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Abstract

Organizational managers face unique challenges associated with different 
generations working in an organization, each possessing specific values, motivations, 
skills, and communication styles. Currently, Generation Z, the youngest one, is 
entering the labour market. This paper evaluates the work motivation of Generation 
Z using data obtained from a questionnaire survey. The sample consists of 142 
representatives of this generation, aged 18 to 25. The data were analysed using 
factor analysis, which identified six key motivational factors for Generation Z 
employees. These factors are: internal communication and work engagement; work 
control and evaluation; compensation and well-being work motivation and personal 
development; work stability and social security; and work autonomy and support. 
The results show that Generation Z is primarily motivated by good financial 
compensation, respect and recognition, clear opportunities for career growth, and 
benefits that provide flexibility and stability. Understanding the characteristics and 
preferences of Generation Z can help managers create a productive work 
environment and increase their satisfaction and performance.
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1. Introduction

The dynamics of the work environment change with each generation, and orga
nizations must adapt their working conditions and benefits to reach and retain 
employees across different generations. Understanding generational differences is 
essential for creating productive and harmonious work teams. These teams consist 
of individuals from different age groups, each bringing different perspectives, 
experiences, work attitudes, and expectations. Management that can identify and 
respond to these differences can better motivate its employees and support their 
professional growth. Every generation has its own distinct priorities and values 
in the work environment. With the arrival of Generation Z, born between 1997 
and 2012, into the labour market, new needs and expectations regarding working 
conditions and workplace relationships are emerging. This generation, which is 
just beginning its professional careers, has different demands compared to previous 
generations in terms of how they are managed, motivated, and how they perceive 
the value of their work.

Generation Z, being the youngest and most diverse, expects an inclusive 
environment where all identities and opinions are respected. Diversity and inclusion 
training helps managers understand and respond to the needs of all generations 
(Roberson, 2019; Shore et al., 2018). Generation Z prefers innovative approaches 
and a rapid work pace, so managers should be open to new technologies and work 
methods that motivate and engage these younger employees (Huang et al., 2019; 
Monje-Amor, 2024). The authors of this article aimed to assess the work motivation 
of Generation Z, which is crucial for understanding their approach to work and 
ensuring their satisfaction and productivity in the workplace. A key objective was 
to develop a strategy for managers to lead this generation effectively. Gentry et al. 
(2011) confirms that organizations that successfully manage different generations 
can increase innovation and productivity. 

2. Literature review

A generation refers to a group of people born in a certain period (Dimock, 2019), 
shaped by the same time and influenced by the same social indicators – in other 
words, a cohort united by age and stage of life, living conditions, technology, 
events, and experiences (McCrindle, 2018). The theory of generations is essential 
for a whole range of fields. In economics, it plays a role, for example, in marketing 
or the study of work behaviour. Generations have different values and work 
motivations, which is key to working well with employees (Becton et al., 2014). 
In the Czech Republic, the distribution of generations is as follows: Generation 
X (24%), Baby Boomers (22.2%), Generation Y (19.4%), Generation Z (14.8%), 
Generation Alpha (13%), Silent Generation (6.5%) (CZSO, 2023).
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Generation Z refers to individuals born between 1996 and 2010. In terms of gene
ration size, it is the largest generation comprising approximately 2.5 billion people, 
which is almost a third of the total world population (McCrindle, 2018). In 2020, 
digital natives represented 40% of customers worldwide. They are referred to as 
digital natives because they were born into a digital world (Hovorková, 2021). 
Being the first generation to grow up in an integrated, globally connected world 
assisted by the Internet and other technologies, they are also called the Internet 
Generation (Mărgăriţoiu & Eftimie, 2021), Technological Generarion (Yaman & 
Çakin, 2021), or Zoomers (Talmon, 2019). They are also known as Generation 
R, with the “R” standing for responsibility (Csobanka, 2016). Generation Z can 
be divided into two distinct groups. The first group prioritizes a well-paid job and 
spending as little time as possible at work. The second group values work that 
provides them with a sense of meaning (Daňková & Maca, 2019).

Generation Z suffers from dependence on computer technologies; as a result, 
they are more isolated, and their self-image is distorted (Berkup, 2014; Pishchik, 
2020). It is also a very tolerant and open generation, able to express their opinions 
(Carvalho et al., 2022). They are also very spontaneous and like to travel. They 
know how to express themselves and argue very well (Wiratno et al., 2020). They 
are creative, motivated, entrepreneurial, and technologically advanced (Wilson, 
2021). Surveys say that members of Generation Z want to try things for themselves 
and prefer direct experience with things. They are very focused on a consumer 
lifestyle and do not have high life goals (Bláha et al., 2016). Their greatest 
characteristics are impatience, rashness, and self-centeredness. They lack the skills 
to solve problems, put things in context, analyse them, and then make decisions 
(Dangmei & Singh, 2016). They are highly ambitious, self-confident, realistic, and 
accept everything that is given (Benítez-Márquez et al., 2022). Merriman (2015) 
argues that they are self-aware, persistent, innovative, and self-reliant. At work, it is 
most important for them to have a good relationship with their supervisor, who can 
increase their motivation the most (Septiawan & Masrunik, 2020).

They need to constantly develop and desire career advancement and want to 
continually learn new things (Lewis, 2022). They also want to manage everything 
themselves because they are convinced that they have the best competence to 
complete the given task (Patel, 2017). They are motivated by the idea of doing 
something that will significantly change the future of society (Seemiller & 
Grace, 2018). According to Cartwright-Stroupe and Shinners (2021) Generation 
Z exhibits a strong social justice orientation. They are willing to work hard and 
prove to themselves that they can do it; on the other hand, they want to have 
a stable job. Bejtkovský (2016) claims that they cannot listen and lack the art 
of interpersonal communication. They demand a personal approach and the 
opportunity to significantly contribute to the success of employers (Gabrielova & 
Buchko, 2021).
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This generation is innovative, preferring short-term employment to long-term 
employment (Sidorcuka & Chesnovicka, 2017). Grayson (2021) says they want to 
have fast career progression and are looking for less manual positions. Dependence 
on technology also results in these individuals not being able to work in a team 
(Berkup, 2014; Pishchik, 2020). In the work environment, they require more 
patience, understanding, and empathy (Bencsik et al., 2016). It is a generation full 
of ambitious and self-confident people who will change their jobs more often due 
to the search for security and important internal satisfaction (Benítez-Márquez 
et al., 2022; Gabrielova & Buchko, 2021). Seemiller and Grace (2018) identified 
four essential work values of this generation, which are financial security, life 
satisfaction, family, personal relationships, and meaningful work. According to 
Bejtkovský (2016), Generation Z prefers new work challenges, financial bonuses 
for work done, the possibility to propose and implement their ideas, work flexibility, 
and the possibility of internships abroad.

Generation Z employees have, according to Bencsik et al. (2016), the following 
traits: They are more comfortable in the online world, preferring to solve problems 
independently. They live in the present, react quickly to changes, and quickly 
access information. There are four basic aspects of this generation in terms of 
work preferences: They are characterized by their intensive use of online means 
of communication. They have a strong tendency to participate in company events, 
want to promote their ideas, and like to organize their work. They expect their 
employer to provide them with the possibility of further studies (Dömeová, 2018). 
They prefer employment in smaller companies or organizations, where they expect 
closer friendlier ties and a more pleasant working climate (Bennett et al., 2012). 
Here are the most important areas of their management: flexibility - Generation Z 
is looking for more freedom to create and inspire; career - Generation Z already 
knows from a young age what career they want to pursue; motivation - wages and 
working conditions are still the main motivation (Djafarova & Foots, 2022).

3. Methodology

This paper aims to analyse the motivational factors of Generation Z employees and 
identify key factors for creating HR strategies that will motivate, engage, and retain 
Generation Z in the organization. The research was carried out in 2023 and 2024. 
A questionnaire survey was chosen as the primary research method. Respondents 
aged 18 to 25 were interviewed. The questionnaire was distributed with the help of 
students from the Faculty of Economics of the University of South Bohemia in the 
Czech Republic. The research sample included 142 representatives of Generation Z.

A correlation matrix was used for statistical analysis. This provided a deeper 
insight into the relationships between individual factors. This understanding of the 
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interrelationships will make it possible to formulate more comprehensive strategies 
for improving the work environment and increasing employee satisfaction. Factor 
analysis was used for data processing, which helps to summarize the information 
contained in a larger number of variables into a smaller number of dimensions, 
facilitating data understanding. This analysis enabled a better understanding 
of the structure of employee motives. Managers can identify the key factors 
that most influence employee engagement, satisfaction, and performance in the 
organization. They can thus better adapt their employee benefits based on the 
identified dimensions and preferences of individual generations of employees. For 
this analysis, data from all respondents were used, and it worked with the 22 most 
frequently mentioned motivators. These factors were carefully selected based on 
the literature review and previous research that indicated their key role in shaping 
employees’ decisions to change the work environment.

Before carrying out the actual factor analysis, it was necessary to assess the 
suitability of the examined variables for the analysis. This involved finding out if 
there was a correlation between the original variables. If the correlation between the 
variables is statistically insignificant, it indicates that there is no hidden structure 
in the data, making factor analysis unnecessary. To evaluate this, we used basic 
correlation matrices to highlight statistical significance, along with Bartlett’s test 
of sphericity and the Kaiser-Mayer-Olkin index (KMO). Subsequently, based on 
the type of outputs, the parameters of the factor analysis were chosen, included the 
extraction of basic components and the setting of direct oblimin rotation with a zero 
delta value.

4. Empirical data and analysis

This chapter presents the results of the empirical survey focused on the work 
motivation, preferences, and behaviour of Generation Z in the labour market. It 
includes a description of respondent characteristics, an analysis of key motivational 
factors, preferred employee benefits, and the reasons that may lead this generation 
to change jobs. The aim of the chapter is to identify the specific needs of Generation 
Z and their relevance for human resource management.

4.1.	Characteristics of Generation Z in the labour market

The average age of Generation Z respondents is 21 years. Ideally, this generation 
would like to work 38 hours per week and earn EUR 1,864 net. They are more open 
to frequent job changes and highly value their indispensability at work. Generation 
Z attaches the lowest importance to corporate meetings but is most involved in 
modern technologies and values the space for realizing their ideas. The factors 
listed in the table1 reflect various aspects that can motivate employees and thereby 
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influence their job satisfaction and engagement. Permanent employment provides 
a sense of security and stability, while respect for employees as individuals 
contributes to a positive working atmosphere. The possibility of advancement 
and the opportunity for self-development and doing interesting work can motivate 
personal development and the achievement of career goals. Awareness of what is 
happening in the organization contributes to greater employee involvement in 
company processes. Corporate social responsibility and a good organizational 
reputation can be important for some generations in terms of values and ethics.

4.2.	Key motivational factors of Generation Z

Respondents rated 22 motivational factors on a scale from 1 (least) to 4 (most). The 
highest value in Table 1 (3.81) indicates that a good salary is the most important 
aspect of work for Generation Z. 

Table 1: What motivates you? – Average values

Variable Average
Good salary 3.81
Respect for me as a person 3.58
Chances of advancement 3.39
Praise from the boss when I do a good job 3.37
Get along well with others at work 3.35
To feel that your work is important 3.35
Good physical working conditions 3.33
An opportunity to do interesting work 3.33
An opportunity for self-development and improvement 3.30
A chance to do quality work 3.26
A high degree of freedom at work (the ability to work without direct or close 
supervision). 3.15

Adequate rest time or coffee breaks 3.09
Good company reputation 3.08
Getting a performance review 3.07
Permanent employment 3.06
Agreeing with the organization’s goals 3.01
Pension and other security benefits 2.84
Know what is going on in the organization 2.76
Corporate social responsibility 2.71
Participation in staff meetings 2.68
Knowing that I will be punished if I do a bad job 2.32
Work under strict supervision 1.85

Source: Authors’ calculations
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Generation Z highly values financial stability and adequate financial compensation 
for their work. Employers who offer competitive salaries are very attractive to 
this generation and can more easily attract and retain young talent. The second 
highest value (3.58) shows that Generation Z places great emphasis on respect 
and recognition in the work environment. For Generation Z, it is important to be 
respected as individuals at work. 

Employers should ensure that the company culture promotes mutual respect 
and recognition, contributing to their job satisfaction and loyalty. The third 
important aspect is the chance of advancement (3.39). Generation Z is looking for 
opportunities for career growth and professional development. Employers should 
offer clear and achievable career paths to motivate their young employees to stay 
with the company and develop their skills. The lowest value (1.85) indicates that 
working under strict supervision is the least attractive aspect of work for Generation 
Z. Generation Z values autonomy and freedom in fulfilling their work tasks. Strict 
supervision is demotivating for them and can lead to job dissatisfaction. Employers 
should encourage independence and confidence in their employees’ abilities to 
increase employee satisfaction and productivity. 

4.3.	Preferred employee benefits

Although some benefits and rewards appeal to all generations, each generation 
has its own specific preferences and expectations regarding work benefits. Table 2 
provides an overview of the benefits deemed most important by Generation Z. This 
generation has the highest number of sick days (3.50). Generation Z places great 
emphasis on flexibility and taking care of their health. 

Table 2: Preferred benefits – Average values

Variable Average
Sick Days 3.50
Extraordinary premiums 3.42
13th pay 3.42
An extra week of vacation 3.39
Work equipment (laptop, company car...) 3.19
Transport allowances (to work) 3.15
Financial contributions for leisure activities 2.97
Work from home 2.95
Free refreshments at the workplace during the day 2.94
Contribution for pension insurance 2.86
Meal vouchers 2.48
Gifts from the employer (e.g. for Christmas) 2.30
Company kindergarten 2.17

Source: Authors’ calculations
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The ability to take time off when needed, without unnecessary bureaucracy, is a key 
benefit for them. Employers who offer this type of time-off benefit can better attract 
and retain talent from this generation. In second place, they have extraordinary bo-
nuses and a 13th salary (3.42). Financial rewards are an important motivator. Genera-
tion Z is motivated by performance bonuses and other forms of financial rewards that 
recognize their efforts and contributions to the company’s success. Employers should 
consider regular bonuses and bonuses as part of their compensation strategies. 

The additional financial benefit of a 13th salary is highly appealing to Generation 
Z. This extra income enhances employees’ financial stability and plays a crucial 
role in their decision to either remain with their current employer or seek new job 
opportunities. Corporate day-care ranked last (2.17), likely reflecting their current 
lifestyle and priorities as many of them do not have children yet.

4.4.	Factors influencing job change

Changing jobs can be motivated by a combination of several factors. Each 
generation has its priorities and values that influence its decision to leave a job. 
Employees can look for new opportunities in another company that offers not 
only higher financial rewards but also more meaningful work, less uncertainty in 
the work environment, and better relations with colleagues and superiors. A more 
prestigious company and a richer offer of employee benefits are also attractive 
factors that can motivate employees to switch to a new employer. Table 3 describes 
the motivators that could lead to changing jobs. 

Table 3: What motivates a generation to change jobs? – Average values

Variable Average
Amount of financial evaluation 3.52
Uncertainty in the given company 3.44
More meaningful work at another company 3.39
Conflict with other colleagues 3.38
Inadequate employee benefits 2.92
Another more prestigious company 2.74
Conflict with superior 2.73

Source: Authors’ calculations

Generation Z places the highest emphasis on financial reward (3.52), which indicates 
that the amount of financial reward is an important factor for this generation. 
Generation Z is looking for better salary conditions and adequate financial rewards 
for their work. If they feel their current financial remuneration is insufficient, they are 
more inclined to look for new job opportunities that offer them a better salary.
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The second-highest value (3.44) shows that uncertainty about job stability is a 
strong motivator to change jobs. Generation Z prefers job security and stability. 
If they feel that their current company is not stable or there is a threat of layoffs, 
they are more motivated to look for a more stable work environment. The third 
significant factor of change is more meaningful work at another company (3.39). 
Generation Z is looking for work that is not only financially beneficial but also 
meaningful. If their current job does not meet this need, they may be more inclined 
to change jobs to find more meaningful work. The lowest value in the table 
indicates that conflict with superiors is a relatively less important factor (2.73) 
compared to others. Although conflicts with superiors can be unpleasant and affect 
the work environment, they are not as important to Gen Z as financial rewards, 
company stability, and meaningful work. However, employers should still ensure 
good relations between employees and supervisors to minimize the negative effects 
of these conflicts.

5. Results and discussion

Based on the results of the questionnaire survey and statistical data processing, the 
following results were identified for Generation Z:

•	 Work team and career growth: Generation Z is looking for a pleasant work 
team, opportunities for career growth, and flexibility at work.

•	 Online job search: They look for work online and use modern technologies.

•	 Benefits: They value benefits that include working from home, sick days, and 
financial contributions for leisure activities.

•	 Self-development: They emphasize opportunities for self-development and 
participation in employee meetings.

Lewis (2022) also states that this generation needs continuous development and 
a desire for career advancement. Bejtkovský (2016) confirms that an important 
stimulus is the possibility of flexible work. Bennett et al. (2012) agree that they 
expect closer friendships in the workplace and a more pleasant work climate, and 
according to Sidorcuk and Chesnovick (2017), they also require flexibility.

The individual motivational factors examined were compared using a correlation 
matrix. Unfortunately, due to its extensive size, the table of these correlations could 
not be included in this article. Therefore, we present the strongest correlations here. 
The highest correlation is between participation in staff meetings and knowing what 
is happening in the organization (0.58). Participation in staff meetings is directly 
related to being informed about organizational events. Generation Z places a 
high value on transparency and open communication, which is essential for their 
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engagement and motivation. Another high correlation is between the chance to do 
quality work and feeling that one's work is important (0.52). For Generation Z, it 
is crucial that their work has meaning and that they can perform quality work. The 
feeling that their work is important directly supports their effort to maintain high-
quality performance. The correlation between working under strict supervision 
and knowing that one will be punished for bad work is also strong (0.52). Strict 
supervision is often associated with clearly defined rules and consequences for 
mistakes. Generation Z may perceive this structure as a form of security and 
predictability in the work environment. The fourth highest correlation was found 
between corporate social responsibility and a good company reputation (0.48). 
Generation Z evaluates companies not only based on their financial success but also 
on their ethics and social responsibility, which increases the attractiveness of such 
companies.

Furthermore, a factor analysis was carried out to identify key motives. KMO and 
Bartlett's tests were first performed on the appropriateness of using factor analysis 
for data from Generation Z. All conditions were met here, as the data in Table 4 
show. 

Table 4: KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.803

Bartlett’s Test of Sphericity
Approx. Chi-Square 905.373

Df 231
Sig. 0.000

Source: Authors’ calculations

After the analysis, we identified six main factors that categorized a total of 22 
motivational factors, which accounted for 58.5% (see Table 5). We only considered 
components with a percentage representation higher than 4.5% Including only 
those components with higher percentage increases the robustness and reliability 
of the analysis. In this way, the risk of the results being affected by random or 
minor factors is minimized, thereby increasing the credibility and accuracy of the 
conclusions drawn. 
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Table 5: Total number of variations above the 4.5% limit

Compo-
nent

Initial Eigenvalues Extraction Sums of Squared 
Loadings

Rotation Sums 
of Squared 
Loadingsa

Total % of  
variance

Cumu
lative % Total % of  

variance
Cumu

lative % Total

1 5.711 25.957 25.957 5.711 25.957 25.957 3.331
2 2.149 9.768 35.726 2.149 9.768 35.726 3.182
3 1.493 6.787 42.513 1.493 6.787 42.513 2.517
4 1.260 5.727 48.241 1.260 5.727 48.241 4.089
5 1.218 5.536 53.776 1.218 5.536 53.776 1.401
6 1.051 4.776 58.552 1.051 4.776 58.552 1.164

Source: Authors’ calculations

Figure 1 shows the influence of the number of components on the predictive 
value of the factor analysis. As more components are added, their contribution to 
explaining the total variance decreases. Specifically, it shows that the number of 
components starts to decrease very slowly from the second level. Thus, the figure 
visually supports the decision to include only components with a percentage 
representation higher than 4.5%, since additional components would only contri
bute minimally to the overall variance explanation.

Figure 1:	Effect of the number of components on the predictive value of the factor 
analysis

Source: Authors’ representation
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For Generation Z, which is known for its digital literacy, social engagement, and 
search for meaningful work, the following components, according to Table 6, could 
have a specific impact:

•	 Internal communication and work engagement: includes elements such as 
participation in staff meetings, awareness of what is going on in the organization, 
and agreement with the organization’s goals. Generation Z appreciates transparent 
and open communication within the organization and employee engagement in the 
common goals and values of the company.

•	 Work control and evaluation: there are elements such as being aware of 
possible punishment for bad work, working under strict supervision, corporate 
social responsibility, getting performance reviews, good company reputation, and 
chances for promotion. This component reflects the balance between the control 
and evaluation of employees and their integration into the corporate environment, 
which positively affects work motivation and engagement. This generation may 
prefer a balanced approach to assessment and control. However, working under 
supervision could require flexibility and respect for individual work styles.

•	 Compensation and well-being: reflects elements such as good pay and provision 
of adequate rest periods or coffee breaks. Generation Z emphasizes financial 
rewards and work-life balance, which can contribute to their overall satisfaction 
and performance.

•	 Work motivation and personal development: these include elements such as 
the opportunity to do interesting work, the perception of one’s work as important, 
the chance to do quality work, respect for the individual, opportunities for 
personal and self-development, and good relations with colleagues at work. These 
elements support overall job satisfaction, employee engagement, and personal and 
professional development in the work environment.

•	 Job stability and social security: it includes permanent employment, a large 
degree of freedom at work (the possibility to work without direct supervision), 
and the provision of pension and other social benefits. This component reflects the 
employee’s needs for job stability, freedom at work, and security of social security, 
which contributes to his overall job satisfaction and well-being. Stable employment 
and the security of social security can be important to Gen Z, especially as they 
seek economic and job stability.

•	 Work autonomy and support: it covers elements such as a large degree of 
freedom at work, good physical working conditions, and recognition from the boss 
for quality work. A large degree of freedom at work and appreciation for quality 
work can be important to Generation Z, as this generation often appreciates the 
opportunity to work independently and to be recognized for their contribution.
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Table 6 identified the main areas of concern or need of Generation Z employees, 
which can be useful for defining a strategy for human resource management and 
improving the work environment. Graczyk-Kucharska and Erickson (2020) state 
that HR departments should prepare to introduce or change values and culture in 
the workplace, rather than expecting Generation Z to adapt to society.

An article by Nguyen and Ha (2023) discusses how internal communication affects 
Gen Z engagement. It highlights the need for frequent, clear, and transparent 
communication to keep these employees informed and motivated, which in turn 
promotes a more engaged workforce. These conclusions are confirmed by the first 
component of internal communication and engagement. 

Table 6: Distribution of individual variables into components

Variable
Components

1 2 3 4 5 6
Participation in staff meetings .815
Know what is going on in the organization .674
Pension and other security benefits .304
Agreeing with the organization’s goals .495
Knowing that I will be punished if I do a bad job .828
Work under strict supervision .800
Corporate social responsibility .540
Getting a performance review .313
Good salary .814
Adequate rest time or coffee breaks .611
Good physical working conditions .304
An opportunity to do interesting work .777
To feel that your work is important .715
A chance to do quality work .642
Respect for me as a person .589
An opportunity for self-development and 
improvement .558

Good company reputation .408
Get along well with others at work .420
Permanent employment .868
A high degree of freedom at work (the ability to 
work without direct or close supervision). -.517

Chances of advancement .334
Praise from the boss when I do a good job -.518

Source: Authors’ calculations
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Managers should ensure open and transparent communication through regular 
staff meetings with management and internal newsletters. Furthermore, they 
should involve employees in the process of setting team goals so that they feel 
engaged and responsible for achieving the common values and goals of the 
company, and also involve them in decision-making processes and solving team 
projects. To fulfil this strategy, they can implement internal communication tools 
such as Slack, Microsoft Teams, or intranet platforms. Generation Z also has a 
different perspective on career ambitions than previous generations. They are 
often entrepreneurial and want to create their own identity in the labour market. 
Feedback also plays a much greater role with Generation Z. Young employees 
want to regularly receive information about their work performance and find 
out their weak and strong points. Constructive feedback or criticism helps 
them to improve their performance and to be more satisfied at work, as stated 
by Aggarwal et al. (2022), these factors are also part of the established second 
component of work control and evaluation. Company management should 
implement regular and constructive feedback with employees through 360-degree 
evaluations that take into account not only performance but also personal growth 
and contribution to teamwork. Furthermore, it should offer this generation a 
flexible work environment that respects individual work styles, but at the same 
time provides the necessary support and supervision when needed.

Proper compensation and benefits are among the main factors of employee 
satisfaction from Generation Z. The worker requires fair financial compensation 
for his effort, skills, and time, so salary is a key motivator. According to research 
conducted by Built-In in 2020, 60% of Gen Z respondents said that money is 
the foundation of success. This is also because this generation has experienced 
an economic recession and has a strong inclination towards money and financial 
security from an early age (Aggarwal et al., 2022). According to Csiszárik-Kocsír 
and Garia-Fodor (2018), the motivation factors for this cohort are advancement 
opportunities, higher salary, meaningful work, and a good team. This statement is 
confirmed by us in the third and fourth components related to work motivation and 
remuneration. Managers should offer competitive wages and bonuses that reflect 
employee performance and contribution. They should also implement policies 
promoting work-life balance, including flexible working hours and the option to 
work from home. Generation Z also wants a diverse range of programs and training 
aimed at personal and professional growth, such as workshops, online courses, 
mentoring, and coaching.

This generation is motivated by the search for a dream job and opportunities to ex-
pand their skills (Magano et al., 2020), which corresponds to the fourth component 
we identified. Bińczycki et al. (2023) show that Gen Z employees prioritize job 
stability and security, emphasizing the importance of stable employment, freedom 
at work, and comprehensive social security benefits to their motivation and satisfac-
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tion. These variables are part of the fifth and sixth components. Management should 
allow this generation a high degree of autonomy in their work tasks and encourage 
innovative thinking and independence. Interns will also appreciate long-term em-
ployment contracts and clear opportunities for career growth. Managers should ap-
preciate them and recognize the quality of employees’ work, for example through 
recognition programs, bonuses, or public praise. It is also a necessary condition to 
ensure that the working environment is comfortable, safe, and equipped with the 
necessary tools and technologies that will facilitate the work of employees.

The findings of this study are generally consistent with the results of previous 
research on Generation Z motivation. As in studies by Bejtkovský (2016), Lewis 
(2022), and Csiszárik-Kocsír and Garia-Fodor (2018), financial remuneration, 
respect, and opportunities for career advancement were identified as the most 
significant motivational factors. This confirms that Generation Z places a high 
value on both material and developmental aspects of work. The emphasis on 
flexibility, autonomy, and self-development also aligns with findings by Bennett et 
al. (2012) and Sidorcuka and Chesnovicka (2017), who highlighted the importance 
of freedom and work-life balance for this generation.

However, certain results deviate from existing studies. The relatively low 
importance attached to corporate social responsibility and the frequency of staff 
meetings contrast with findings by Gabrielova and Buchko (2021) and Djafarova 
and Foots (2022), who highlighted a stronger orientation among Generation Z 
toward ethical and socially responsible employers. Similarly, the weaker impact of 
relationships with supervisors on motivation differs slightly from the conclusions 
drawn by Septiawan and Masrunik (2020). These discrepancies may stem from the 
young age of respondents and their limited professional experience, as younger 
employees tend to prioritise financial stability and career opportunities over 
relational and ethical aspects of work.

While most international studies (e.g., Bencsik et al., 2016; Csiszárik-Kocsír & 
Garia-Fodor, 2018) emphasise Generation Z’s preference for flexibility, autonomy, 
and meaningful work over traditional financial motivators, our results suggest that 
financial remuneration remains the dominant motivator (mean = 3.81), even ahead 
of flexibility and meaningfulness. This finding indicates that in the Czech labour 
market, where many respondents are at the beginning of their careers, financial 
security and stability are still perceived as prerequisites for self-realisation. 
Similarly, our respondents valued permanent employment and job stability more 
than expected for this generation, which contrasts with studies suggesting their 
tendency towards short-term employment or frequent job changes (Sidorcuka & 
Chesnovicka, 2017; Gabrielova & Buchko, 2021).

Overall, the results were partly as expected and are consistent with the general 
motivational profile of Generation Z identified in international studies. At the 
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same time, they highlight the specific socio-economic conditions of young Czech 
employees, for whom financial stability and job security play a more prominent 
role than in most international contexts. This finding enriches the discussion on 
cross-cultural differences in motivational factors among Generation Z employees.

6. Conclusions

The questionnaire survey showed that Generation Z places the greatest emphasis 
on good financial remuneration, respect, and recognition as individuals and 
opportunities for career growth. These factors are key for them when evaluating 
the attractiveness of an employer. Gen Z prefers benefits that provide flexibility 
and financial rewards. He values paid sick days, extraordinary bonuses, and 13th 
salary the most. These benefits provide them not only financial stability but also 
flexibility and care for their health. Generation Z is most motivated to change 
jobs by higher financial rewards, job security, and meaningful work. Employers 
who want to retain their young talent should provide competitive salaries, a stable 
work environment, and offer meaningful work assignments. Correlations show that 
Generation Z places great emphasis on transparency, meaningful work, clear rules 
and consequences, corporate social responsibility, and interesting work content. A 
strategy for working with Generation Z should include these strongest correlations. 
In this way, managers can create a work environment that meets the needs and 
expectations of this generation, leading to higher employee satisfaction, motivation 
and loyalty.

The results of the factor analysis show that Generation Z emphasizes different 
aspects of working life and the work environment. This information will allow 
managers to better understand the needs and preferences of employees of each 
generation, which can lead to the creation of more effective and targeted leadership 
and human resource management strategies. Based on the identified motivation 
factors and preferences of Generation Z, employers’ strategies should reflect the 
needs and expectations of this generation. Here are some key points that could 
be included in the strategy: improved internal communication and employee 
engagement, flexibility and autonomy at work, work-life balance, development 
opportunities, and career growth. Employers should support volunteer activities 
and involvement in social projects. The inclusion of these factors can lead to a 
better shaping of the work environment and benefits, which will contribute to the 
retention and motivation of Generation Z employees. The implementation of the 
recommended strategic areas can bring significant benefits not only to employees 
but also to the organizations themselves, which will be able to better utilize the 
potential of this young generation. Overall, this can lead to higher employee 
motivation, engagement, and loyalty, which in turn will positively affect the overall 
performance of the organization. 
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For Generation Z, which emphasizes digital literacy, social engagement, and 
meaningful work, a company’s strategy should be designed to meet their specific 
needs and expectations. According to the research results, the company’s strategy 
should include transparent communication and employee engagement, attractive 
financial rewards, and work-life balance, as well as support for personal and 
professional development. Providing stability and social security is also important, 
along with a high degree of work autonomy and recognition of quality work. This 
combination will contribute to the overall satisfaction, performance, and loyalty of 
Gen Z employees. This strategy should be regularly reviewed and adjusted based 
on feedback from Gen Z employees to ensure their continued satisfaction and 
engagement in the work environment.

The limits of the given article are the sample size (142 respondents) and the 
generalization of the results, the geographical limitation (only the Czech Republic), 
the use of only a questionnaire survey, and the limited number of variables 
(22 motivators). The selection of these variables was based on the literature 
review and previous research, but may not include all relevant aspects of Gen Z 
motivation. Other possible research directions could include conducting a more 
detailed analysis of generational differences in preferences for work environment 
and benefits, as well as an in-depth examination of the relationship between these 
factors and overall job performance and employee satisfaction. In addition, it 
would be interesting to investigate what strategies and initiatives employers can 
use to effectively engage and motivate employees of different generations, which 
could bring further insights into the field of human resource management and 
organizational behaviour. Future research should involve a larger and more diverse 
sample and combine quantitative and qualitative methods to yield more robust 
and contextually relevant results. It could also be extended to include the Visegrad 
Group (V4) countries, offering a broader Central European perspective and a more 
comprehensive understanding of generational motivation across different socio-
economic and cultural settings. Although this paper provides valuable insights into 
the motivation of Generation Z, its findings should be interpreted with caution due 
to their limited generalisability. The conclusions reflect the specific cultural and 
economic context of the Czech Republic and may not be directly transferable to 
other national or organisational environments. Consequently, the results should be 
regarded as indicative rather than universally applicable, and further cross-cultural 
research is needed to confirm their wider validity.
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Motivacija za rad generacije Z u Republici Češkoj

Petr Řehoř1, Jaroslav Vrchota2, Monika Maříková3, Lukáš Klarner4

Sažetak

Organizacijski menadžeri suočavaju se s posebnim izazovima vezano za rad 
različitih generacija unutar radne organizacije, od kojih svaka posjeduje specifične 
vrijednosti, motivacije, vještine i komunikacijske stilove. Trenutno, generacija Z, 
najmlađa među njima, ulazi na tržište rada. U ovom radu procjenjuje se motivacija 
za rad generacije Z koristeći podatke dobivene anketnim istraživanjem. Uzorak se 
sastoji od 142 predstavnika ove generacije, u dobi od 18 do 25 godina. Podaci su 
analizirani primjenom faktorske analize kojom se identificiralo šest ključnih 
motivacijskih čimbenika za zaposlenike generacije Z. Ti čimbenici su: interna 
komunikacija i angažman na poslu; kontrola i evaluacija rada; naknada i dobrobit; 
motivacija za rad i osobni razvoj; stabilnost na radu i socijalna sigurnost; te 
autonomija i podrška na radu. Rezultati pokazuju da Generaciju Z prvenstveno 
motiviraju dobra financijska naknada, poštovanje i priznanje, jasne mogućnosti za 
napredovanje u karijeri te pogodnosti koje pružaju fleksibilnost i stabilnost. 
Razumijevanje osobina i preferencija generacije Z može pomoći menadžerima da 
stvore produktivnije radno okruženje povećavajući time njihovo zadovoljstvo i 
učinkovitost na radu.

Ključne riječi: menadžment, generacija Z, motivacija, strategije ljudskih resursa, 
komunikacije, Republika Češka
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