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Abstract 

Society’s aging trend will have an impact on the labor market. Today, more 
than 50% of the labor market is made up of members of Generation X and the 
Baby Boomer generation. According to some estimates, the number of young 
people on the labor market will continue to decline. This trend will lead to an 
increase in demand for young workers, and companies will be competing for 
them. For this reason, it is crucial for companies to develop a good motiva-
tional strategy. The differences between generations are growing, so more and 
more gaps can be observed between older and younger employees. For com-
panies, it is challenging to create a working environment that can equally 
meet the needs of different generations. The purpose of my study was to un-
derstand and explain the differences in motivational tools used in the 
workplace between the generations in small and medium sized companies in 
Slovakia. In my study, I will investigate which motivational tools most influ-
ence the generations in the workplace. In my opinion, this will help managers 
to decide to motivate the different generations to work more effectively.  
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1. Introduction 

Different generations have different expectations, ambitions, and approaches to 
work. Every generation has its own attitudes, behaviors, expectations, habits and 
motivational levers.  

Over the years, interest in the concept of generations has been inspired by 
many sociologists, philosophers and researchers. Manheim [1] defines a genera-
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tion as a group of individuals born within the same historical and sociocultural 
context, who experience the same formative experiences and develop unifying 
commonalities as a result. 

According to Hansen and Leuty [2], the term generation refers generally to a 
group of people sharing work experience. 

Today, there are many approaches to grouping people. The main aspects of 
categorization are the years of birth (Table 1). Generally, the characteristics of 
generations are defined in much the same way, and differences can be found in 
determining the time interval. Today’s labor market is made up of employees 
that belong to the Baby Boomer generation, Generation X, Generation Y and 
Generation Z. 

The Traditionalists/veteran generation includes those born between 1925-1945, 
individuals who are now mostly grandparents in the family and are no longer 
active members of the labor market. They grew up during the wars of the 
mid-20th century, and thus learned how to survive. In the midst of those politi-
cal changes and a global crisis, the key to surviving was adaption. Many of them 
worked in the same workplace all their lives. In the working environment, the 
presence of a target-conscious leader was important for them. The members of 
this generation, whose main approaches in business are “work hard”, “work to 
live” and “work comes before pleasure”, tend to work a lot [3]. 

The baby boom generation was born between 1946 and 1964, and represented 
a demographic explosion. They were born after the Second World War, and 
were thus influenced by enormous development. The members of this genera-
tion, also called the “me generation”, are described as individualistic and selfish. 
One main characteristic of this generation is that they are optimistic and du-
ty-conscious workers who are uncomfortable with conflict [4].In the workplace, 
it is important for them to find new ways as they consciously build their careers. 
The baby boom generation is an important part of society as it has rich expe-
rience and knowledge [5]. Zemke, Raines, and Filipczak [6] posit that the boo-
mers developed a number of core values from their upbringing and their sur-
roundings: optimism, team orientation, personal gratification, health and well-
ness, personal growth, youth, work, and involvement. 

Members of Generation X were born between 1965 and 1979. Herley [7] states 
that their assets are adaptability, independence and creativity, and that they are 
unintimidated by authority. Workplace status and salary play very important 
roles in their lives, and they are very ambitious. Today, they are in the middle of 
their careers or at the peak. Their relationship systems are typically strong, not 
just in virtual media. They are not opposed to working hard, but tend to reject  
 
Table 1. Chronological generation classification. 

 Traditionalists Baby-boom Generation X Generation Y Generation Z 
Generation 

Alpha 

Born 1925-1945 1946-1964 1965-1979 1980-1994 1995-2010 2011- 
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hierarchy. They prefer flexible working environments and are open to inventing 
new things. 

For Generation Y, digital culture comes naturally. They were born in the early 
1980s, and their technological know-how is already much higher than that of 
any other previous generation. They grew up with computers, are thus almost 
“technology crazy”. They were influenced by globalization, climate change, 
technological changes, and Facebook. For them, it is very important to have 
success, self-determination and self-fulfillment. Their personal goals are the 
most important, and if they cannot fulfill them at their workplace, they leave the 
organization. The members of this generation are not willing to fight hard for 
success, and they want an automatically successful career and high pay. They al-
so want rapid career building and self-realization [8]. 

The term Generation Z or the “net generation” is used for the generation born 
between 1995 and 2010. For this generation, the digital world and the internet 
are already natural concepts, and they know much more about the world than 
the previous generations. According to Csehné et al. [9] the factors influencing 
Generation Z are career opportunities, a high salary, useful work, flexible work-
ing hours and innovation. 

The Alpha generation is the generation born after 2010. They are or will be 
the children of Generation X, Generation Y and Generation Z. This age group is 
already a social layer which can access education, entertainment and informa-
tion with one click. Future prognosis says that the Alpha generation will be a 
generation of entrepreneurs. It will be difficult to work with them and to under-
stand them, because they will spend only limited time in personal conversation 
[10]. 

To be successful, today’s organizations need to focus more on transforming 
their working environments to motivate their employees to engage in behavior 
that is consistent with their goals [11]. Motivated employees are strategically 
important for companies, and motivating employees is a vital part of being a 
manager since it is difficult to compete only on the basis of the usual resources 
of competitiveness like access to capital, technology and natural resources [12]. 

According to Latham and Pinder [13], workplace motivation is made up of a 
set of energetic forces that originate both within and beyond an individual’s be-
ing which initiate work-related behavior and determine its form, direction, in-
tensity, and duration. 

The most well-known and commonly accepted motivation theories in busi-
ness literature are those of Maslow, McGregor and Herzberg. Maslow suggested 
that there are five needs systems which account for most of our behavior, and he 
placed these needs in a hierarchy. This theory states the order in which needs 
will be satisfied based on importance [14]. 

According to Herzberg [15], motivation develops from the challenge of the 
job itself through responsibility, achievement, recognition, advancement, and 
growth. The theory has separated employees’ motivation factors into extrinsic 
and intrinsic factors. Extrinsic Factors, also known as job context factors, are ex-
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trinsic satisfactions granted to employees by other people [16]. 
Theory X asserts that employees are inherently lazy and must be coerced by 

management to work. On the other hand, Theory Y states that people possess 
the desire to work and will seek out responsibility [17]. 

The researchers have found that there are three main needs that are highly 
important for individuals in organizational settings: achievement, affiliation and 
power [18]. 

Adams [19] formulated the equity approach as an appropriate mode of effec-
tive supervision as well as an important means of ensuring the motivation of 
workers. Workers tend to believe in it if the organizational reward system is fair. 
This theory assumes that people want to be treated fairly, and that they tend to 
compare their contributions and rewards to those received by others. 

Locke [20] introduced the goal setting approach, which posits that the inten-
tion to work towards a goal is a major source of work motivation. 

According to Ballentine et al. [21], managers are constantly searching for ways 
to create a motivational environment where employees work at their optimal le-
vels to accomplish company objectives. Financial and non-financial incentives 
vary in their roles, effectiveness, and appropriateness, depending on the type of 
incentive. Financial motivators include profit sharing, project bonuses, stock op-
tions and scheduled bonuses [22]. The purpose of non-financial motivators is to 
reward employees for excellent job performance, and include flexible work 
hours, training, and a pleasant work environment [23]. 

2. Methodology 

In my research, I was looking for answers to the question of how different gen-
erations can be motivated. My primary research was carried out using a quantit-
ative research method using a questionnaire, which is one of the most common-
ly used research and information gathering techniques. The questionnaire is 
highly standardized since all questions are the same and the question order does 
not change.  

In my questionnaire, I preferred closed-type questions. Based on the results of 
the test questionnaire, I made the final changes to the questionnaire and pre-
pared the final question series. My target group incorporated a wide range of 
subjects, and I tried to reach every possible generation to compare the differenc-
es between them. The data analyzed in my paper was collected through a survey 
conducted between 2015 and 2018 in 17 Slovakian organizations. 850 question-
naires were sent out and 552 questionnaires were returned, representing a return 
rate of 64.9%. During my research, I examined the characteristics of different 
generations and their relationship with work.  

Based on these, I defined my research hypotheses as follows: 
1) The Baby Boomer generation can be expected to demonstrate the highest 

loyalty. I believe they are unlikely to change their workplace for better working 
conditions or higher pay. Their motivating factor is long-term work because 
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they slowly reach the end of their career. They are inflexible during working 
hours: they do not like overtime, so flexible working methods are not attractive 
to them. 

2) Generation X employees respect their leaders. They like flexible working 
hours which, besides their salary, is an important motivational tool for them. 
Personal career advancement and recognition are also important for them. 

3) Generations Y and Z are more flexible than Generation X. Commitment to 
the workplace is less important for them, and better financial conditions and 
working conditions can drive them to search for a new job. High pay is highly 
motivating for them, and they aim to achieve leadership levels within their or-
ganizations as soon as possible. 

The data has been analyzed and processed using Statistical Package for the So-
cial Sciences (SPSS). 

3. Results and Discussion 

The demographic information of the sample is given in Table 2, which shows 
the gender distribution of Male (72%) and Female (28%), which highlights the 
predominance of male employees within small and medium sized firms. The 
generation distribution of the respondents was Generation Z (8.5%), Generation 
Y (45.6%), Generation X (31.5%) and Baby Boomers (14.4%). 

In the survey, I examined which motivational factors affect the different gen-
erations. I have shown these results by graphs. In Figure 1, I compared the most 
important motivational tools. According to the figure, motivational tools differ 
significantly across generations. In the questionnaire, respondents could mark 
several motivational factors. The results are expressed as a percentage within 
each generation.  
 
Table 2. Demographic information of the sample. 

Description Frequency Percent 

Age 

Generation Z 47 8.5 

Generation Y 252 45.6 

Generation X 174 31.5 

Baby-boom 79 14.4 

Gender 
Male 397 72 

Female 155 28 

Education level 

Elementary school 24 4.3 

Intermediate 101 18.1 

High school 298 54.2 

University degree 129 23.4 

Position 

Worker 406 73.5 

Manager 103 18.7 

Top manager 43 7.8 
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Figure 1. Main motivators of the generations, percentage. 

 
The Baby Boomer generation in the evaluated organizations is primarily mo-

tivated by appreciation and recognition (74%). I surmise that the older genera-
tions had reached the peaks of their careers, and therefore did not desire chal-
lenging work (22%) or better career opportunities (50%), while salary as a moti-
vational tool was moderate (60%).  

By contrast, Generation X is strongly motivated by financial motivational 
tools: high salary motivated 71% of respondents, while the least motivational 
tool for them was job security (39%). 

Generation Y is highly motivated by salary (74%), and they look for higher 
pay and rapid career advancement (70%). For them, the least motivational tool is 
the opportunity for teamwork (38%).  

Generation Z, the youngest generation, is most concerned with salary (76%), 
while they are less interested in job security (36%) because they do not think in 
the long-term. 

When asked to respond to the question, “It is important for me to earn more 
money by overtime in my workplace”, only the Baby Boomer generation chose 
more free time (74%), while for the other generations overtime with extra pay 
was the motivating factor (Figure 2). 

I was also interested in how important workplace flexibility was for the res-
pondents (Figure 3). 

Based on the answers, I can argue that flexibility is the most important for 
members of Generation Z (36%), while flexible work and greater freedom of 
work time is least important for the Baby Boomer generation (15%). 

According to the data in Table 3, there is a strong (.521) correlation between 
working conditions and employee satisfaction. In my opinion, to increase em-
ployee satisfaction, the leaders should pay more attention to creating a better 
workplace atmosphere in which the creation of a favorable organizational cul-
ture can be of great help. 

https://doi.org/10.4236/jss.2019.73015


P. Karácsony 
 

 

DOI: 10.4236/jss.2019.73015 188 Open Journal of Social Sciences 

 

 
Figure 2. It is important for me to earn more money by overtime in my 
workplace, percentage. 

 

 
Figure 3. Importance of the flexibility in workplace, percentage. 

 
Table 3. Correlations between working environment and employee satisfaction. 

 Working environment Employee satisfaction 

Working environment 

Pearson Correlation 1 0.521** 

Sig. (2-tailed)  0.000 

N 552 552 

Employee satisfaction 

Pearson Correlation 0.521** 1 

Sig. (2-tailed) 0.000  

N 552 552 

**Correlation is significant at the 0.01 level (2-tailed). 

4. Conclusions 

The aim of my study was to highlight the differences between the workplace mo-
tivations of different generations. During my research, I presented the characte-
ristics of generations and their workplace attitudes.  

In my opinion, every generation is a useful member of an organization. A 
company works well when every generation is represented and they can work 
together properly and learn from each other.  

My research demonstrates that there are five factors (Figure 4) by which we 
can motivate generations: favorable working environment, financial incentives,  
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Figure 4. Model for motivation in small and medium-sized companies. 

 
recognition, opportunity for career and flexibility. For generations Y and Z, 
leaders will have the task of fully supporting personal development and flexible 
working time. In terms of personal development, it may be motivating to discuss 
a target agreement and a possible development path with the employee. In the 
case of flexible work, it is advisable to introduce alternative employment oppor-
tunities such as working from home. For older generations (Baby Boomers and 
Generation X), recognition and favorable working conditions, including good 
working relationships, are the main motivating tools.  

An important note here is that the motivational tools are not effective indivi-
dually: only in complex use are they successful in motivation. 

Nowadays, a valuable workforce is not enough on the labor market, which is 
why companies have a long-term interest in workforce retention. It is important 
for managers to be aware of different generational characteristics, both in gener-
al and in motivation factors. By doing so, the leader has to build an incentive 
system in which most employees can find and keep their motivation, thus 
avoiding continuous fluctuation. 
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