote a lot of time to pursuing their passions8. 

They often choose a career path in which their hobby becomes their work. They try to 

combine the two ideas, as it allows them to gain more time for family and friends, as well as 

more time to relax and unwind. Work beyond strength, work after hours, or sacrificing family 

life at the expense of the employer, are alien concepts to millennials. At the same time, Gen Y 

do not rush to quickly become independent. Many representatives of this generation live with 

their parents for a long time, a phenomenon associated with the fear of assuming 

responsibility and entering adulthood. Gen Y are not marked by great loyalty towards the 

employer either, as they often change their job, which is also why they do not have sufficient 

funds to buy or rent an apartment until relatively late. They do not like planning the future, 

making far-reaching plans, or assuming long-term responsibilities. 

In connection with rapidly developing technologies, the pace of changes in the economy 

and the occurring changes in social life, scholars did not hesitate to define the next generation 

which is now entering the labor market. Gen Z comprise people born after 1995, meaning that 

the oldest representatives of this generation in 2017 were 22 years old, and so they are now 

starting to mark their presence in the labor market. In what Gen Z stands apart from their 

predecessors is the near lifelong knowledge of modern technologies - it is a natural 

environment for them. They perfectly find themselves in an economy that increasingly less 

often goes beyond the online realm. They can search for information on the Internet, know 

how to use it, have no problems with virtual communication, plus they can also create virtual 

reality too9. Gen Z are also the first generation largely raised in a stress-free way10, where 

parents' expectations of them are not particularly demanding, and their behavior as children - 

a lot more casual. Studies also confirm that it is a generation of individualists, loners, people 

who are often very pessimistic about the world. American psychologist J. Twenge, who 

analyzes the behavior of teenagers across different generations, argues that in the last five 

years (that is, since the use of smartphones became widespread in the United States), huge 

changes have occurred in teenagers, as evidenced by the number of teenage pregnancies or the 

                                                           
8 J. Szymczak, Pokolenie Y – charakterystyka przedstawicieli, „Poradnik Przedsiębiorcy”, 13.12.2017, available 
at: https://poradnikprzedsiebiorcy.pl/-pokolenia-w-pracy-pokolenie-y, (retrieved26.12.2017).  
9 J. Szymczak, Pokolenie Z na rynku pracy – charakterystyka, „Poradnik Przedsiębiorcy”, 16.12.2017, available 
at: https://poradnikprzedsiebiorcy.pl/-pokolenia-w-pracy-cz-4-pokolenie-z, (retrieved21.12.2017).  
10 Benjamin Spock, the author of the popular textbook on the upbringing of children, published in 1946, in which 
he proposes upbringing recognizing the child's subjectivity, is considered to be a propagator of the concept of 
stress-free upbringing. In Poland, the first kindergartens and schools offering stress-free education as a 
counterweight to the authoritarian upbringing of socialist times date back to 1990, which is also when Gen Z 
began to appear in the world. 
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level of consumption of alcohol and psychoactive substances, while the sense of loneliness 

has also increased dramatically. Statistics on depression and suicides in this age group also 

indicate an upward trend11. 

Table 1. Strengths and weaknesses of Gen Y and Z 

Strengths of Gen Y and Z Weaknesses of Gen Y and Z 
Very good knowledge of new technologies Unwillingness to submit to rules 

Valuing personal growth A demanding attitude towards the employer 

Task-oriented approach to work Difficulties in establishing direct contacts, translating 
into poor interpersonal skills 

Valuing practical methods of work Problems with accepting criticism 

Adaptability to change and innovation Lack of loyalty to the employer 

High self-esteem Putting own comfort and convenience above other 
values 

Dedication to work, but only to one that is interesting 
and satisfying 

Often lack of consistency, persistence and self-
discipline 

Paying attention to the atmosphere at work Poor decision-making skills 

Great ease in searching and finding information Having unrealistic expectations 

Lack of resistance in establishing global relations Attaching little importance to ethical principles  

Ability to work in a team Frequent difficulties in resolving everyday conflicts 

Source: own study based on A. Rogozińska- Pawełczyk (ed.), Pokolenia na rynku pracy”,  Łódź 2015.  

 

Gen Y and Z and requirements of the labor market: an analysis 

Gen Y and Z differ significantly from Gen X and baby boomers, that is, the two generations 

who often play a key role in the modern labor market. New generations are able to take 

advantage of the benefits offered to them by the pro-employee market, which has been 

growing more and more stronger in recent years. Therefore, wanting to make good use of the 

potential of young generations who will soon overtake the labor market, the market itself 

must, first, recognize these differences, and second, adapt to them accordingly. A few things 

to look out for in this regard are: 

                                                           
11 J. Twenge, Generation Me. Why Today’s Young Americans Are More Confident, Assertive, Entitled – and 
More Miserable Than Ever Before, Research, available at: http://www.generationme.org/research.html, 
(retrieved 23.12.2017).  
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1. Work combined with passion (opportunity to grow, interesting and exciting 

challenges, travel, job volunteering, providing a sense of being useful) 

2. Self-employment (limitation of obligations, freelancing12, work under a contract 

for a specific task or order, homework, flexible working time) 

3. Big expectations in the area of free time (limiting working time after hours, not 

organizing training during free time, integration but with family members) 

4. Lack of loyalty towards the employer (superiors should not try to prove their case 

at any cost, but instead dialogue should be encouraged where everyone is allowed 

to express their opinion, emphasizing the meaning of the employee-employer 

relationship, using the pronoun "we/us" instead of "I/you") 

5. The chameleon effect (a lot of praise, reciprocation of emotions, appreciation, 

requesting instead of ordering, setting a clear code of behavior –things that are 

acceptable and absolutely unacceptable, ignoring does not lead to submission but 

losing contact with an employee) 

6. Problems with organization of own work (clear division of duties, gradation of 

importance of performed tasks, feedback – both positive and what could be 

improved, done better) 

7. Good atmosphere at work (amicable ambiance, the ability to use the entertainment 

room, relaxation zone, lunch breaks, less strict dress code) 

A major challenge for Gen Y and Z in the labor market concerns the negative 

stereotypes and labels they need to be constantly shaking off. Representatives of both these 

generations are considered reckless, irresponsible, capricious and disloyal. The reason for 

such behavior is the reduction of the level of discipline at school and at home. Instead, from 

early childhood, these institutions instill a sense of capability and deserving praise no matter 

what. Having been constantly motivated and supported, Gen Z expect the same upon entering 

the job market. Employers are afraid of their irresponsibility, focus on their own needs, 

undermining and breaking existing standards, but above all, their lack of willingness to keep 

the job in the long-term perspective. Hastily assessing the youngest generations can make 

their potential, skills and abilities be misused. In the case of the Gen Y and Z, the employer 

must find a way to retain them and convince them of being highly valuable employees. By 

analyzing the similarities between Gen Y and Z, solutions can be applied systemically and an 

                                                           
12A freelancer is someone working without a full-time job, completing projects that are commissioned to them 
independently; often a specialist in a given field. 
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assumption can be made that they will also be effective in relation to the generation that is just 

entering the market. However, it should be remembered that young people are prone to 

spontaneous activities, changing dynamically under the influence of technological and social 

changes. Without a doubt, Gen Z will be very mobile as employees, even better equipped to 

use new technologies and without language barriers. They have been living their entire lives 

in a world full of stimuli and volatile information where "time is money". It is therefore 

anticipated that Gen Z will be characterized by a practical and task-oriented approach to work, 

quickly evaluating whether something is useful or useless. The Gen Z youth are geared 

towards changes, "rat race" and seeking not so much work per se, but satisfaction with the 

tasks they perform. An important distinguishing feature of this generation is their ability to 

work in a group, task-oriented approach and project thinking. Earnings will be a means to 

them, not a goal, with the goal being their growth, contentment and fulfillment. Also 

unavoidable seems to be their disobedience, lack of respect for privacy, and sharing a large 

part of their lives on social networks. Accepting responsibility for own actions will certainly 

prove a challenge for their employers13. 

Conclusions 

Youth is a separate whole in the process of socialization. There are no clear, direct 

correlations between being a member of a generation and representing specific behaviors in 

the labor market. Thus, a number of stereotypes need to be abandoned, and the same goes for 

all kinds of prejudice – both positive and negative. When conducting a generational analysis, 

generalizations and tendencies are often used, such as that young people are always the driver 

of social change, are much more radical in their actions, or are more sensitive to injustice. The 

intensity of characteristics that have been analyzed in research studies so far, which both 

shape and will shape future generations, changes under the influence of diverse social, 

political and economic circumstances. What the youngest generations are doing certainly 

corresponds to the rule of social development: variability, updating and concretization of 

content and continuity, or even inertia of form, found even in innovations. 

Analyzing and comparing the changes taking place in particular generations entering the 

labor market -accounting for economic, political and sociological aspects -expands research 

outlook and generates a new perspective on the ongoing changes. The continuous 

                                                           
13Observations made based on: Pokolenie Z – wyzwania w zarządzaniu i rekrutacji, available at: 
http://personalchallenge.pl/wyzwania-w-organizacji/pokolenie-z-wyzwania-w-zarzadzaniu-i-rekrutacji/, 
(retrieved 27.12.2017).  
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technological acceleration makes it necessary to constantly analyze, compare and draw 

updated conclusions, as this facilitates the perception of the needs and expectations that occur 

in a correlation between employees and employers. 

The conducted review of views has a number of limitations, springing especially from a 

very broad spectrum of comparison. Generalization, however, is unavoidable when it comes 

to the topic of generations in the social context, since an attempt was made to indicate both 

similarities and differences, whose identification is to help in arranging labor relations in the 

modern market. Globalization processes made young people around the world grow up using 

the same technologies. Concepts such as stalling, trolling, flaming or grooming are 

understood by nearly all young people, regardless of where they live. Therefore, the research 

limitation consists, simply put, in determining the strength of impact of certain phenomena 

shaping young people who grow up surrounded by different political systems, traditions, 

religions or cultures. Changes occurring in the labor market are so dynamic that employers 

and employees are constantly confronted with challenges. It is very difficult to predict how 

exactly new generations will function in the labor market, given that technological 

development, climate change, political instability, and a number of other factors, can radically 

change the situation in a short time. Last but not least, it is worth noting that labor market in 

Poland is increasingly more interrelated with the markets of other EU countries, which further 

influences the rights and needs of both employees and employers14. 

In conclusion, the differences between the representatives of individual generations 

currently active in the labor market are unquestionably there, and they concern: attitudes, 

habits, expectations, and needs. This can already be observed during the recruitment process, 

which makes individual generations of employees require special treatments in the work 

environment, new forms of recruitment and new organization of work. New generations bring 

to the labor market a lot of changes, new forms of work organization, new habits, behaviors 

and values. They also live longer than the previous ones, attaching less importance to the past, 

and thus to traditions, rules, norms and principles. If the intention is to preserve values dear to 

earlier generations, the formation of the attitudes of the newer generations needs to be 

influenced, having their personal skills developed and a sense of value instilled, but based on 

the usefulness of their actions, making right decisions and the broadly understood search for 

                                                           
14An in-depth and accurate analysis of the labor market in the European Union can be found inRyszka J., Prawa 
społeczne pracowników a prawa pracodawców-przedsiębiorców na rynku wewnętrznym Unii Europejskiej, 
Warsaw 2018. 
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meaning. As far as teachers, they must be authentic, honest, back knowledge with experience, 

not accentuate their superiority, and above all, not ignore the needs and values held by their 

students. The generation currently entering the labor market comprises people who were 

raised in a stress-free way. With this being said, it is difficult to draw conclusions as to how 

this way of upbringing will influence the fulfillment of their professional roles. 

An opportunity for the coexistence of all four generations in the labor market lies in 

good communication, and the mere inquiry for needs is no longer sufficient. Instead, 

appreciative inquiry15should be promoted, in which the principle of positive thinking prompts 

increased creativity and cognitive flexibility, so much needed by Gen Y and Z. This approach 

proposes a shift from asking "What's wrong?" to asking "What’s right?” or “What do you like 

about it?”. In this way, young people can be encouraged to share their own positive 

experiences and benefit from good communication. 

References 

Bushe G. R, Kessler, E., (red), (2013),The Appreciative Inquiry Model (PDF). The 

Encyclopedia of Management Theory. Sage Publications. 

Karwat M. (1998), Wzorce i style uczestnictwa młodzieży w polityce, [in:] Młodzież a zmiany 

polityczne we współczesnym świecie, „Studia Politologiczne”, Instytut Nauk Politycznych 

Uniwersytetu Warszawskiego, J. Garlicki (red.), vol. 3, Warszawa.  

Kucharczyk F.,, Świętość tłumu, „Gość Niedzielny”, available at: 

http://gosc.pl/doc/3334092.Swietosc-tlumu, (access date: 28.07.2016). 

Moran G, 5 Problem employees and what you can do about them, dostępny na: 

https://www.entrepreneur.com/article/220132, (access date: 05.08.2011). 

Pokolenie Z – wyzwania w zarządzaniu i rekrutacji, http://personalchallenge.pl/wyzwania-w-

organizacji/pokolenie-z-wyzwania-w-zarzadzaniu-i-rekrutacji/, (access date: 27.12.2007).  

Pokolenie wygranych?; Trzecia część dzieci badań nad sytuacją dzieci i młodzieży w procesie 

transformacji, red. Janusz Sztumski, Śląsk 2012.  

Rogozińskiej- Pawełczyk A. (red.), (2015),Pokolenia na rynku pracy”, Łódź. 

Ryszka J. (2018), Prawa społeczne pracowników a prawa pracodawców-przedsiębiorców na 

rynku wewnętrznym Unii Europejskiej, Warszawa.  

                                                           
15For more on appreciative inquiry, see G. R. Bushe,  Kessler, E., (ed.), The Appreciative Inquiry Model (PDF). 
The Encyclopedia of Management Theory. Sage Publications, 2013. 



Scientific Journal of the Polish Economic Society in Zielona Góra, No. 9, 2018 
 

- 152 - 

 

Szymczak J., Pokolenie Z na rynku pracy – charakterystyka, „Poradnik Przedsiębiorcy”, 

available at:  https://poradnikprzedsiebiorcy.pl/-pokolenia-w-pracy-cz-4-pokolenie-z, (access 

date:16.12.2017).  

Szymczak J., Pokolenia na rynku pracy, „Poradnik Przedsiębiorcy”, available at:  

http://gosc.pl/doc/3334092.Swietosc-tlumu, (access date:01.12.2016).   

Trendy technologiczne w rekrutacji 2018, available at:  

http://www.egospodarka.pl/146915,Trendy-technologiczne-w-rekrutacji-2018,1,39,1.html, 

(access date:27.02.2018). 

Twenge J., Generation Me. Why Today’s Young Americans Are More Confident, Assertive, 

Entitled – and More Miserable Than Ever Before, Research, dostępnyna: 

http://www.generationme.org/research.html, (access date: 23.12.2007).  

Wyn J., Generation, youth and social chance in Australia, 
dostępnyna:https://www.tandfonline.com/doi/full/10.1080/13676260600805713, (access 
date:23.03.2018).  

 

 


