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ABSTRACT

The article deals with the evaluation of university graduates’ attitudes towards job characteristics
based on their generation. Research shows that the attitudes of individuals in the labor market are
currently changing. However, the question is to what extent this change is related to the entry of
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a new generation or to what extent generational affiliation plays a role in the different attitudes of
individuals in the labor market. Therefore, the aim is to test the proposition whether the age of a
graduate, respectively his / her affiliation to the generation X, Y or Z affects attitudes towards job
characteristics. The partial goal of the article is to identify the main attitudes of searched generations
to employment, the second partial goal is to identify attitudes to the evaluation of the benefits of
university study in relation to employment. This paper evaluates data from the case study of a
selected business university. The return rate of primary survey was representative for the graduates
of the case university. The results obtained were statistically tested. Analysis of differences between
age and selected factors was used. The analysis showed statistically significant differences between
members of generation X, Y and Z in all investigated factors.
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Highlights

The paper brings empirical validation of generational theory, examining influence on generation X, Y and Z.

Statistically significant differences were confirmed between members of generation X, Y and Z in attitudes toward job
position.

Higher education plays important role in shaping the requirements on graduates’ abilities in current work environment.
Adoption of multi-group analysis informed how generation influence employee attitudes.

INTRODUCTION

Currently, there are significant changes in the labor market.
These changes are related not only to the COVID-19
pandemic but according to some authors (e.g. Gadomska-
Lila, 2020, Yogamalar and Samuel, 2016; Becton, Walker
and Jones-Farmer, 2014) mainly to the generational change
of the workforce. According to research, generational
differences are shown mainly in attitudes (Anderson et al.,
2017, Becton, Walker and Jones-Farmer, 2014), but also in
competencies and experiences (Gadomska-Lila, 2020). But
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is a change in attitudes to employment really only the result
of a generational change? Does it play a primary role for the
baby boomers to retire and the new Z generation to enter the
market? What role does education play in attitudes?

Generation Z has completely different wishes, visions and
requirements than members of previous generations. On
the other hand, the same evaluation of the new generation
appeared in the evaluation of members of generation Y,
entering the labor market and before it was mentioned
regarding members of generation X and previous generations
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(Campbell, Twenge and Campbell, 2017). The issue of
changing attitudes towards employment thus comes to the
forefront of scientific interest. Indeed, research shows that
belonging to a certain generation plays a significant role in the
attitudes of its members (Campbell, Twenge and Campbell,
2017; Gadomska-Lila, 2020). To understand the attitudes held
by individual generations, it is necessary to understand what
attitudes are prevalent for individual generations (Gadomska-
Lila, 2020). It is the sharing of common values and attitudes
that is considered an integrative and motivating factor within
the organization, and recognizing employee values becomes
a key prerequisite for retaining employees in an organization
and for increasing work performance of individuals and groups
(Gadomska-Lila, 2020). On the contrary, different values
often cause conflicts and may possibly lead to a reduction
in the effectiveness of teamwork and demotivation. Yi et al
(2015) mention that generational differences in values and
attitudes can be viewed both globally and from the point of
view of individual cultures.

This article focuses on the comparison of attitudes and
approaches of university graduates in relation to employment
for members of generations X and Y, which are the most
numerous in the labor market, and members of generation
Z, which is the emerging generation. Numerous researches
focus on the relationship between age and employability
(Raemdonck et al., 2015). However, Krahn and Galambos
(2013) report that although this number of researches
concerning differences in the evaluation of employment
factors and different values between generation X, Y and
generation Z, this area still needs further investigation. In
assessing generation differences, employers need to focus
primarily on members of the X and Y generations, as they
are the two largest generations active in the current labor
market (Glazer Mahoney and Randall, 2019) and generation
Z, which is entering the job market.

Research shows that people of different generations have
different attitudes and different job requirements (Yi et al,
2015; Mavromaras and McGuiness, 2012 The aim of the
article is to test the proposition whether the age of a graduate,
respectively his / her affiliation to the generation X, Y or Z
affects attitudes towards job characteristics. The partial goal
of the article is to identify the main attitudes of searched
generations to employment, the second partial goal is to
identify attitudes to the evaluation of the benefits of university
study in relation to employment. The data were obtained by
a questionnaire survey among members of generations X, Y
and Z.

Theoretical Background

This chapter introduces generations X, Y and Z their approach
to work and their requirements for a work position, respectively
preferred job placement are presented with respect to the
factors, which are related to the main identified differences
between generations. The differences identified in this chapter
will be used for the evaluation of results and discussion of this
article. Because the article deals with the issue of employment
of generations X, Y and Z it is therefore necessary to specify
the term generation. Generation is a group of people born in
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the same time period, growing up in the same conditions and
influenced by the same historical, economic, political and
other circumstances (Campbell, Twenge, and Campbell, 2017,
Yagamalar and Samuel, 2016, Shragay and Tziner, 2011).

The generation cohort theory is based on the assumption that
the same period of birth determines that people experience
the same social changes and have similar experiences during
childhood and adolescence, which then shapes the whole
group and causes a consensus in their views, attitudes and
behavior. (Campbell, Twenge, and Campbell, 2017; Yagamalar
and Samuel, 2016; Lee and Haley, 2020). An interesting fact
in this context is that members of different generations often
interpret different periods of life in different ways, although all
phases of life go through all people, such as starting the first
job, leaving school, etc. (Lee and Haley, 2020). Subsequently,
it is necessary to define the investigated generations.
However, it can be perceived as a problem that different authors
differ in determining the time span of individual generations.
As a result, individual generations overlap in places, and
defining differences can be misleading. It is, therefore,
necessary to begin by asking whether these are really only
generational differences or whether these differences are caused
or significantly affected by changes in the living and working
conditions of the individuals concerned. In this context, it is
possible to mention the assumption that an individual’s views
can be influenced both by belonging to a certain generation
and by his / her age (Lyons and Kuron, 2013; Lyons, Scheitzer
and Ng, 2015). However, the theory of generations is based on
the assumption that the dominant factor is the year of birth of
an individual (Lee and Haley, 2020; Rani and Samuel, 2016;
Lyons, Scheitzer and Ng, 2015).

Periods of generation X and Y and Z
Generation X

Generation X is the generation of people born after the
generation known as Baby Boomers (post-war generation). Its
timing is not entirely clear, for example, Kopecky (2013) states
that it includes individuals born between 1964 and 1975, but
Krahn and Galambos (2014) rank it between 1970 and 1980.
Other authors such as Kuron et al. (2015) uses period between
1965 and 1979, Gurau (2012) means years between 1961 and
1979, Gadomska-Lila (2020) includes years 1965-1979. This
generation is often referred to as the Sandwich generation. This
article defines the years 1964—1975.

Generation Y

Generation Y is the generation following generation X. Malik
and Khera (2014) include years between 1981 and 2000; Petro
(2013) also mentions 1981 to 2000; Schultz and Schwepker
(2012) classify this generation in 1980 to 1993, Gurau (2012)
classify it between 1980 and 1999; Kopecky (2013) ranks it
in the period 1976 to 2000. In contrast, Ng and Jonson (2016)
mention the years 1980-1995, Gadomska-Lila (2020) includes
the years 1980—1995 etc. This generation is often referred to as
the Millennials (Lyons and Kuron, 2014).

In this article, generation Y is defined between the years 1976
and 1995.
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Generation Z

Generation Z includes individuals born in the digital age who
are used to the interconnected world of social networks and
the Internet, where they spend a large percentage of their
time. Internet and social networks are also their main source
of entertainment. They emphasize multiculturalism and
individualism, are self-confident, empathetic and inclined to
self-esteem. They tend to prefer fast action rather than accuracy
(Moravcova-Skoludova and Vigkova, 2018; Blaha, Horvathova
and Copikova 2016). Generation Z, like other generations, is
defined differently by different authors. Moravcova-Skoludova
and VI¢kova, (2018) or Blaha, Horvathova and Copikova (2016)
define it between the years 1996-2010, but Schroth (2019)
states the range of 1997-2013. Generation Z is a generation
that can be described as a digital generation, sometimes even
called e-generation. This is a generation that has been spending
time on social networks since their childhood. Generation Z
has been using social networks as primarily communication
channel (Bencsik, Horvath-Csikés and Juhasz, 2016).

Within this article, generation Z is defined as the years 1996—
2010.

Based on the above information, it is, therefore, possible to
present the generations that are the subject of the study as
follows in Table 1.

Generation Period

Generation X 1964-1975
Generation Y 1976-1995
Generation Z 1996-2010

Table 1: Generation division (source: own processing based on
Blaha, Horvathova and Copikova, 2016; Kopecky, 2013)

The Table 1 introduces that while members of generations X
and Y are all at the age that places them in the positions of
active participants in the labor market, some individuals from
generation Z are still in their childhood and in the labor market
we can meet this generation in their age between 18 and 25,
i.e., individuals at the very beginning of their working career.

The Attitudes of generation X, Y and Z to Employment

Each generation has its values and attitudes to employment.
Their identification is important for employers who want to
achieve the alignment of employee values with the values
of the organization, to achieve greater efficiency of the
organization and be able to stabilize its personnel. Knowledge
of these attitudes will also lead to the elimination of possible
conflicts of attitudes between individual generations (Yi et
al, 2015). Generational differences between employees are
a major challenge for managers, especially when it comes to
attitudes (Benson and Brown, 2011). According to Horvathova
and Copikové (2015), there are several differences between the
views of those generations on employment. It can be stated
that values express a specific relationship of an individual
to persons, things and situations. The level of which is the
attitude of favor or adversity, desire or rejection or love and
hate. Each individual has his / her own individual system of
values which is made up of values that the individual considers
important. What is important to one may not have value to
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another. Likewise, the evaluation of values differs in terms of
significance and importance. Attitudes are formed based on
our values (Gadomska-Lila, 2020). Attitudes towards work
are influenced by the importance the individual attaches to his
work and how he understands company values. Related to this
is the fact that if there is a harmony between the individual
values of the individual and the company’s values, as part
of the company’s culture, there is an increase in motivation,
commitment and loyalty of the employee (Yogamalar
and Samuels 2016). Students’ attitude towards job and
employment usually depends on the individuals” value of his/
her job and thus it is necessary to understand each employee
or potential employee’s values. Examples of different attitudes
to employment and emerging positions include access to
work-life balance, career development opportunities, financial
rewards, participation in decision-making, etc. (Anderson
et al., 2017). However, differences also appear in the very
approach to work, the way of communication and the whole
world. Benson and Brown (2011) found that generation X is
less satisfied with their jobs compared to previous generations.
In their research Bencsik, Horvath-Csikos and Juhasz (2016)
then emphasizes that members of generations Y and Z tend to
evaluate themselves far more positively than older generations.
If we were to generally assess what is important for individuals
in relation to employment, regardless of generation, we would
have to list a range of factors, including the ability to learn
and develop, the ability to participate in decision-making,
work-life balance, the opportunity to apply innovation and
independence, friendly environment and good working
relationships, diversity and cosmopolitan nature of the team,
work that is a challenge and that is in the field studied, the
amount and setting of wages or a wide range of benefits
(Snydrova, Vnouckova and Snydrova, 2019; Donia and
Tetrault Sirsly, 2016; Jones, Willnessan and Madey, 2014;
Rampl 2014, Rupp et al., 2013). However, the evaluation of the
significance and order of individual factors from the point of
view of individual generations differs. Generational differences
between career goals and expectations of generations X, Y and
Z are considerable (Deloitte, 2020; Ismail et al., 2016; Turner,
2015).

While the generation X perceives financial rewards as a value,
i.e., it is the goal of their job, the generation Y sees it as a way
to fulfill their desires and goals (Horvathova and Copikova,
2015). Financial remuneration is more important for generation
X than for generation Y. Generation X also considers the
employer’s importance of a good atmosphere, the possibility
of continuous improvement, or the stability of employment
(Gadomska-Lila, 2020; Horvathova and Copikova, 2015).
The younger generation prefers social values and emphasizes
attractivity and fun in their job and the benefit to society
(Twenge et al, 2010; Ferri-Reed, 2010). Generation Y also puts
more emphasis on non-financial remuneration than generation
X. Generation Y needs change, and this generation changes jobs
once there is an interesting opportunity (Twenge et al. 2010).
Millennials expect a faster career shift than the older generation
and tend to seek out employers that enable it (Saba, 2013).
Millennials further have higher expectations and demands for
different career options (Lyons and Kuron, 2014). On the other
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hand, it is worth mention that there is an overall shift in the
view of career development. Although the traditional concept
of career in terms of vertical development still prevails,
many employees prefer horizontal career, towards deepening
responsibility or changing positions or disciplines (Kirovova,
2011). Especially members of the generation Y are considered to
be motivated by job flexibility and interestingness of work and
prefers the possibility of competency development (Kirovova,
2011). Research shows that ambitions represent the deal-
breaker for Y generation. Ambitions play also a significant
role in career evaluation (Judge and Kammeyer-Muelle,
2012; Spurk and Abele, 2011). Members of this generation
are motivated to stay and work for current employer only
if they are allowed to enter a higher level in organizational
structure, into management and develop their career and to
be able to get a rapid shift in the career. The other following
areas are primarily assessed: wage / salary, job position and
prestige (Judge and Kammeyer-Muelle, 2012; Spurk and
Abele, 2011). Furthermore, the possibility of development,
fulfillment of personal interests or fair treatment is important
for them (Gadomska-Lila, 2020).

Members of the Z generation approach to employment even
more specifically, as they choose a job position or career only
according to their interests and do not reflect the requirements
of other people (Bencsik, Horvath-Csikds and Juhasz, 2016).
This attitude shapes their view of the world they want to
change, they are called the first completely global generation
(Iorgolescu and Samuels, 2015). On the other hand, they are
less optimistic than previous generations when looking at
the labor market and their employment (Bencsik, Horvath-
Csikds and Juhasz, 2016).

Like members of generation Y, members of generation
Z prefer home offices and place even greater emphasis on
the possibility of using digital technologies in working life
(Delloitte, 2020; Bencsik, Horvath-Csikds and Juhasz, 2016;
Gursoy, Geng-Quing Chi and Karadag 2013). Stability and
adequate financial rewards are also important aspects for
generation Z (Deloitte, 2020; Bencsik, Horvath-Csikos
and Juhasz 2016). They constantly need new impulses and
challenges, which is also confirmed by Kubatova (2016),
who mentions in her research that a large percentage (almost
4) of members of the Z generation see their career in their
own business. They are looking for a job where they could
show their independence, but at the same time, they like
working in a team (Gadomska-Lila, 2020; lorgolescu and
Samuels 2015). They are able to work on multiple tasks at
once, which they take for granted. To define their preferable
employment, it is important to mention: development
opportunities, maintaining appropriate work, a pleasant
atmosphere, freedom, a sense of recognition, work-life
balance (Gadomska and Lila, 2020 Iorgolescu and Samuels
2015).

However, Kunze, Boehm and Bruch (2013) mention in their
research on age stereotypes that it is necessary to take into
account individual preferences in career settings and goals
because this is a highly individual area. Authors also note
that research has shown a more positive approach to change
among older workers than younger workers.
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Attitudes to the contribution of university studies in
relation to employment

According to research, the main benefit of studying at
a university is the possibility of a better job in connection with
a higher position and a higher salary (Vnouckova, Smolova and
Depoo, 2019; Fryer et al, 2016). Fryer et al. (2016) cite other
reasons associated with the desire to achieve higher education,
including the desire for wealth and material security, the
desire to acquire or deepen knowledge and skills, or to obtain
auniversity degree. In his research, O’Leary (2017) also points
to significant differences between the generations in assessing
the benefits of higher education.

In connection with the growing interest in tertiary education, it
is necessary to mention that the number of university graduates
is growing in the Czech Republic, which is positive, but at the
same time, the number of jobs suitable for university students
is not growing, i.e., places where they could make full use of
knowledge at university, which is a negative factor (Zelenka,
2019).

Thus appears an interesting phenomenon when the university
degree has become almost a necessity to be able to get
a valuable job, but, on the other hand, it is often required in
positions that do not correspond to university knowledge
by their nature (Mavromaras and McGuiness, 2012). The
term Overeducation is thus becoming increasingly common
(Marsikova and Urbanek, 2015). This is also associated with
a lower financial remuneration of these positions, respectively
of those employees who hold them (Salahodjaev, 2015,
Mavromaras and McGuiness, 2012). In some cases, there is
a paradoxical situation where graduates hold positions that
require neither knowledge which they have acquired during
their university studies, nor a university degree (Sanchez-
Sanchéz and McGuiness, 2015). Koucky and Zelenka (2011)
in their research mention a weaker or missing relationship
towards occupied job positions or fields of employment by
current graduates in the Czech Republic. Zelenka (2019) states
that some individuals hold positions that do not correspond to
the field of study and therefore the employee will not use the
acquired knowledge and skills.

MATERIALS AND METHODS

The article consists of a theoretical introduction, which was
elaborated on the basis of an analysis of scientific articles
and publications. Publications and articles were searched
electronically using keywords such as age, age group, attitudes,
generation X, Y and Z, graduate, labor market, job placement,
etc. The questionnaire focused on attitudes of graduates in
case business university towards work conditions, work
environment and conditions of job position. The survey had
31 questions and was composed of multiple-choice questions
and open questions. The loadings of responses were binary
or qualitative answers (categorical variables). The type
of variables was in all cases nominal as respondents were
checking boxes for statements relevant for their perception
and experiences, e.g., in the case of financial remuneration,
the answers were: sufficient/insufficient. Questions related
to attitudes towards preferred employer (Table 2) each
graduate was checking whether each criterion is important/
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not important for the choice of his/her future or preferred
employer. Benefits of graduation by generations were also
picked by respondents as perceived/not perceived (Table
3.) At first part, Table 3 shows the implication of university
education and graduation with a degree in practice (variables
A). The second half of Table 3shows shift in knowledge,
skills and abilities after successfully passing university study
program (variables B). Respondents always picked one of
binary answer: perceived/not perceived. The tested questions
in Table 4 were: HO2: Higher education was required for your
current job position? With binary answer Yes/No and HO03:
Do you currently work in the studied area? Answers were
Yes/No. Other questions in the questionnaire were searching
the following areas: work in the studied area, the sufficiency
of financial remuneration and benefits, the necessity to be
graduated for the current job position, preferences while
seeking the job and preferred employer, level of university
education and its ability to transfer knowledge and skills
to practice, which competences they need for current job,
whether those competences were trained and taught during
their studies, which changes they perceived after graduation
related to job and career, which benefits of higher education
they perceive in practice, which competences they gained
during studies or were significantly improved (according to
respondent’s opinion). Only questions described above were
analyzed in this paper.

The questionnaires were sent out electronically and data
processed by computer. After collection, the data were
cleared and further tested.

The University’s alumni list was used to contact graduates
in order to fill electronic survey. All graduates of a private
business university in the Czech Republic were contacted.
The university is divided into the following departments:
Human Resources, Marketing, Economics, Management, and
Business. Graduates in the four past academic years were
contacted. In total, 400 graduates were contacted. The total
return was 175 full responses, i.e., 43.7% of the total sample.
The sample is representative for the given university.

The impact of X, Y and Z generation (age of graduates) on
the evaluation of selected factors influencing the graduates’
job performance expressed by the level of their job position
was tested. Furthermore, the following propositions were
tested based on generation of graduates: work in the field of
study, perception of financial remuneration as appropriate
and working at the position for which higher education is
required.

Based on the theoretical analysis of the searched issues, five
hypotheses were formulated:

HO1 There is no difference between generations X, Y and Z
and attitudes towards employment.

HO2: There is no difference between generations X, Y and Z
and holding a position where higher education is not required.
HO3: There is no difference between generations X, Y and Z
and working in the studied area.

HO4: There is no difference between generations X, Y and
Z and evaluation of benefits of higher education in practice.
HOS: There is no difference between generations X, Y and Z
and evaluation of shift in thinking after graduation.
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All hypotheses were formulated as null hypotheses declaring
the non-existence of the relationship. The Chi-square test
of independence for each variable was used to compare
differences between generations to determine whether two
categorical or nominal variables are likely to be related or not.
Always, two variables were observed for each observational
unit. The conditions for use of this test were met: the sampling
method was simple random sampling. The variables under
study are categorical. The expected value of the number
of sample observations in each level of the variable is at
least 5. We used chi-square test of independence to compare
differences between generations, e.g., we tested always gen X
with Y and Z and in case both tests have shown significant
differences we used the result The tests used were performed
at the significance level of 0.05. IBM SPSS statistical software
was used for data processing and analysis.

Based on the theoretical background, it was determined that
the groups 20-25 years (51 respondents) are classified as
generation Z, 2630 years, and 31-45 years are classified into
generation Y (109 respondents). Group 45 years and more in
generation X (76 respondents). The groups of respondents
were tested according to the generation they belong to.

The structure of respondents at the time of their graduation was
the following:

*  Generation Z: age group 20-25 years contained 51
respondents (21.6%), from this age group there were 9
men (3.8%) and 42 women (17.8%)

*  Generation Y: age group 26—45 years (109 respondents,
46.2%); from this age group there were 63 women
(26.7%) and 46 men (19.5%)

*  Generation X: age group 46 and over (76 respondents,
32.2%); from this age group there were 50 women
(21.2%) and 26 men (11.0%)

We need to keep in mind that this case study has several
limits: the respondents took the survey only on voluntary. It
is also necessary to mention that the analyzed generation Z
in our sample had less respondents, as this generation is now
entering the group of graduates, based on their young age. On
the other hand, this study is bringing first results and insights,
which will be further studied in the future as this generation
will broaden its numbers. Despite mentioned limitations, it is
possible to state that the sample is representative for this case
study, as respondents were formed from different backgrounds,
represents all studied generations, and work on different jobs.
Moreover, their affiliation to the generations under examination
is undisputed and their number is sufficient. The tests shown the
sample is significant and representative for our case university
and thus may be taken as a case study on representative sample
of business graduates.

RESULTS

The results of this paper focus on testing and identifying
the differences in generations in selected factors based on
successful graduation at business university. The outputs
indicate the significant role of generation in higher education
in investigated variables affecting the employability of
graduates on the job market. Statistical tests were run in

Printed ISSN
2336-2375

Electronic ISSN

I 147
1803-1617



the areas of the field of business and job characteristics
and approaches of graduates to the job environment
(possibility for development, participation in the decision-
making process, work-life balance, innovative and creative
environment, diversified collective with cosmopolitan co-
workers, development possibilities, friendly relationships at
work, independence, responsibility, flow, challenging work,
work in studied area, remuneration and benefits). Each of
these factors were analyzed and tested separately in relation
to generation differences.

Generation Z

Table 2 shows the classification of frequencies (absolute and
relative) by generation for each tested variable. The proportion
per each generation and variable is presented. As we may see
in Table 2, variables vary in several cases for each generation.
Table 2 shows firstly frequencies, the statistical testing of
differences between generations is shown in Table 4.

Overall, graduates are oriented mostly towards development
possibilities, positive relationships at the workplace, flow (interest
in their job tasks and seeing them as fulfilling, having a job as
a hobby), and, of course remuneration is still very important.

Generation Y Generation X

Preferred work conditions | Abs. | Rel. | Abs. | Rel. | Abs. | Rel.
Work abroad 4 7.84 19 17.43 3 3.95
Development possibilities 31 60.78 83 76.15 46 60.53
Participation at decision-making 4 7.84 25 22.94 22 28.95
Work-life balance 23 45.10 63 57.80 42 55.26
Innovative opportunities 17 33.33 50 45.87 33 43.42
Cosmopolitan collective 3 5.88 22 20.18 12 15.79
Development programs 17 33.33 33 30.28 9 11.84
Friendly relationships 34 66.67 75 68.81 39 51.32
Independence 14 27.45 38 34.86 40 52.63
Flow 36 70.59 83 76.15 48 63.16
Challenging job 15 29.41 46 42.20 22 28.95
Job related to studies 11 21.57 15 13.76 18 23.68
Remuneration 34 66.67 78 71.56 32 42.11
Broad benefits 13 25.49 36 33.03 18 23.68

Table 2: Attitudes of graduates by generation (source: own processing)

The results presented in Table 2 show that among generation Z
compared to generations Y and X, the most important variables
are development programs and remuneration. Other factors
are usually seen as more important for older generations or
fluctuating around similar value.

Generation Y (compare to younger and older generation)
focuses mostly on development possibilities, work-life balance,
innovative opportunities, relationships at the workplace, flow,
challenges, remuneration and benefits. These results indicate at
the current most active generation which is in productive age
and having families, thus the need for balance in their life and
they also value challenges, innovations and growth.
Respondents from generation X (the oldest generation in
the sample) accents the most independence in their job,
participation in decision-making and close connection between
job and studied program. Respondents from this generation are
already skilled workers with long career history and thus they
aspirate at leading positions. Based on that they attitudes are
oriented toward managerial opportunities (decision-making,
independence) the most of all searched generations.

It is possible to see that generation Y is certainly the most
active generation with clear approaches towards their
job positions after graduation, who accents work abroad,
development possibilities, work-life balance, innovative
opportunities, cosmopolitan collective, friendly relationships,
flow, challenging job, remuneration, and benefits.

Table 3 shows the benefits of graduation by generations. The
first part shows the implication of university education and
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graduation with a degree in practice (variables A) and the
second half of Table 3 shows shift in knowledge, skills and
abilities after successfully passing a university study program
(variables B). The main benefits of university graduation
are seen in gaining better status, deeper knowledge, general
overview and ability to search and evaluate information. Table
3 shows firstly frequencies, the statistical testing of differences
between generations is shown in Table 4.

The results in Table 3 describe the attitudes of case university
graduates towards their shift in job or labor market after
graduation and also the perceived upgrade of their skills,
abilities and knowledge (statistical differences among
generations are shown in Table 4). The table shows absolute
and relative frequencies of respondents” replies. It is possible
to mention partial differences between generations. For
example, a better lifestyle based on university graduation is
perceived most by generation Z (22%) compare to generation
Y (14%) and generation X (8%). A similar result can be seen
in the case of critical thinking. Generation Z stated the shift
in thinking in 25%, generation Y in 18% and generation X in
11%. The same trend can be seen in case of variables “Ability
to find information” and “Data and information evaluation”.
These variables are also mostly pointed out by generation Z,
less by generation Y and least by generation X. This shows
that university shapes mostly the youngest students and giving
them better perceived lifestyle, ability to think critically and
search for information and evaluate them compare to older
students. Students with several years of experience in practice
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evaluated these benefits in the lower number of cases as they
were already skilled in searching for information and critical
thinking from their previous work and life experience.

The opposite trend may be found in variables “Deeper
knowledge”, “Analytical skills” and “General overview”.
Those benefits of university graduation were mostly recognized
by older students (generation Y and mainly by generation X).
This shows appreciation of older students who are coming back
to studies after years in practice. Those students get a broader
insight into a current studied area which is showing them
a wide range of things compare to their narrow specialization
at their jobs. They gained and value new knowledge and skills
compare to those they had before and used in their workplace.
Other variables are oscillating around similar values for all
generations. Interestingly, it is possible to mention, that only
a few percent of respondents indicated also non-financial
rewards as a benefit after their graduation. This area is still not
fully used in the current Czech job market. On the other hand,
due to changes related to COVID-19, this area will probably
be on its rise.

In relation to the requirements for higher education, we may
state that the results are more balanced. 40.78% of graduates
work in positions where higher education is required and
59.22% of all respondents said that they work in a position

Generation Z

that does not require higher education. An interesting finding
of primary research is that 63.59% of respondents after
graduation remained in the field of study, while the number
of graduates who changed the field and work in a completely
different field is almost half lower (36.41%). The same ratio
of answers occurs in relation to the evaluation of the amount
of salary corresponding to the position held. Most respondents
are satisfied with the amount of wages and rate it as adequate
(60.19%) and 39.81% of respondents rate the amount of their
wages as inadequate. A relatively high percentage of graduates
work completely outside the field of study and for a salary that
the respondents themselves consider to be inadequate.

The results obtained from the primary survey were further
statistically tested in order to keep the hypothesis stated
based on the literature valid or to reject them. The Chi-
square independence test was used to determine whether two
categorical variables are likely to be related or not. Results
are shown in Table 4. Hypotheses were rejected only when all
questions investigated per each hypothesis shown significant
differences between generations. In order to display the results
in Table 4, we always run the test between results of generation
X and Y, then between Y and Z and finally between Z and X.
Only when all results were statistically significant, we rejected
the hypothesis.

Generation Y Generation X

Benefits after graduation | Abs. | Rel. | Abs. | Rel. | Abs. | Rel.
A. Career move 8 15.69 30 27.52 17 22.37
A. Better status 19 37.25 42 38.53 26 34.21
A. Better salary 11 21.57 23 21.10 17 22.37
A. Better life style 11 21.57 15 13.76 6 7.89
A. Better position 9 17.65 18 16.51 13 17.11
A. Better non-financial rewards 2 3.92 3 2.75 4 5.26
B. Deeper knowledge 25 49.02 53 48.62 41 53.95
B. Critical thinking 13 25.49 20 18.35 8 10.53
B. Data and information evaluation 29 56.86 52 47.71 20 26.32
B. Analytical skills 11 21.57 24 22.02 22 28.95
B. Ability to find information 27 52.94 51 46.79 23 30.26
B. General overview 25 49.02 28 25.69 46 60.53

Table 3: Benefits of graduation by generation (source: own processing)

Chi-square test p-value | Evaluation of hypotheses

HO1: There is no difference between generation X, Y and Z and attitudes toward

job characteristics. (variables displayed in Table 2) <0.001 Rejected
H.02 : There .|s no difference between generation X, Y and Z and requirement for <0.001 Rejected
higher education.

kk. H H . . .
H03' : There is no difference between generation X, Y and Z and working in the <0.001 Rejected
studied area.
HO4: There is no dlfferenc.e bfetween_generat?ons X, Y and Z arld evaluation of <0.001* Rejected™
benefits of higher education in practice. (variables displayed in Table 3, part A)
HO5: There is no difference between generations X, Y and Z and evaluation of shift <0.001 Rejected

in thinking after graduation. (variables displayed in Table 3, part B)

* Significant difference found only between generations X and Z

** HO2 and HO3 were tested on other questions which formed part of the questionnaire but were not displayed in Table 2 and 3. The tested
questions were: HO2: Higher education was required on your current job position? (Yes/No) and HO3: Do you currently work in the studied
area? (Yes/No).

Table 4: Differences between attitudes of generations (source: own processing)
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Table 4 presents the results of statistical testing of set
hypotheses. The results for all five tested hypotheses show
statistically significant differences between generations
of respondents. Hypotheses 1, 2, 3 and 5 were rejected as
there are statistically significant differences between all three
generations. In case of hypothesis 4, there is the statistically
significant difference only between generations X and Z.
Based on these findings, it can be stated that belonging to
generation X, Y or generation Z plays important role in
the attitudes toward job characteristics, requirements for
higher education, and working in the studied area. The
same result was found in the case of a shift in thinking after
passing university program and graduating. Differences in
the evaluation of benefits of higher education in practice
were found only between generation X and Z. There are no
statistically significant differences between generations that
are closer in their age characteristics (e.g., between Y and
Z and between X and Y). Statistical testing thus confirms
the overall results, which show generational differences
in the application of university degree in practice and their
life change. Despite long-term studies and increase in the
qualifications of respondents from all generations, there are
still differences in their attitudes, knowledge, positions and
application.

Based on the obtained results regarding job position and
level of education of graduates we tested relations between
obtained position and graduates’ abilities. The purpose was to
find significant abilities required from graduates. Respondents
indicated whether they need and use creativity and teamwork
or other variables at their job position. Those answers were
put into the analysis. Results of analysis show that there are
neither significant relations between the position of graduates
nor working in the field of study. On the other hand, significant
relations were found in the area of remuneration and
requirement of higher education. The perception of financial
remuneration as appropriate correlates with creativity, but the
correlation is weak (# = 0.172, p = 0.014). The same result
was found between the requirement of higher education and
the ability to teamwork (» = 0.172, p = 0.014). It is possible
to induce that creative graduates easily find job opportunities
that remunerate their effort accordingly. Further relations with
creativity were found in case of innovativeness (moderately
strong correlation » = 0.455, p < 0.001), goal orientation
(weak to moderate correlation » = 0.260, p < 0.001), ability
to motivate others shown weak to moderate correlation
(r =0.243, p = 0.001), and also ability to teamwork (weak
to moderate correlation » = 0.201, p = 0.004). Furthermore,
the ability to teamwork correlates with responsibility (weak
to moderate correlation » = 0.242, p < 0.001). Presented
relations are shaping the requirements on graduates’ abilities
in the current work environment. There is a necessity of
creativity, innovativeness, teamwork, goal orientation and the
ability to motivate others.

The results suggest that in order to get better higher education
producing efficient graduates, teaching should meet the needs
of graduates to enable them to improve their abilities for job
performance. Teachers should encourage students to actively
participate in the process of gaining abilities.
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DISCUSSION

The results of the primary research showed differences
between the attitudes of members of individual generations to
employment. The attitudes of the respondents to the following
factors influencing their choice of job position, which are:
Work abroad, Development possibilities, Participation at
decision-making, Work-life balance, Innovative opportunities,
Cosmopolitan collective, Development programs, Friendly
relationships, Independence, Flow, Challenging job, Job
related to studies, Remuneration, Broad benefits. Members
of the Z generation rate Flow (70.59%) as the most
important, followed by a friendly environment (66.67%) and
remuneration (66.67%) and in fourth place Development
possibilities (60.78%). On the contrary, members of
generation Y value it the most Development possibilities
(76.15%) and Flow, (76.15%) followed by remuneration
(71.56%) and the friendly environment (68.81%). For
members of generation X, the most important is Flow
(63.15%), followed by Development possibilities (60.53%),
work-life balance (55.26%) and Independence (52.63%). It is
interesting that the financial evaluation, which, as important
for Generation X, is presented by Horvathova and Copikova
(2015), does not appear among the four most important factors
related to employment in primary research. Conversely, in
the case of generations Y and Z, there is consistency in the
importance of financial evaluation with other research (e.g.
Deloitte, 2020; Bencsik, Horvath-Csikds and Juhasz, 2016;
Judge and Kammeyer-Muelle 2012; Spurk and Abele, 2011).
The attitudes of generations thus differ in the evaluation of
individual factors, however, it must be stated that the research
clearly shows that within all three generations one of the four
most important factors are development possibilities, which
is in line with what they state in their research Gadomska-
Lila (2020) or lorgolescu and Samuels (2015). The same
result is related to friendly relations that are mentioned by
Deloitte (2020); Bencsik, Horvath-Csikds and Juhész, (2016)
or Horvathova and Copikova, (2015). An interesting finding
from the primary research is that a relatively small proportion
of respondents consider it important that the job position
corresponds to the field of study, as this aspect was considered
important by only 23.68% of respondents from generation X,
two percent less (21.57%) of respondents of generation Z and
only 13.76% of respondents from generation Y. These results
confirm the findings of Kaucky and Zelenka (2011) or Zelenka
(2019), i.e. that a relatively large percentage of graduates are
willing to work outside the field of study or in a position that
does not require a university degree.

When evaluating the benefits of obtaining a university
degree, there are again generational differences, because
while generation Z evaluates it as the most beneficial Data
and information evaluation (56.86%), generation Y Deeper
knowledge (48.62%) and generation X as the most beneficial
considers the acquisition of a general overview (60.53%).
Respondents also differ over generations in the other benefits
of a university degree examined for employment, which is in
line with what O’Leary (2017) states in his research.

It is also necessary to mention that the analyzed generation Z
in our sample had less respondents, as this generation is now

ERIES Journal
volume 14 issue 3



entering the group of graduates, based on their young age. On
the other hand, this study is bringing first results and insights,
which will be further studied in the future as this generation
will broaden its numbers.

CONCLUSION

The labor market is changing with the advent of generation
Z and thus the new distribution of the workforce between the
three generations X, Y, and the aforementioned generation Z.
In this context, research by employers, universities, and other
professionals focus on the different attitudes of members
of these generations to employment and to evaluating the
contribution of higher education to employment. Only in this
way is it possible to reflect on these attitudes and thus better
address or stabilize individual employees. It can be expected
that the situation regarding employment of graduates will
further develop in connection with changes in the labor market,
which reflects not only the aforementioned generational
distribution of workers but also the situation associated with
the effects of the COVID-19 pandemic. The results of the
primary research clearly showed differences in the attitudes
of members of the individual generations studied (X, Y and
Z) in attitudes to employment as well as in attitudes to the
contribution of higher education in relation to employment. All
established hypotheses were rejected on the basis of research
and subsequent statistical testing.

The debate on the contribution of university education is important
and needs to be highlighted. Our research outcomes indicated
that graduates perceived benefits are directly related to data and
information evaluation to obtain deeper knowledge and acquire
a general overview. The result reveals that graduates confirmed
that they are receiving value of their degree.

In this study, it is important to mention its limits. Firstly, it is
a narrow focus on one case university which is predominantly
business in its focus. On the other hand, the outputs are presented
as an indicative approach of generations of graduates. Secondly,
it is the low number of generation Z graduates. This is due to
overall low number of graduates in general, as those are still too
young to graduate. This study brings first approaches and the
number of generation Z graduates and their research will follow.
Based on shown findings it may support other HEIs in curricula
development and adjustment for new generations, as well as to
employers to attract generations at labor market. Our article also
provides an insight into the importance of focus on expectations
of the different generation and the necessity of continuous
development and realization of improvements based on changing
generational preferences.

Further research would be appropriate and interesting to focus on
the impact of the COVID 19 pandemic on the expectations and
applicability of university graduates. This study can be expanded to
other universities and organizations. Further, revealed differences
may be validated at other HEIs and in praxis.
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