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Abstract  

Changes are considered essential to every industrial enterprise since changes are 

unavoidable part of the existence and management of all types of organizations. It can be seen 

that, comparing to the past, variety of changes in organizations is increasing, increases their 

frequency, and the speed with which they need to be implemented. Appropriate chosen and 

applied management practices can help to manage the implementation of changes in the 

organization and employees to perform their work without growing concerns over changes. 

The aim of the paper is to present the results of research aimed at identifying the degree of 

conservatism and progressivism in attitudes towards change with respect to different 

generational groups of employees. A questionnaire method was used to collect data. The 

research sample consisted of employees of industrial enterprises and employees working in the 

public sector with a total of n = 79. Quantitative statistical methods and thought processes 

were used to process and interpret the obtained data. Processing of collected data was done in 

Microsoft Excel.  

Key words 

Generational groups, conservatism, progressivism, employees, change 

mailto:zdenka.babelova@stuba.sk
mailto:kristina.koltnerova@stuba.sk
mailto:augustin.starecek@stuba.sk
mailto:xmichalikovam@stuba.sk
mailto:xhudecovab@stuba.sk


DOI 10.2478/rput-2019-0039 35 

 

INTRODUCTION 

Due to the increasing frequency of changes in organizations, change management has 

ascended in managerial work. Managers therefore need to be prepared to suggest and implement 

solutions for incoming changes as a permanent and constant part of business management. In a 

world of increasing turbulence, including unpredictable and terrifying change, the 

consequences of errors during implementation are very disturbing [9]. 

 Changes may follow on natural progress, or arise as a response to factors influencing the 

functioning of the organization. These factors can act within the organization, but also descent 

from external environment. External environmental factors can be influenced indirectly, for 

example through the results of organization. The factors of the internal environment can usually 

be positively influenced by appropriate management interventions. 

When implementing changes, enterprise managers need to take into account all the factors 

and how they contribute or hinder the implementation of changes in organizations. It is also 

necessary to take into account the impact of human factor on change implementation. Changes 

in the organization cannot be implemented without the support of people working in the 

organization. As individual employees approach to the change, it is related to their personal 

characteristics and differences between individuals [5]. Every impulse about change is assessed 

by people from two sides, rational and emotional. The emotional aspect of change perception 

affects how one logically adduces reasons for change, the need and importance of change from 

the logical and rational (cognitive) point of view [13]. Personal characteristics influence the 

person's ability to accept changes, also. 

Adaptability, e.g. is the ability of a person to adapt to the environment. This ability is 

different for each person. People have different innate assumptions to accept changes. 

Adaptability depends on personality assumptions and is also determined by social conditions 

that satisfy the individual's social needs [7]. 

  Another characteristic can be the degree of conservatism. Conservative people are those 

who like continuity, adhere to customs and traditions, believe in moral order, are careful and 

cautious, restrained and faithful to their principles. Opposite to conservative can be found in 

various terms, such as radical, liberal, nonconservative, non-traditional, open-minded, 

unconventional, innovative, evolutional, etc. For the purpose of presented research and the 

submitted paper, the authors decided to use the term progressive in the sense of tendencies 

towards progress, perception of the need for change and development as the opposite of 

conservatism. Conservative people feel with their body and soul that the good must be seen in 

what was proven, what was verified. They adhere to old customs and traditions also for that 

reason.  The level of conservatism varies with age, so evenly it grows with age [2]. From this 

point of view, it is advisable to take into account how affiliation to a particular generational 

group affects attitudes to changes of their members. 

People born in a relatively same period of time are collectively qualified as generations. 

Due to members of one generation entered life in the same historical and socio-technical period, 

their personality and development was influenced by a similar socio-cultural environment. 

Thus, members of one generation are people who are close to age but also to values, interests, 

goals, attitudes, needs, preferences, etc. Currently, there are several different generations of 

employees in the labour market. From the labour market, the generation of veterans, even 

named the "silent generation" born before 1945, has almost disappeared. People born between 

1946 and 1960, sometimes referred as "baby boomers," are considered as post-war generation.  

They are followed by generation X, born in 1961-1980, generation Y born in years (1981-1995) 

and generation Z, born in 1996-2009, already entering the labour market. The youngest 

generation born since 2010 is known as the generation Alpha [15]. However, there is no 

absolute consensus among scientists and practitioners when limiting the birth years of 
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individual generations [17]. What is more important, members of each generation manifest 

certain characteristics that are common to them and may be different for different generations 

of employees. 

Members of generation of veterans are considered as conservative and disciplined. 

Employees of generation „baby boomers“ are usually described as more productive and 

reliable, but less adaptable, less flexible, and relatively resistant to change, innovation and to 

learning new technologies, and to doing new tasks [1, 6, 8]. For the generation of baby boomer’s 

technology was an incredibly distant notion, changes evoked resistance, and the ideal career 

model was to strenuously climb in the hierarchy of an organization to the top [11]. 

Generation X is demonstrating loyalty and a willingness to take on a heavy workload. 

Despite their growing influence and responsibilities at work, members of generation X are most 

overlooked for promotion and have been the slowest to advance. While their advancement rate 

is slower and their teams larger, generation X remain loyal employees [12]. The generation Y 

is more affluent, more technologically savvy, better educated, and more ethnically diverse than 

any previous generation. They’re always looking to develop new skills and embrace a 

challenge. They strive for success, and therefore measure that success in terms of what they 

have learned and the skills they have developed from each experience. Generation Y often takes 

longer to find stable careers and settle into lifelong relationships. Though generation Y often 

take longer to emerge into the professional world, they are more likely to obtain graduate 

degrees than previous generations because of their high regard for education [14]. 

The Z generation is currently represented on the labour market only in a very small number. 

People from generation Z use IT devices, social media and mobile phones actively [16]. As 

generation Z was born into the world of technology and they feel good in that world, thus it is 

primarily important for them to be surrounded by that environment.  

The new generation, employees from generations Y and Z treat changes as a desirable 

element of their lives, like changes and during their work they look for solutions that would 

enable their efficiency increase [11]. 

Generation Z and Y, who typically judge themselves more positive than the older age-

groups judged them. They performed better (than the older generations) mainly in the field of 

IT and in activities which require creativity or innovation. The above-mentioned generations 

do not like monotony, individual activities, marketing and they also performed poorer in the 

field of administration [3].  

These generations have different representation extent in labour market. They coexist, 

interact, collaborate, and influence each other. Therefore it is useful for managers to know how 

the generations react to changes that are necessary to keep businesses competitive. 

MATERIALS AND METHODOLOGY  

The main aim of the research was to identify the extent of conservative and progressive 

attitudes towards changes with respect to different generational groups of employees. 

 

In order to define the research framework, the following research questions have been 

formulated, based on professional and scientific knowledge of authors and the need to explore 

the area of sustainable human resources management with a focus on generational differences. 

RQ1: What is the self-assessment of respondents of the degree of conservatism and 

progressivism in the attitudes to changes with respect to individual generational groups of 

employees? 

RQ2: What is the self-assessment of respondents as conservative and progressive in the 

private and public sector? 

RQ3: What are the respondents' attitudes to changes in work and personal life? 
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The research method was a questionnaire as one of the most commonly used methods in 

research [4]. The questionnaire consisted of three parts, the first part of which focused on the 

demographic data of respondents and self-assessment as conservative or progressive in the 

attitudes to changes. Following, second part of the questionnaire focused on attitudes to changes 

in working life. How respondents perceive the changes, how they approach them, how they 

participate in them, and what changes represent for them. Last, the third part of the 

questionnaire was focused on attitudes towards changes in the personal lives of respondents. 

The questionnaire contained open-ended and closed-ended questions, scale questions were 

used to identify the views and attitudes of respondents. Respondents expressed their attitudes 

to changes on the evaluation scale. For the ranking scale on which respondents expressed their 

views and attitudes was chosen Likert's 5 degree ranking scale: 1-least agree and 5-most agree. 

The purposive sample (research sample) was selected according to the purposive sampling 

of respondents. The criterion of selection for research was the permanent employment 

relationship for all respondents. Descriptive and quantitative statistical methods (absolute and 

relative frequencies, histograms, pie charts and tabular analysis) were used to evaluate the 

collected data and to interpret the results. Fundamental thought processes, such as analysis, 

synthesis, abstraction, concretization, induction, deduction, analogy and comparison, were also 

used in the research.  

RESEARCH RESULTS  

The number of respondents participating in the questionnaire survey was 79. The 

requirement for completing the questionnaire was that respondents are permanently employed. 

Respondents were employed in the private sector or in public sector at different levels of 

management. In Figure 1, we can see the distribution of respondents in selected generational 

groups of employees. 

 

Figure 1 Distribution of respondents by generational groups (source: own elaboration, 2019) 

 

In Figure 1, it can be seen that largest group in the research sample represent respondents 

assigned to the Y generation who accounted for up to 46 % (36 respondents). The second largest 

group of respondents was is represented by the generational group X, which accounted for 35 

% (28 respondents). X and Y generation currently represent the majority in the labour market 

in the Slovak Republic. The number of respondents by sector they operate in, is 41 % (32 

respondents) from public sector and 59 % (47 respondents) from the private sector. 

Based on the answers of respondents, the authors interpreted the research questions. The 

first research question was: RQ1: What is the self-assessment of respondents of the degree of 

conservatism and progressivism in the attitudes to changes with respect to individual 

generational groups of employees? The results, divided by generational groups, can be seen in 

Figure 2. 
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Figure 2 Attitudes toward change according to different generational groups  

(source: own elaboration, 2019) 

 

Figure 2 shows the results of self-assessment of respondents as either conservative or 

progressive in percentage. As can be seen in the figure, only the respondents belonging to the 

X generation are considered themselves predominately as conservative. Generally, the Y 

generation members rated themselves predominately as progressive. It can be seen from the 

research results that the oldest and youngest generation surprisingly showed a similar self-

assessment as progressive and conservative in the approach to change. This fact could also be 

caused by the fact that both generations had a smaller proportion of respondents comparing the 

proportion of respondents from the X and Y generations. 

Based on the second research question: RQ2: What is the self-assessment of respondents 

as conservative and progressive in the private and public sector? we proceeded to its statistical 

interpretation. In Figure 3, we can see the results for the second research question. 

 

Figure 3 Attitudes toward change in public and private sector (source: own elaboration, 2019) 

 

Differences in the self-assessment of respondents as conservative or progressive in 

percentage, in terms of whether they are employed in the public or the private sector, can be 

seen in Figure 3. In public sector, the ratio of self-assessing staff as conservative and 

progressive is fairly balanced, but in private sector we found out that nearly ¾ of the 

respondents rated themselves as progressive, and more than ¼ of those surveyed were 
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considered conservative. The results may naturally be influenced by the fact that employees in 

public sector prefer administrative work and seek employment security, while people in the 

private sector are more likely to manage change and insecurity. 

At the end of the analysis, we proceeded to the interpretation of the last research question: 

RQ3: What are the respondents' attitudes to changes in work and personal life? Statistical 

evaluation was processed with differentiation of various generational groups of respondents. 

 

 

Figure 4 Attitudes toward change in work and personal life (source: own elaboration, 2019) 

 

Differences in attitudes toward change in work and personal life are shown in figure 4. The 

first column shows the attitudes to changes in personal life. Following column represents 

attitudes to changes in the work. The last column represents how respondents consider 

themselves as conservative or progressive. 

The general opinion of the baby boomers generation was not proved, as more than half of 

the respondents considered themselves progressive, which was also proved in working life. 

However, according to private life, ¾ of the respondents have a conservative view on changes. 

Respondents allied to the X generation tend to be conservative. Research has shown that this 

generation has roughly the same number of progressives and conservatives in working life. 

However, in private life, the majority of respondents are classified as conservatively minded. 

The view of changes by the Y generation members generally is consistent with the view of 

changes in working life. Again, it was confirmed that ¾ of them are conservative in private life. 

In Generation Z, their general self-assessment and opinion on changes in work have been 

confirmed, but in private life the vast majority of responds was surprisingly conservative. 

DISCUSSION AND CONCLUSION  

Change is an integral part of the existence of every company. Because of the need for 

sustainability, stability and change should be in some dynamic balance in the long run. In order 

to successfully implement necessary changes in organizations, it is important to know 

employees´ attitudes to changes and implement them with respect to individual attitudes, 

opinions and responses to changes that may be caused by individual or generational differences. 

The attitudes are specific in that if, then only slowly, they are subject to change and are 

mainly influenced by past experience. They manifest themselves in the behaviour of 

individuals, in their approach to concrete, specific situations. Because the portion of each 

generation on labour market will change over time, increases the importance of exploring how 
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individual generations and their co-existence affects changes in their attitudes, even their 

attitudes to the changes.  

Based on the research, the authors of the paper identified that the baby boomers are much 

more progressive than conservative in their working lives. This may be due to the fact, that the 

demands on employees in the workforce development require flexibility and increasing 

adaptability to changes and therefore they must adapt to it. The changing attitudes towards 

changes in working life in the older generation affects the increasingly late retirement, also. 

An interesting finding was that, compared to other generations, assessment of the X-

generation itself as predominantly conservative. The members of generation X may be more 

careful because generation X has been through many changes and has experienced them. For 

example, as Martin and Tulgan confirm, paradoxically, despite reputation of generation X as 

change resisters, many members of this generation became true change masters of the 

workforce. If they seemed sceptical about a new idea, it might be because they were 

remembering that - what was a new idea many years ago, appeared as new idea again after some 

years. Their institutional memory remains an invaluable compass through today’s minefield of 

constant change. They know, that to understand the new, you must study the old [10]. 

In general, however, it cannot be said that members of the X generation are clearly 

conservative. As stated Kane, many members of generation X saw their parents lose hard-

earned positions. As a result, they tend to be less committed to a single employer. They're more 

willing to change jobs to get ahead than previous generations. They adapt well to change and 

are tolerant of alternative lifestyles. Generation X is ambitious and eager to learn new skills, 

but they like to accomplish things on their own terms [8].  

For generation Y, the prevalent progressivism in self-assessment and attitudes to changes 

in working life has been confirmed. They have signified a higher degree of conservatism in 

private life. 

Another interesting finding was that the Z generation is significantly conservative in 

personal life. This may be due to the fact that they were influenced by the older generations, 

which members were careful to respect the traditions, and thus also influenced them. Findings 

of presented research shall allow management of organizations to manage change management 

more effectively and overcome individual resistance to change. In further research, the authors 

of the paper intend to focus on what is most worrying about change for each generation. 

Knowing these reasons can point out to management what is important to emphasize when 

communicating the necessity of implemented changes and eliminating the unjustifiable fears of 

changes.  
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