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Abstract 

The paper presents results of the research focused on the coexistence of different 

generations of employees. Described in the paper is the importance of selected motivational 

factors and motivational needs fulfilment with respect to different generational groups of 

employees. The research was carried out at the University based on the data collection from 

business practice of industrial enterprises. The analysed data were collected in 2018, the total 

sample consisted of 534 respondents. The respondents were exclusively employees of industrial 

enterprises. Based on the processing, analysis and evaluation of the collected data, it is possible 

to draw some recommendations for the management of industrial enterprises, which has to 

continually face the question of how to approach staff management effectively. The research 

results are based on examination of different preferences of the employees from various 

generations, and they point at the need of taking into account the requirements and needs of 

employees, differentiated according to their age. Respecting these requirements will make 

possible for managers to take into account the specificities of employees of different ages, and 

to indicate the ways of effectively managing the age-diversified workforce.   
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INTRODUCTION AND THEORETICAL BACKGROUND 

Today, different generations of employees are involved in the work, with different labour 

market shares 1. Each generation is characterized by different strengths, skills, experience and 

working habits. This may indicate a huge opportunity for the productivity and performance 2. 

The management concept concerned with creating age-sensitive conditions at organizational 

level in managing work processes in the physical and social environment is known as Age 
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management 3. If business management is aware of the diversity and specifics of individual 

generations, they seek to build beneficial alliances between them, build mutual respect and 

share know-how before their differences could adversely affect corporate culture, reduce the 

motivation for performance of individuals or whole organization.  

The oldest, still productive generation of "baby boomers" (people born in 1946-1960) are 

very loyal, considering work itself to be of the highest value. Work is important to them for 

financial security, not for self-realization or work enjoyment itself 4. They expect their 

experience to be appreciated at work 5. Older workers often have skills and qualifications that 

are difficult to acquire and that form the fundamentals of an organization's human resources; 

however, educational potential development shortages are often considered as one of the risks 

of employing older workers 6. Owing to their experience and know-how, it is advisable to 

involve them in corporate education as mentors, or utilise their experience when creating 

training groups within organizational development programs, and also to consider their 

seniority in career planning. 

Representatives of generations X (born 1961–1980) and Y (born 1981-1995) are 

considered as perseverant and creative. At work, they expect benefits that will help them 

maintain their higher standard of living and increase the efficiency of their work. They expect 

flexible working hours, above-standard education, work with a coach or mentor, and benefits 

such as a smartphone or a car. They expect to be respected, listened to and treated equally. At 

the same time, they expect to have time to devote themselves to their families and hobbies 7. 

Therefore, it is appropriate to build for them an informal working environment with the 

possibility of self-realization and sufficient technological equipment.  

What is more, Generation Y is considered to be highly educated, largely using different 

technologies 8. Members of Generation Y perform best when they can share ideas, because 

they appreciate relationship and friendship. Therefore, they prefer teamwork and possibility to 

ask questions 9, 10. They require constant feedback and the opportunity to discuss the 

meaningfulness of the tasks assigned. They are willing to work hard, even if they do not enjoy 

their task, but await appreciation by the supervisor and the company management for their well-

done job. On the other hand, older generations of "baby boomers" and X are more cautious in 

expressing their views, and they can sometimes take discussions with younger colleagues in 

person. This is related to the natural desire of older people to maintain their influence and desire 

of young people to increase their impact 11. Generation Z (born in 1996–2009) appears to be 

the most independent but also influenced by peers and friends 12, 13. They prefer sufficient 

freedom in their work but also some kind of leadership 14, 15 or mentoring 16. The 

generation gap often appears in the workplace and is perceived as a source of conflicts that in 

fact have nothing to do with the basic generation differences. Any positive or negative 

behaviour exists in people of all ages 11. 

With a well-established know-how sharing system, the older generation is relieved of the 

worries of uselessness, and the younger generation take the value of older generation as well as 

respect to the generated knowledge and experience. And this creates mutual synergy and 

awareness of the benefits of each generation. At present, trends such as mixed working groups, 

multi-generation project teams, mentoring programs, and advising successful older 

entrepreneurs to younger start-ups are proved as very useful.  

MATERIALS AND METHODS 

Within the research project framework determination, the research team specified the 

motivational factors related to work, that can affect the performance of employees, and thus the 

sustainable performance of the company. Based on the known facts and theoretical background, 

we formulated research questions focused on the importance of motivational factors and the 
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degree of needs fulfilment according to employees in industrial enterprises, with regard to the 

differences between various generational groups. 

Research Question 1: How important are particular work-related motivational factors for 

different generations of employees in industrial enterprises? 

Research Question 2:  What is the needs fulfilment level for particular work-related 

motivational factors for different generations of employees in industrial enterprise? 

Research Question 3:  What are the differences between the importance and the needs 

fulfilment of motivational factors with respect to individual generational groups of employees? 

 Empirical data on this issue were obtained by a questionnaire survey. The questionnaire 

was distributed to employees of industrial enterprises in Slovakia in both printed and electronic 

forms. The sample consisted of 534 respondents of different ages, who were divided into four 

generational groups when summarizing the results.  

The questionnaire was focused on the respondents' perception on the importance of 

determined work-related motivational factors and the degree of their needs fulfillment. When 

formulating the questions, 19 work-related factors that can affect both employee performance 

and business performance were defined. Respondents expressed their opinion on the 

importance of the factors and the degree of their needs fulfilment within the 5-degree Likert 

scale (from 1 to 5).  

IBM SPSS 22.0 (Statistical Package for the Social Sciences) was used to summarize, 

process and analyse the collected data. Basic statistical characteristics (mean, median, mode, 

standard deviation) were used to evaluate research results. In order to analyse the collected data, 

we used inductive statistics methods (hypothesis testing, variance analysis and correlation 

analysis). Descriptive statistics tools (basic quantitative characteristics, tables and graphs) were 

used for interpretation of the results.   

RESEARCH RESULTS AND DISCUSSION 

The research sample consisted of employees of industrial enterprises of various sizes, who 

were assigned to four generational groups by age. Table 1 shows the representation of 

individual generations in the sample. The Table shows that the composition within generational 

groups is uneven, but we can say that the composition of respondents corresponds to the 

composition of generational groups on the labour market in Slovakia.  

 

 

The questionnaire contained 19 work-related motivational factors, which the research team 

identified as the basic aspects influencing effective mutual cooperation of employees. For each 

factor, respondents expressed the perceived importance and also the perceived level of work-

related needs fulfilment within the defined scale.  

 

Table 1 The representation of generational groups in the research sample (own 

elaboration, 2020) 

Generation group Absolute frequency Relative frequency (%) 

Baby Boomers 36 6.74% 

Generation X 153 28.65% 

Generation Y 323 60.49% 

Generation Z 22 4.12% 
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Figure 1 Importance of motivational factors and needs fulfilment (own elaboration, 2020) 

 

The Figure 1 shows the average values of perceived importance of motivational factors and 

the average values of perceived needs fulfilment by employees in industrial enterprises 

summarized for the whole sample of respondents. 

We also tested the significance of the difference between the perceived importance and the 

perceived needs fulfilment rate at the significance level of 5% for individual factors. 

A random difference was shown only for the factor of “personal contact with other people” 

(probability p = 0.3684) and for the factor “to bear responsibility” (probability p = 0.0707). 

As can be seen from graphical interpretation of results (Figure 1), less important 

motivational factors (average value of the importance is less than 3.5) for all employees are 

personalized working time (the possibility to choose hours or days you work), work without 

haste (work that does not need to be chased), extra vacation days and prestige. 

Then, we focused on the working factors, which the respondents identified as the most 

important, and rated them as the most important. 

Table 2 shows six motivational factors that are considered by all as well as individual 

generations to be the most important. The most important motivational factors are ranked in 

descending order. 

Afterwards, we identified the most important motivational factors (Table 2). We could 

compare the importance of the motivational factors with the perceived level of needs fulfilment 

in relation to their work from the perspective of various generational groups. 
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Table 2  The most important motivational factors according to generations of employees 

(own elaboration, 2020) 
All Generation Baby Boomers Generation X Generation Y Generation Z 

Motivational factor/  

                        Rating 

Motivational factor/ 

                    Rating 

Motivational factor/ 

                      Rating 

Motivational factor/ 

                        Rating 

Motivational factor/ 

                       Rating 

relations with 

colleagues           4.49 

relations with 

colleagues        4.47 

relations with 

colleagues         4.54 

relations with 

colleagues           4.45 

relations with 

colleagues           4.68 

satisfactory work 

                             4.41 

satisfactory work 

                         4.36 

satisfactory work 

                           4.44 

personal development 

                            4.44 

satisfactory work 

                           4.68 

security of 

employment       4.37 

security of 

employment     4.33 

security of 

employment       4.40 

satisfactory work 

                            4.38 

security of 

employment       4.45 

personal 

development       4.30 

teamwork            

                         4.19 

teamwork            

                           4.35 

security of 

employment        4.36 

relations with 

supervisors         4.36 

teamwork             

                             4.29 

relations with 

colleagues        4.19 

management style 

                           4.33 

teamwork 

                            4.28 

satisfactory income 

                           4.32 

satisfactory income 

                             4.28 

self-realization      

                         4.17 

satisfactory income 

                           4.31 

satisfactory income 

                            4.28 

management style 

                           4.32 

 

Relations with colleagues (Figure 2) are considered by all groups of generations as the 

most important. The youngest generation perceives their needs fulfilment from this aspect at 

the highest level, while the post-war generation (Baby boomers) as the lowest one. This may 

be caused by a lack of appreciation of their experience and knowledge by other (maybe 

younger) colleagues. 

Satisfactory work (Figure 3) - this factor is the most important for Generation Z. The 

degree of needs fulfilment related to this factor is approximately the same for all generations. 

  
             Figure 2 Relations with colleagues                                  Figure 3 Satisfactory work  

 

Security of employment (Figure 4) - the differences between the importance and the needs 

fulfilment of this factor are almost the same for all generations. Respondents from the Baby 

Boomers generation are least satisfied with fulfilling the job security needs; perhaps they feel 

threatened at work owing to their age. 

Personal development (Figure 5) - based on the research results, this factor is considered 

to be the most important for Generation Y, but there is a significant difference between 

importance and degree of their needs fulfilment. The greatest difference between the 

importance and the degree of needs fulfilment in the field of personal development is also 

evident in Generation X and Generation Z. We can say that this is also because the 

representatives of Generation Y consider this factor important, as most of them perceive not to 

be at the peak of their careers. Members of all generations seem to be not satisfied with their 

personal development opportunities. The smallest gap between this factor importance and its 

needs fulfilment was manifested by Generation of Baby Boomers. 
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             Figure 4 Security of employment                                   Figure 5 Personal development 
 

The independent Global Study Workforce 2020 carried with the support of SAP and 

prepared by Oxford Eco Oxfordnomics suggests that many organizations fail to work with their 

human resources. They do not offer enough trainings in modern techno-techs, they do not 

develop talents and they are not able to ensure the meaningful transfer of knowledge among 

employees 17. According to our research results, the needs fulfilment connected with personal 

development, the lowest level of its importance was demonstrated by Generation Z. We assume, 

that this is related to the fact that this generation is just entering the labour market and most of 

them are still in intensive process of personal development. 
 

  
                        

                       Figure 6 Teamwork                                              Figure 7 Satisfactory income 

  

Teamwork (Figure 6) - it is interesting to note that the difference between this factor 

importance and level of needs fulfilment decreases from the oldest generation to the youngest 

generation Z, which perceives the level of fulfilment at the highest level compared to other 

generational groups. 

Satisfactory income (Figure 7) - All generations perceive the importance of this factor 

almost equally, but the least importance was demonstrated by the Baby Boomers. All 

generations have shown a significant difference between the importance and the degree of needs 

fulfilment of this work factor. Regarding the rate of needs fulfilment connected to satisfactory 

income, the largest one was demonstrated by Generation Z, and the lowest one was 

demonstrated by Baby Boomers. 

Although comparison of generations brought interesting results, exploration of generations 

has its limitations. Constanza et al. agree that consensus regarding the annual intervals 

characterising individual generations/generation groups is quite limited. It also applies to the 

important shared experience characterising certain generation and its behaviour, as well as to 
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the shared characteristics typical for individual generations, and the kind of behaviour resulting 

from the above-mentioned individual differences 18.  

Also, some results suggest that generation differences are not the only factor influencing 

work attitudes; other factors comprise the national context and the life phase 19. In any case, 

coexistence of different generations of employees is a challenge for employers. Only the 

employers who understand the importance of managing the age diversity in today's workplace 

can maximize the strengths of the employees’ age diversity of the 20.  

CONCLUSION  

The aim of the presented research was to identify the factors that can positively or 

negatively affect cooperation or coexistence of employees of different generations in industrial 

enterprises. Presented results of the conducted research enabled the authors to recognize the 

defined work-related motivational factors the employees from various generations consider to 

be the most important, and how they perceive the level of their needs fulfilment in their 

organization in their current job position.  

Based on empirical research, we can conclude that despite the differences between various 

generational groups, the relationships with colleagues are the most important for all 

generational groups. In addition to this important social aspect related to the social needs of 

people and in term of employment, employees from various generational groups perceive 

satisfactory work, security of employment, personal development, teamwork and satisfactory 

income as most important.  In this paper, we focused in more detail on the factors that are 

perceived as the most important for employees in industrial enterprises. Subsequently, we 

compared the importance of these factors and the degree of needs fulfilment connected to these 

factors perceived by various generational groups in industrial enterprises in the Slovak 

Republic. Based on the results, we can conclude that the basic precondition for promoting inter-

generational cooperation in organizations is, above all, the willingness to work with differences 

between generations and respect for their different life stages. Also important is the 

strengthening of mutual respect in the field of experience, values and attitudes and, in general, 

promotion of social tolerance. Understanding the generations, their preferences, values and 

attitudes can help managers to streamline approaches to their employees. Management of 

organizations should aim not only at ensuring the business performance, but also at creating 

conditions for positive coexistence of various generations. 
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