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6DaAaHWDN

9RYyHQMH OMRGASUBUDMDQMH QMLKRYLP NDULMHUDPD L Rp
RG QDML]D]JRYQLML KDIGQWMNOR®HOLM PHQDGAHUH 3UL GRQ
NRMH VH RGQRVH QD XSUDYOMDQMH ]DSRVOHQLFLPD PH
PLPEHQLNH NDR &WR VX LVNXVWYR YMHAWLQH ]DSRVOHQL
trebalo rezuW LUDWL ]JDGRYROMQLP OMXGLPD NRML iiH VH LVWLQ\
8 ,7 LOGXVWULML RYL VX pLPEHQLFL SRVHEQR YDA&QL MHU M
,7 VWUXpPQMDND L QMLKRYD MH PRELOQRVW YUOR YLVRND

Ljudi koji pripadaju SRMHGLQLP JHQHUDFLMDPD UD]JOLPLWR UHDJLUI|
XSUDYOMDpPNL VWLORYL LPDMX YHOLN XWMHFDM QD ]DGRYF
XQDSULMHGLWL RUJDMUHEBMKX XK UDNOXAEHV@M IS UR M MQHD P D |
SURPMHQH XWMHFDWL QD SRVWRMHiUH |[DSRVOHQLNH WH K

nove zaposlenike.

Prema tome RYDM UDG VDGUAL DQDOL]X UD]JOLND PHYyX JHQHL
razumijevanja svake generacije koja je trenutno dio radne snage u IT sektoru te opisanu
metodologiju upravljanja zaposlenicima na primjeru hrvatske IT software kompanije
Poslovna intkgencija.U svrhu analize preferencija Generacije Z koja tek ulazi na hrvatsko IT
WUaLAWH UDGD WH XVSRUHGEX VD SRVWRMHULP UDGQLP
LVWUDALYDQMH NRMH XNOMXpXMH VWXGHQWH WULALK JRGL(

sektoru.

Osnovni cilj ovog rada jetvrditit NDNR PHQDGAHUL PRJX XSUDYOMDWL JH
SULODJRGLWL UDGQR RNUXaHQMH D GD SUL WRPH XYHGHQ

na sve generacije.

. O M X p Q HiG¢hdvhkidm | Genacija Z,upravljanje generacijamdl W U 8 L & VeHddyiD G D
X, 7 LQGXVWULML ,7 VWUXpQMDFL



Abstract

Leading people and properly managing their careers and expectations is one of the most
challenging and complex taskor all managers. Almost all decisions in managing people
VKRXOG WDNH LQWR DFFRXQW GLIIHUHQW IDFWRUV WKDW
their personal goals and needs in order to have satisfied employee that truly will feel like
appreciatedpart of the organization. In IT industry, these factors are especially important
becausdabourmarket is dynamic, there is a deficiency of IT experts and their mobility is very

high.

People who belong to a particular generation react differently to iaeg@mal changes so
management style has a major impact on employee satisfaction. Therefore, managers who want
to improve organizational environmenged to manage changes having in mind how will they

affect existing employeeand will they ensure easiattraction of new employees.

Thus, this paper provides an analysis of differences between generations for the purpose of
better understanding each generatioat iscurrentlyemployed in IT sector and describing
employee managememethodology on the exagte of Croatian IT software company
Poslovna inteligencijaFor the purpose of analyzing Generation Z preferences that will soon
enter Croatian IT market and comparing the results with existing working conditions in IT
companies, research has beed cotetlimvolving students that are just finishing college and

already employed people in IT sector.

Main purpose of this paper is to determi@v to manage generational differences and adapt
working environment in order to introduce changes that will hapesitive effect on all

generations.

Keywords: iGeneration, Generation Z, utti-generational leadershigT workforce IT

consulting
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1. , QWURGXFWLRQ

One of the major demographic indicators registered in the last decade is represented by the
aging of the Croatian population and consatly of the workforcégeneration trends analysis

for Croatian population is given in next chapfer)

This issue has several implications for the human resources management in organizations. For
the first time ever, company's management is facedoh#thlengeof meeting the needs of five
generations in the workplaé&s more professionals from Generatidjoin the workforce, it

is now more important for trainers, human resources aley€l management to continually

understand generational differeneewl adapt strategg fortheir retention.

Managing gnerational differencas especially important in IT industry because it is not rare
that person born before 1970 may find himself reporting to a much younger colleague only a
few years out ofollege When a company is able to mine gteengthof each age group and

use that information to teach others, everyone berfefits. example, the work ethic of the
older population isvell documentedo sharing these insights with younger generation might
have a meaningful effect on product quality and customer service. On the other hand, the
younger generation's adoption of technological innovation and different way of threing

be usefulto improve company's skill set in total and ensure creative antivposorking
environment. While older employees offer a wealth of professional and life experience that
younger workergannotmatch, younger employees who are groomed properly will turn into
tomorrow's leadersAs a result,careful recruitment and cul@tion of young and trainable
employees is essential. Placing these employees with older ones allows each to learn from the
other, the younger employee benefits from the experienced worker's knowledge and may
regard him/her as a mentor.

Another reason whyt is important to managgenerational differences IT software industry

is a high level of intellectual propertincluding knowledge, skills and experien@anmong

1=XSDQF ,YDQ A6WD QR Y Qttpd MWRyekddaYijB. M/ té efstanuvistivatskestari/ (2004)
2*UDYHVDQGH 7UDF\ A *HQHUDWiIRQ&R QWYL GMKH W RRIQI\S OIIRAH % XV LQH
https://shirlawsgroup.com/Magazine/2018/02/1&E&nerationsn-the-Workplace%E2%80%937-
Consideationsfor-Businesd_eaders(2018)

3 % LJHORZ What\Ae the Benefits of Generatio®a 'LITHUHQFHYV LQ \8rKall BuRinkeBsSSODFH "3
Chron.com, http://smallbusiness.chron.com/bengfitiserationatlifferencesworkplace15430.html. Accessed

29 Januay 2019.



employeesTherefore, thewre the most important factor if a company wants to be successful
profitable and ensureontinuousgrowth. Furthermore, this industry is also known as the one
that needs to be highly innovative and cresgads and chang@siprovementsn technology

and its usage. Therefore, it is crucial to have employees thattisfeedamotivated, engaged

and creativeHowever with a lack of investment in developing mdgenerational leadership
skills, it is no surprise to have disconnection between what leaders think will retain employees

and attract new ones and whatuallyappealghem.

Therefore, primary focus of this paper is to analyse current situation regarding managing
different generations in IT software industry based on the insights collected in company
Poslovna inteligencijrom Zagreb, Croatia. This represent central part of the research that will
be extended with conducted surveys among employees in different IT companies in Croatia in
order to gain better knowledge on how to adjust workplace conditions for newer gerserati

of employees.

Employers shouldnalysetheir organisational culture, style of management and workplace
policies if they want to become the employer of choiceyfminger generations and retain
current employees. Generational 1Q, similar to emotionaétfpires leaders to understand that
each generation has its own distinct characteristics, values, engagement drivers and attitudes
towards work, based on their life experientd® oversee and manage nmugtnerational

team, leaders will need to createudture that will demonstrate respect for each generation and
this can only be accomplished with a strong working knowledge of each generation. Therefore,
leaders should learn about generations norms of communication, what motivates and matters
to them, low they view authority while also uncover their own biases for the various
generations. Gaining this knowledge will enable leaderadjasttheir management style
accordingly. For example, adapting the way they communicate, integrate the team, recognise
and promote team members, monitor and provide support and mentor and develop talent, will

all need to be adjusted based on the mix of generations in the team.

Thereforejn orde to gain this knowledge, thisesis will be structured around four different

objectives:

1. Understand Generation Z preferences for future workplace in Croatian IT industry.

4 % LJHORZ What\Ae the Benefits of Generatio®a 'LITHUHQFHYV LQ \8rKall BuRinkeBsSSODFH "3
Chron.com, http://smallbusiness.chron.com/bengfitiserationatlifferencesworkplace15430.html. Accessed
29 January 20109.



Investigate current workplace conditions in Croatian IT companies.

3. Establish the connection between Generation Z preferences and Croatian IT industry
workplace eality.

4. Determine what adjustments should be done from an organizational and leadership

point of view in order to satisfy preferences among all generations.

Within nextchapter xTheoretical framework, generational differences in the workplace will
beanalysedor each generation that is currergiyiployedn the IT software industry§ecial
emphasisin this chapter is also given wwork values,preferredleadership styles among
generationsaand investigating current workplace conditions and managylg st Poslovna
inteligencija This will give anoverview over differences among generations and will be used
as basis for research created in order to tstaled Generation Z preferenc&bus, the research
will be divided into two main streams in orderget as much insight about the current situation
and future expectations as possililast chapter will bédocused orrecommendation for IT
companies that should help managemenadjust their management style and workplace

conditions to retain existingmployees and attract new ones.



2. TKHRUHWLFDO IUDPHZRUN

This chapter is intended to provide an overview of the theories of generations, which are widely
used by researchers and social scientists in the literdtwwél provide the context for the
study and reveal differences among generations as a result of literature analysis and previously

conducted studies and researches by different authors.

It will also present population analysis in Croatia includingdnisal changes in population
structure and projections for future with a goal to understand the importance of understanding

generational differences on workplace.

2.1. Generational cohorts

A generation is a group of people born around the same time and raised around the same place.

People in thigroupexhibit similar characteristics, preferences, and values over their lifetimes.

"Generation" is also often used synonymously vaitortin social science and under this
formulation, LW P HIe@M within a delineated population who experience the same
significant events within a given period of tirfeGenerations in this sensé birth cohort,

D OV R N Qiedafyedafafionsare widelyused in popular culture, and have been the basis

for sociological analysis. Serious analysis of generations began in the nineteenth century,
emerging from an increasing awareness of the possibility of permanent social change and the
idea of youthful rebeibn against the established social order. Some analysts believe that a
generation is one of the fundamental social categories in a society, while others view its
importance as being overshadowed by other factors including class, gender, race, and
educationamong others.

While the concept of a generation has a long history and can be found in ancient literature,

there are also psychological and sociological dimensions in the sense of belongdenttyd

7KH &HQWHU IRU *HQHUDWLRQDO .L QthswdeRhg.condfginfo-@bdy R WR *HQHUDW L
generations/Accessed o029 January 2019

§3LOFKHU -DQH AODQQKHLP V VRFLRORJ\ Rl JHQHUDWLRQV DQ XQGHUY
http://www.history.ucsb.edu/facultyarcuse/classes/201/articles/94PilcherMannheimSocGenB J$9%d)

"3LOFKHU -DQH AODQQKHLP V VRFLRORJ\ Rl JHQHUDWLRQV DQ XQGHUY
http://www.history.ucsb.edu/faculty/marcuse/classes/201/articles/94PilcherMannheimSocGen@.284)df
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thatmay define a generation. The concept of segation can be used to locate particular birth

cohorts in specific historical and cultural circumstarices.

A generation gap or generatiorgapis a difference of opinions between one generation and
another regarding beliefs, politiasr values. In today X V yérération gapoften refers to

a perceived gap between younger people and their parents or grandparents.

In order for sociologists to understand the transition into adulthood of children in different
generation gaps, they compare the current generation to both older and earlier generations at
the same time. Not only does each generation experience theiraysrofimental and physical
maturation, but they also create new aspects of attending school, forming new households,
starting families and even creating new demographics. The difference in demographics
regarding values, attitudes abdhavioursbetween théwo generations are used to create a
profile for the emerging generation of young adtflts.

Generational consciousness is another way of distinguishing among generations that was
worked on by social scientist Karl Mannheim. Generational consciousnessnsavgnoup of

people become mindful of their place in a distinct group identifiable by their shared interests
and values. Social, economic, or political changes can bring awareness to these shared interests
and values fosimilarly agedpeople who experie® these eventsgetherand thereby form a
generational consciousness. These types of experiences can impact individuals' development
at a young age and enable them to begin making their own interpretations of the world based
on personal encounters that hem apart from other generatidhs.

Currently, five generations make up our society. Each of those five generations has an active
role in the workforce. Depending on the specific workplace, the workforce includes four to five

generations. Here are thith years for each generatién

X Generation Z, iGeneration or Centennials: born 1998D
X Millennials or Generation Y: born 197#1995

8BiggV 6LPRQ A7KLQNLQJ DERXQW *HQHUDWLRQV &RQFHSWXDO 3RVLWL
https://spssi.onlinelibrary.wiley.com/doi/abs/10.1111/j.18560.2007.00531.2007)

97KH &HQWHU IRU *HQHUDWLRQDO .LRQthswdeRhq.covgfginfo@Qudu R WR *HQHUDWL
generations/Accessed o029 January 2019

©7D\ORU 6DUDK A2Q WKH )URQWLHU RI $GXOWKRRG 7KHRU\ 5HVHDUFK
https://scholarworks.wmich.edu/cgi/viewcontent.cgi?referer=https://www.google.com/&httpsrediticlet=8
461&context=jssw2009)

11 Furlong, Andy Aouth Studies: An IntroductioiNew York: Routledge. pl2. ISBN9780-415564793,

(2013)

27KH & HQWHU IRU *HQHUDWLRQDO . L RithswdeRhg.cohifginfo-@bduy R WR *HQHUDW |
generations/Accessed o@9 January 2019



X Generation X: born 19631976
X Baby Boomers: born 19461964

X Traditionalists or Silent Generation: born 1945 and leefor

Different analystsand sociologistslefine generationaF R K Routiygats differently. There

are two main reasons for that:

x People whanalysegenerations have reached different conclusions based on different
assumptions they use for making the distinction.

X Generation birth years vary by geography. The big events that affect a generation can
be dramatically different across the globe or at lesgibnalized or national in scope,
and trends can hit at different times. For example, being a Millenniaideveloped
countrieswith high level of unemploymentcan lead to different expectations and

behaviourghan being a Millennial icountriesvhere the job market is fantasfie.

TheCenterfor Generational Kinetics distinct generational cohorts based on numerous research
studies conducted to reveal hidden insights into sales, marketing, employment, voting,
spending, marriage, etc. among generattérisis important to note that thidefinition of
cohorts rests othe assumption that people can be born within three years on either side of the
beginning or ending of a generation and have all the characteristics of the generation before or
after. Geneaational identity can be affected different factors including the age of parents, if

person grew up in an urban or rural environment, affluence, education ané®more.

For the purposes of undensthng and bridging generations, it is less importarfbtois on a
single year and more important to focus on the underlying consistency. In most cases, the
transition from one generation to the next is more gradual and blended over a felf years.

Generational differences chart compares all generations excaptaBen Zwithin several
different categories: influencers, core values, attribdgesily experience, work ethic, view

on work/life balance and work assets and liabilities.

Characteristics for Generation Z will bealysedvithin next(separateghapte.

¥ 7KH &HQWHU IRU *HQHUDWLRQDO .LQHWth&ENgenhl $@n/faiq@ovehbl WR *HQF
generations/Accessed o029 January 2019

“ 7KH &HQWHU IRU *HQHUDWLRQDO .LQHWLFYV A+RZ WR 'HWHU
https://genhg.com/generational_birth_yeafglcessed 089 January 2019

% 7KH &HQWHU IRU *HQHUDWLRQDO .LQHWLFV A+RZ WR '"HWHU
https://genhg.com/generational_birth_yeafsicessed o@9 January 2019

16 The Center for GeneMLRQDO .LQHWLFV A+RZ WR 'HWHUPLQH *HQHL
https://genhg.com/generational_birth_yeafsicessed o@9 January 2019



Generational differences chais created by West Midland=amily Center (WMFC)

organization in 2002 and describes and compares each cohort by different areas:

Figurel General information about generations

As shownin table above, each generation has different influencing factors that differentiate
one group from another. Those factors have impact on decision making process for each group
and attitudes towards their environmdntorder to lead and manage each geten, leaders

should have awareness about their background. Therefore, next part of this chapter will be
focused arounénalysingeach generation norms, what motivates and matters to them, how

they view authority and detecting biases for each generation.

Traditionalists are the oldest living generation gagulation for this generation rspidly
declining. This generation went through World War 11, the Korean \Mfad, the end of the
: R P H (Rjg¥its Movement, the red scare, and the Radio Age. Their pamedtheyhad just

survived the Great Depression, leaving a lastingaithpn this generation as wéll.

7:HVW 0LGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO '"LIITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mifessed on 29 January 2019
¥ 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generation§2017)



Baby Boomers got their name becadskOPRVW H[DFWO\ QLQH PRQWKYV DIWH
WKH FU\ RI WKH EDE\ ZDV KHDU Gw&é&hdR Wi\1o48 thdh €v& Qetdfe: OR U H
3.4 million, 20 percent more than in 1945,

Generation X is also known as the post boomers. Since their parents, Baby Boomers, were
workaholics, Generation X learned to balance their personal life and work life battgralso
learned to take care of themselves early on, for their panamesnotnecessary there to do it

for them?°

Millennials are described with several different nicknames as stated in comparison table. One

Rl WKH QLFNQDPHV A&KLHDQGLAQGVRUS DIVVEHQWG WR WKE
GHVLUH TXDOLW\ DQG ZDQW WR EH ASROLWLFDOO\ FRUUHF'
them up?

Next part of the generational comparison table focus on core values among generations having

in mind influencing factorgreviously defined

Figure2 Core values among generatiéns

¥ 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
2 7D\ORU -HQQLIHU AHKWHZHHIQH UBDIRM H L%LQJ *HQHUDWLRQ3 %ULJKW?Z
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
21 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/téferencesbetweereachof-theliving-generation§2017)
2:HVW 0OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mitfessed on 29 January 2019



Traditionalists are hard workers, rulllowers, loyal to their country/duty, confident,
respectful of authority, patriotic, conservative, make a lot of sacrifices, and overly trusting in

authority and hierarchs?

Being the children of people who went through seriougiqally disagreeable wars, Baby
Boomers grew into peadeving antt ZDU KLSSLHV LQ WKH TV DQG TV
include antigovernment, the belief that anything is possible, equal rights and opportunities,
personal gratification and growth, apism, the idea of being involved and making a
difference, teamwork, and they follow the belief system of spend now, worry later along with

questioning everything'

Core values of Generation-ets are balance, diversity, entrepreneurial, fun, education,
independence, informality, sakéliance, cynicism, techno literacy, and thinking globally.
These people are adaptable, confident, ethical, flexible, focus on results, tend to ignore
leadership, pampered by their parents, have a strong sense of entitlemraptessed with
authority andscepticalof institutions, like to balance work life and personal life, and are able

to handle responsibility weff

Core values foMillennials include achievement, civic duty, oxamfidence, fun, high morals,
tolerance, competition, attention, technology, education, spiritualism, realism, street smarts,
and sociability. Millennials hate to be talked down to, they like manners amdlliriess,
private messaging is preferred, they like when talked to in a positive manner and sharing

optimism, and they apprecigtemourand making situationgght-heartec®

Attributes that describe each cohort are givenext tableand uncovedifferernt attitudes for

each generation.

2 Taylor, -HQQLIHU A7KH 'LIIHUHQFH %HWZHHQ (DFK /LYLQJ *HQHUDWL
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
2% 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HW ZHitwQer (Std&eK Unhivefdit) ] *HQH L
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
% 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tiéferencesbetweereachof-theliving-generation§2017)
% 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generation§2017)



Figure3 Different attributes among generatiéns

Traditionalistsappreciate attendance, socialization, compliance, and practical knowledge.

When traditionalists make a promise, they mean it and ké@p it.

Baby boomers like tavork, as one of the attribes defined for this cohort i 8 OLYH WR ZRUN:
They areconsidered wrkaholics seeing as they put 60 hours and more into work per week.
Theyinvented the 5hourworkweek 7KH\ DUH DOVR NQRZQ DV WKH 30H JF

seen as greedy, ambitious and materialigtic.

SWWULEXWHYV OLNH AZK\ UDARGM @R IDS W QNBHRYZFGEne@tibd FULELQ
X are closely related to increase of th&rD U HQAAY fates. On the other hand, if family

2’WestOLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUWS?3
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mfessed on 29 January 2019

% 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://wwwtheodysseyonline.com/thifferencesbetweereachof-theliving-generation§2017)

2 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-livin g-generation§2017)
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consisted of both parents, mothers usually stayed home while fathers provided financial

security because children were saesrspecial and needed to be raised with ¥are.

Millennials are huge fans of diversity and multiculturalism. They strive for equality and
thinking globally. They are obsessed with technology as have never lived without the existence
of computers. This madeducation better than ever and made the generation very innovative
and good at muHiasking. Also, they are politically savvy, team oriented, open to new ideas as
well as very patriotic. They are known as smititled and selbsorbed, often theorized be

the result of the children of Generation X being rewarded for simple attendance and

participation®!

Next table describes preferred work environment for each generation:

Figure4 Work ethic among generatichs

% 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
31 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-theliving-generation§2017)
2 :HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mitfessed on 29 January 2019
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Traditionalistswereraised in the traditional nuclear familsa married man and woman along
with their childrenDuring this time,labourunions began to develop. Work was necessary and
not meant to be fun. The company came first and seniority took authority. Training was done
on the job, and schooling was more of a dream than a nec8ssity.

Boomers were never good at taking off enough torepend with their family in fear of losing
their place in the field. Education to boomers is looked at@sharight, but not necessarily a
requirementAs stated previously, they are workaholics with unbalanced time between work
and private life34

GenerationX became known to potentially not do as financially well as their parent¥ eligl.

cautious with their moneyhey handle their work life and finances responsibly. They go by

WKH PRWWR RI 3ZRUN VPDUWHU QRW DU\ G\HRJ J HME X\NFKORNULHR Q
is very true because at this point in time, education grew more important than it ever was before.

A high school diploma became like gold in the working world. Because of their upbringing as
latchkey children, Geaaration X-ers arevery selfreliant. That being the case, they often

guestion authority. Like boomers, they enjoy working, but they hope for a casual work
atmosphere, wish for a more meaningful line of work, have e iggth moving from job to

job.3®

Families of Mllennials are merged with others, mixed, and/or often led by single parent or
grandparentsSome of the major worldly influences include terrorism, digital media, growing
up as children of divorce, AIDs epidemic, TV talk shows, etc. This is the reason why this
generatioriook at the world and see all the ugly and hope that they can do somethiage
achange andoQVHTXHQW O\ JEHI DWK H JONGIeWi&@s/die Rr@bitious and have

big dreams, but are often unfocused and need guid@heg.arestuck on gadgets and reliant

on parents. They had superastucation thais treated as aquirement to succeed in Iife.

¥ 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
% 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
3 7D\ORU -HQQLIHU AHRHZHHIQH (BIRM HLY%LQJ *HQHUDWLRQ?® %ULJIJKW?Z
https://www.theodysseyonline.com/tdéferencesbetweereachof-theliving-generation§2017)
% 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/taéferencesbetweereachof-theliving-generation§2017)
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Next table reveals more information about each generation's work values:

Figure5 Work valuesamong generatiofrs

Traditionalistscore work valuesconsist of following the rules, conformity, dedication and
sacrifice, unquestioning trust in authority and government, duty before pleasure, family, law
and order, giving back being important, loyalty and patriotism, and patience. These people do
not dealwell with vague orders, do not adapt very well to change, and tend to avoid conflict
and confrontation so they tend to make the best out of bad situations. When talking to a
traditionalist, they like you to be discrete, formal, logical, and respectfagards to their age
(calling them Mr., Ms., Mrs.J®

Baby boomers are known for their ability to handle a crisis, noncompliance, consumerism, to
be competitive, mukiWDVNLQJ WKH GHYHORSPHQW Rl 3SROLWLFD¢

standing up for whahey believe in, and being loyal to their children.

% :HVW 0LGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LIITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mifessed on 29 January 2019
38 Taylor, -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHUDWL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generation§2017)
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Unlike Baby Boomers, Generationd notcare too much for work advancement, but do care
more for life navigatior¥® This is why they moveasilybetween jobs and have no attachment

for a particular job bemployer

Millennials work hard to balance their personal life, work, and community. They often test
authority while at the same time, looking for authority figures for help. Likeea#ionX-ers,
they like to punch in to work, get the job done, and then leave for the day. They sought out

more meaningful work and actually prefer to have a job they love than a job that paifs well.

Next section reveals job description comparison among geresat

Figure6 Job preferences among generations

Traditionalists are the most conservative group, they rarely change job position and seek for

security and stability. For Baby Boomers, it is very important to be aligned witpatoy's

% 7D\ORU -HQQLIHU A7KH 'LIIHUHQFH %HW ZHitwQer (StdeK Unhivefdit) ] *HQH L
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
0 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/théferencesbetweereachof-theliving-generation§2017)
“4:HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mitfessed on 29 January 2019
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vision and mission. They likeeamworkand clearly defined expectations. Generation X
changes job positions and employers mowre easily than previous two generations. For
both, Generation X and Millennials it is very important to know the reason for performing task.
Both groups like to be engaged arfdhllengedvhile working, otherwise, company will not be
able to retain thenfor Millennials cohort, work environment is crucial because they like to

work in positive, friendly environment where they feel well treated and relaxed.

Below table shows the difference among generati®garding assets they bring into
workplaceandliabilities they seek:

Figure7 Work assets and liabilities among generations

Traditionalists are well disciplined, dependant and detail oriented. Théyatevorkersaand
loyal to company they work, bjuist like Baby Boomerthey don't react well to organizational
changes which are very present nowadays. Unlike previous generation, Baby Boomers are

good in seeing the big picture, they are mission oriented and willing to go extra mile.

2:HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mitfessed on 29 January 2019
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Generation X can easily adapt to chandbey are eager to learthey respectcompetent
colleagues and don't like to stagnate at work. Their biggedtengeis lack of people skills

and dislike of authority. On the other hand, Millennials with their positive attitude and
optimism collaboratevell with others but they lack discipline, have high expectations and need
supervision since they are inexperienced. Regardless of their collaboration feature, they lack

of skills for dealing with difficult people.

Below table shows differences among gatiens regarding leadership methods:

Figure8 Leadership styles among generatiéns

Since Traditionalists like direct communication, hierarchy, rulespaadeduresthey should
be managed respectiveBaby Boomers are team pgks, loves to participate in meetings and
wants to hear that their ideas matter. They are motivated by their responsibilities to others and

respond well to attention and recognition. Managers that are leading this generation should

“:HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GeneratiomafferencesChart.pdiccessed on 29 January 2019
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consider these charadstics when collaborating with them, dedicating tasks and giving

feedback since they don't tageticism well.

Generation X seeks for independence elmallengesThey like to explore new technologies
and [ke to use innovative approach similarMdlennials cohort, but having in mind that the

latest are unexperienced so they necoet guided, mentored asdpervised.

Next table shows differences in technology and communication style among generations:

Figure9 Communiation methods among generatitns

Some of the technologies relevant for Traditionalists generation:

X 1901 *electric vacuum cleaner

x 1903 #first enginepowered airplane

X 1905 *the chainsaw

X 1907 Hirst electric clothes washer

x 1908 +) RUG TV P R G Hfst fruly Bffdrdabl& \+ehicle

“4:HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mitfessed on 29 January 2019
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X 1920s xinvention of modern television
x 1928 #irst electric refrigerator

x 1930 tmodern ballpoint pen

x 1939 *helicopter?®

Communication methods preferred by this cohort are formal, damedtrespectfulvith subtle

and private recognition.

A lot of technology developeduring Baby Bomers period, but major milestones include:
x 1950s tmicrowave

x 1957 Hirst satellite launched to space, Sputnfk |

Unlike Traditionalists, they like personal (fateeface) touch when communicating with

managers.
During Generation X periodhé Gameboy and the PC came out and were heavily used. This
time was filled with technology blooming. Technology at this time that came to use includes:
x 1973 #first handheld cell phone
x 1976 #first personal home computers

x 1980s tportable Walkman

*HQHUDWLRQ ; LV REVHVVHG ZLWK HPDLO 7KH\ GRQYW ZDQ
to live, but they are not loyal to the companies that trained them.
Technology developed duridillennials generation period

x 1983 +CDs for music

x 1989 +worldwide web

They like to receive feedback often and communicate frequently with their managers, they

prefer to learn in networks and teams using rmakidia while being entertained and excited.

% 7D\ORU -HQQLIHU A7KH 'LITHUHQPHQXHWWHRQ: (DFUKLJKWIZODWHU 6W
https://www.theodysseyonline.com/tldédferencesbetweenreachof-the-living-generation§2017)
% 7D\ORU -HQQLIHU A7KH '"LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodyseyonline.com/thélifferencesbetweereachof-the-living-generation§2017)
47 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generéions (2017)
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Belowtable shows differences regarding motivation among generations:

Figure10 Work and family life balance among generatiéns

Traditionalistsfocus in business is quality, their motivators to work is security, and they value
family and community above all elé2.

Baby Boomers main motivation money thatepresents status symbol for them. In order to
mentor them, managers should demonstrate the importance of a strong team and their role

because they need to know they are valued.

Unlike Baby Boomers, Generation X is motivated by freedom, they are not workaholics and
WKH\ AZRUN WR OLYH3® QRW WKH RSSRVLWH 7KH\ VKRXOG
and flexibility. Managers should become aware that this generation wantsktwitoleaders,

not for them.

“%:HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mifessed on 29 January 2019
9 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK ersityQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generation§2017)
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Similar characteristics share Millennials since they alant to achievevork and lifebalance
thatis very important to them. They pref@entorship by established mentoring peogs and
haveoptions including work from home and flexible working hours.

Last section within this chapter is focused on career development among generations:

Figurell Career development among generations

7UD G LW Lide&for heivceddryiso work for a company for 30 years and then retire and

live off of their pension/savingg.

Baby Boomers are also focused on developing their careers through opportunities within one
organization or at least one industry. Main difference betwesn #nd previous generations

is that they have a desire for promotion while Traditionalists think this happens only to a few.

Generation X takes practive approach for career development regardless of the company they

work for.

Millennials are willing and eager to take risks and don't mind making mistakes. This is why

they will constantly seek for the opportunitigghin the company or outside of it.

%9 :HVW OLGODQG )DPLO\ &HQWHU A*HQHUDWLRQDO 'LITHUHQFHV &KDUW:
http://www.wmfc.org/uploads/GenerationalDifferencesChart4mifessed on 29 January 2019
5% 7D\ORU -HQQLIHU A7KH 'LIITHUHQFH %HWZHHQ (DFK /LYLQJ *HQHL
https://www.theodysseyonline.com/tdéferencesbetweereachof-the-living-generation§2017)
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2.2. Generation Z characteristics

/IRQJ EHIRUH WKH Waklddtned, gob@pedple plil/ed that social role by creating

and interpreting trends. Now a new generation of influencers has come on the scene. Members
of Generation Z are true digital natives: from earliest youth, they have been exposed to the
internet, to social netwks, and to mobile systems. That context has producagpar
cognitivegeneration very comfortable with collecting and craferencing many sources of

information and with integrating virtual and offline experientes.

Generation Z is tI{demographicohort following Generation Y, also known as|M#ennials

or the Millennial Generation. Otherames suggested for the cohort include iGeneration
(iGen),Gen TechGen Wii,Net GenpDigital NativesandPlurals. The dates given for
Generation Z range from the mi®90s through the second decade of this century, although
precise years vary accordingthe source. At over two billion individuals, Generation Z is the
most populous generational cohort of all titde.

At the moment, sociologists are just beginninginderstand sonwd the differences between
Millennialsand Generation ZZompaniesalready been employindillennials for somdime,
and GeerationZ staff members are jushtering workforceUnderstanding some of the key
differences between these two generatigiishelp companies to lead and manage staff.

While Millennials were eayl adopters of mobile technology and social meGiererationZ

KDV QHYHU NQRZQ D ZRUOG ZKHUH WKH ViMpdtahbDliecawse HV Z H L
both mobile technology and social media have shapeddii@ur cognitive function happens,

as well @ thebehavioursve developin lightRl WKHVH QHZ WRROV %HFDXVH RI
teens have more information availabléhiem regarding riskeward and healthy livind-hey

DUH VSHQGLQJ OHVV WLPH 3RXW ZLWK kbthé¢leQsEivhply B3G LQV W

time for riskybehaviourdo occur(like teen pregnancy, drinking and smokirt))

2 Y)UDQFLV 7UDF\ +RHIHO )HUQDQGDLWVY URSOMHDWHRGW DRML RE PSDQGH"
https://www.mckinsey.com/industries/consurpackageejoods/owinsights/truegengeneratiorz-andits-
implicationsfor-companie2018)

53 https://whatis.techtarget.com/definition/GeneratibAccessed on January 29th, 2019

0DWORFN ODUN A8QGHUVWDQGLQJ *HQHUDWLRQ =3
https://www.ccca.org/images/shared/Understan@egeratiorZ_Shininga-light-on-researckandinsights
into-todaysyouth-culture.pdf(2018)
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Searching for authentic and meaningful experiences, Generation Z is more independent than
their predecessorgurning online to research their optiongt interacting with other for

insight, but ultimatelyand more sehan in previous generatiomaaking their own decisions.

GererationZ is different in other ways, tod@.hey aremore practical and financially driven
than theimillennial counterpartsand their preference for sdéarning fuelds a curiosity and
concern about personalifiiment and social impact

Barnes & Noble College conducted a research about Generation Z's expectations for higher
education thasurveyed 1300 students betweenlB3years old. They explored attitudes,
preferences and expectations regarding educational and learning experience. These insights are
relevant to begin understanding thand-setof Generation Z as they prepare for their fufifre.
Whether working together or independently, both older and younger teens prefer to learn by
doing. More than half of respondents said they learn bdseimg handsn, while 38%earn

by seeing.

Figurel12 Preferred ways of learning for Generation Z

When asked what teachers could do to make learning more fun, helpful and interactive,
students responded in a variety of ways. Using more technology, moredratedsning and

more individual attention toppetie list. GeerrationZ wants engaging, interactive learning
experiences. They want to be challenged, they want to be empowered to make their own

S %DUQHYV 1REOH &ROOHJIH ArEpligring Npiddis\aRd HYyR Schodl€s'Expectations for
+LJKHU (G XRipaywRbhcollege.com/wpontent/uploads/2018/09/GeéhReport.pdf Accessed on
January 2019

% %DUQHYV 1REOH &ROOHJIH ArEplgring Npiddis\aRd HYR Schodl€s'Expectations for
+LJKHU (G XRipaywRbhcollege.com/wpontent/uploads/2018/09/GeéhReport.pdf Accessed on
January 2019

% DUQHV 1REOH &R XGoM 3dn ZArEWpigniig Middid\aRd High Schoolers' Expectations for
+LJKHU (G XRtpav R bhcollege.com/wpontent/uploads/2018/09/GenhReport.pdf Accessed on
January 2019
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decisions, and as digital natives, they expect technology to play an instrumental role in their

educational exgrience>®

Generation Z is mature beyond its years. The words they use most commonly to describe their
state of mind include happy, confident, motivated and exchkexvever, while they are
confident in themselves, more confident, even, than Millenniady, are less confident about

the world in which they livé®

Study created by Vision Critical with research by Maru/VCR&C shows that 43% of Generation

Z are very optimistic about their own personal future, more than their Millennial elders. But
WKH\fUH OHVV RSWLPLVWLF WKDQ 0L O O MXKG®LDFDW PW RERND \E
world economies, the environment, politics and world pe@bey area realistic and sober

generation, and exhibit highly determineehaviour®®

Being a sober generati@oes notmeanthey areconservative, especially when it comes to
socialand political life. For Generation Z, racial, sexual and gender egisatigtan idea but

a reality®?

GererationZ present a fresh challenge for companibsy areconfident and motivated but

they arenot naive. Firms that accurately anticipateit needs will have the best chance of
success with their products, services and campaigns. Companies will need to adapt to a more
pragmatic, techV DYY\ JHQHUDWLRQ WKDW LV®BIW HDVLO\ ZRZHG R

Generation Z is accustomed to a mattreen worldThey typically have access to five screens

in their homes: television, desktop, laptop, tablet and smartdtris no wonder Generation

Z also goes by the nicknam& L * HEBu8 insofar as technology is part of Geation=9V OLIH
WKH\fUH OHVVY OLNHO\ WKDQ OLOOHQQLDOV WR EHOLHYH L
SHUKDSV WKDWYV EHFDXVH WKH\1¥H VHHQ WKH SUREOHPYV

% %DUQHV 1REOH &ROOHJH ArERplenNg Middis\aRd HiyRSZhoole®' Expectations for
+LJKHU (G XRtpav¥wRbhcollege.com/wpontent/uploads/2018/09/GenhReport.pdf Accessed on

January 2019

9LVLRQ &ULWLFDO A7KH (YHU\WHKds@QwwwXisiGeritaRcond@H UDWLRQ =3
content/uploads/2@10/GenZ_Final.pdf2016)

80 https://www.uschamberfoundation.org/reports/millerigiaheratiorresearckreview

2 9LVLRQ &ULWLFDO A7KH (YHU\WKL Q JhttpsXun@n-visiohdRticat. tb@/Ms) DW L R Q
content/uploads/2016/10/GenZ_Final.[ja016)

52 http://www.cbsnews.com/news/socialediafuels-a-changein-generationswith-the-rise-of-genz/

68 9LVLRQ &ULWLFDO A7KH (YHU\W KL Q JhttpsXwnBnHvisiohdRticat. eb@Ms) DW LR Q
content/uploads/2016/10/GenZ_Final.|j2016)

64 9LVLRQ &ULWLFPO\WHRIZ@H *NLGH WR httdsQ/inwdD/isldnBrifcal.eom/wp
content/uploads/2016/10/GenZ_Final.|j2016)
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More than Millennials, GesrationZ is concerned with internet piDF\ DQG pdra RI A
V KD U pagtiny personal thoughts and photos permanently on sites like Facebook, where
sexual partners, trolls and future employers can search througifthekeeping with their
sober outlook on the worldhey havechosen social networks that tigate thosenegative

effects.

GenerationZ prefers Snapchat, which allows users to share messages\agesand then
deletes them within seconds a sense, Snapchat more closely mimics-tadace interaction
once a conversation happdhss gone, ad if youwere notthere then you missed it. In the

same vein, Generation Z prefers video messages to writteli®nes.

GererationZ surpasses Millennials for viewing YouTube and Instagram videos, and they also
turn in large numbers to Vine, where userswdaw and post videos that last no more than six

seconds$’

Sparks & Honey discoverethat 33% of all Geeration Zers watch lessons online, for
everything from craft and hobby projects to algebra and geogfétys behavioursurely

gets the approval of parents, who constantly encourage kids to use screen time for something
other than Minecraft?

Educationabpps make up nearly 1081 DOO GRZQORDGYV RQ L7l4@adtvVy DSS

category, and 80%f those are gear@dward kids’®

5 &HQWHU IRU *HQHUDWLRQDO .LQHWLFV A2QOLQH SULYDF\ H[SHFWDWL
J H Q H U Dhitthls:Rgenhg.com/dime-privacy-expectationgliffer-dramaticallybetweergenz-andolder
generations/Accessed on January 2019

9LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htthXMavit.visidhBritical ldagnivpd DW L R Q
content/uploads/2016/10/GenZ_Final.[ja016)

59LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htthXMavit.visidhBritical ldanivpg D W LR Q
content/uploads/2016/10/GenZ_Final.[(2016)

8 6SDUNV +RQH\ A OHHW *HQHUDWLRQ = )RUJHW (YHU\WKLQJ <RX /HDL
https://www.slideshare.net/spaandhoney/generatienfinal-june-17 (2017)

¥9LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htth¥Nwsir.visidhBritica ldagnfid DW LR Q
content/uploads/2016/10/GenZ_Final.|j2016)

0 6 W D WMost\wWopulaAApple App Store categories in September 2008ylKDUH RI DYDLODEOH DSSV3
http://www.statista.com/statistics/270291/poptdategoriesn-the-appstore/ Accessed on January 2019
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Figure13 Generation Z as digital natives

GererationZers are just as confident as Millennials about their personal financial future, they
believethey will be able to buy a house, travel the world, save and invest, retire and bequeath
DVVHWY WR WKHLU NLGV % XW. Wexdwitfias wayheyatdddailedy K H VL P L
distinct from Millennials. GeerationZers are not as confident as Milfeals about their ability

to pay off their eventual loans or buy a second h&mie. addition, while they are
entrepreneuriakhey areless certain thathey will be able to start a busine3erefore they
areplanningahead: while 60%f Millennials identified themselves as spenders, dbilo of

GererationZers saidhe same, while 48%f GererationZers identify as savers.

"YUDQFLV 7UDF\ +RHIHO )HUQDQGD A7UXH *HQ *HQHUDWLRQ = DQG L
https://www.mckinsey.com/industries/consurpackageejoods/owinsights/truegengeneratiorz-andits-
implicationsfor-companie2018)

9LVLRQ &ULWLFDO A7KH (YHU\WKLQUJ htthXAwsvir.visihBritical ldoagnkvp D W L R Q
content/uploads/2016/10/GénFinal.pdf(2016)

BYLVLRQ &ULWLFDO A7KH (YHU\WKLQUJ htthXAwsvir.visihBritical ldoagnkvp D W L R Q
content/uploads/2016/10/GenZ_Final.|j2016)
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Oldest members of Generation Z are now preparing to enter the workforce full time. At the
moment, researchers have little to goimterms of how they behave in a career setting. But

based upon what Generation Zers tell about themselves, their career goals and aspirations, they
ZRQTW EH DQ\WKLQJ OLNH OLOOHQQLDOV *HQHUDWLRQ =Y

Millennials, starting with money?

Where Millennials put a great deal of emphasis on having a clear career path and vacation days,

a large majority of Generation Zers, 65% in all, say that salary is most important t&them.

Study from 2015 published on Fortune.cshows that rast current employees feel content if

they areearning $70,000 per year US, many GemrationZers saythey will only feel truly

successful with a salary of $200,000 or m@r&hat number might seeto be the wishful

thinking of a young cohort % XW *HQHUDWLRQ = DSSHDUV GHWHUPLQHC
they say that making a difference in the world and having an impact through their career are

more important to them than it is to Millennidls.

More of them also expect to reach the rah&xecutive vicepresident or highef® All of which
means that Generation Z arrives in the workforce with great expectations for itself and its
employers. Given that more of them claihey wouldrather be financially successful than

work in their dreanjob.

, ] WKHUHfV D SDUDGR[ DW WKH KHDUW RI *HQHUDWLRQ = L\
asMillennials, \HW DUH OHVV FRQILGHQW WKDW WKH\TO® EH DEO'

In fact, their pragmatism makes them more-askr® than an entrepreneurial cohort ought to

be. According to The New York Times, Millennials are simply cafeensedthey areready

“"3HWHUVRQ +D\OH\ A+RZ WHHQV DUH VSHQGLQJ PRQH\ ZKDW WKH\ OL
https://www.businessinsider.com/hdeensare spendingmoney20154 (2015)

“9LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htthXAv@via.visiahBritical idagnivid D W L R Q
content/uploads/2016/10/GenZ_Final.[ja016)

YLVKHU $QQH A*HQHUDWLERXQV =WKM\ LTBGOIVROLYWQW WR HDUQ D WR
http://fortune.com/2015/09/09/gemis-idealisticbut-alsowantsto-earna-ton-of-moneytoo/ (2015)

YLVKHU $QQH A*HQHUDWLRQ = LV LGHDOLVWLF EXW WKH\ DOVF
http://fortune.can/2015/09/09/geiz-is-idealisticbut-alsowantsto-earna-ton-of-moneytoo/ (2015)

Y9LVLRQ &ULWLFDO A7KH (YHU\WKLQUJ htthXAwsvir.visihBritical ldoagnkvp D W L R Q
content/uploads/2016/10/GenZ_Final.|j2016)

9LVLRQ &ULWLFDO A TXIHG H( Y WIR\ W KH. Q B WitBpsvAvIR\QVisieritritical.com/wp
content/uploads/2016/10/GenZ_Final.|j2016)
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to work hard, think outside the box and pursepportunities® These kinds of qualities are just

as valuable to establishéitms as tostartups®!

The social issues that motivate Generation Z are also différemt those motivating
Millennials. Generation Z will bring their egalitarian values to their work, along with their
mobile connectednesand expect their employers teflect, support and facilitate those

valuesg?

2.3. Generational differences in the workplace

Diversity in the workplace is highly important, but managing this diversity: from a gender,
religious, ethnic, political and life experience/agerspectivecan be ch@ OHQJLQJ KDWY
AQ R U P DegpetRfor one person, may be highly surprising and unorthodox for affother.

Managers face multiple challenges in the workplace, but one frequently recurring challenge is
managing different generations at once in the samdplaame In recentyears,we have

witnessed the emergence of five generations in the workforce. Differences and diversity can
help build a highly productive environment, but the management of these differences is key to

any workplace succe&s.

From the 18yearold intern to the 72/earold seasoned professional, each generation has its
attitudesmind-sets preconceived notions and experieasedefined within previous chapter
Therefore, companies should become aviaé there is no single approach to deawith

them all.

Birkman research indicates thahgloyers are struggling to balance the different needs and

working styles of several distinct generations in the workforce. However, many organizations

8:L0O0LDPV $OH[ AORUH RYH OLOOHQQLDOV +HUH &RPHV *HQHUDWLRQ
https://www.nytimes.com/2015/09/20/fashion/mameermillennialsherecomesgeneratiorz.html?_r=0

(2015)

819LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htthXAv@via.visiahBritical idagnivid D W L R Q
content/uploads/2016/10/GenZ_Final.[ja016)

829LVLRQ &ULWLFDO A7KH (YHU\WKLQJ htthXAv@via.visiahBritical idagnivid D W L R Q
contentuploads/2016/10/GenZ_Final.p(#016)

8+5 )XWXUH A+RZ WR 0DQDJH *HQHUDWLRQDO '"LIITHUHQFHV LQ WKH :RU|
https://hrfuture.net/articles/strategy/stpfinning/howto-managinggenerationatlifferencesin-the-workplace

Accessed on January 2019

8CananicaSHFXUVRV +XPDQRV A+RZ WR O0DQDJH *HQHUDWLRQDO 'LIITHUHQF
http://www.canainca.org/rh/index.php/noticias/I2dn-to-managegenerationatlifferencesin-the-workplace

Accessed on January 2019
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leave employees and workplace teams on their owedbwith these issues ratheaiprovide

guidance and suppdtt

Organizations with effectively functioning muljenerational workforces have a strategic
advantage. Unlocking the secrets that keep employees of different generations motivated and
engageds essentiaf® A 2015 Gallup poll estimated that the cost of employee disengagement

is as high as $458550 billion per year. Engagement supports financial stability, and employee
satisfaction is higher when workers believe that career development ojjpestare equal for

all, regardless of ag¥.

Organizations that understand how to successfully address generational conflict and leverage
HDFK JHQHUDWLRQYYVY VWUHQJWKY ZLOO EH EHWWHU DEOH

amidst the social aneconanic changes$?®

The biggest challenge with any older and younger generation is adjusting to change and looking
at it not as a generational difference but a change in the career cycle. Research from the Society
for Human Resource Management found that coliafive discussion, decisienaking and

problem solving are successful ways to deal with generational differences in the wdtkforce.

B%LUNPDQ A+RZ *HQHUDWLRQDWID RILUHUWAHIQRFGW hyid DK Dde ivi/vp
content/uploads/2016/05/GeneraticiafferencesPDF.pdf(2016)

8% LUNPDQ A+RZ *HQHUDWLRQDO 'LIIHUHQFHYV htts¥Birkridan. i QL] DW LR (
content/uploads/2016/05/Generaticiafferences-PDF.pdf(2016)

87 https://assets.aarp.org/www.aarp.org_/articles/money/employers/leading_multigenerational_workforce.pdf
8%LUNPDQ A+RZ *HQHUDWLRQDO 'LIIHUHQFHYV htts¥Birkridan. P QL] DW LR (
content/uploads/2016/05/GeneraticiafferencesPDF.pdf(2016)

¥0XUSK\ 6XVDQ 5DLQHV &ODLUH A /HDGLQJ D OXOWLJHQHUDWLRQDO
https://assets.aarp.org/www.aarp.org_/articles/money/employers/leading_multigenerational_workforce.pdf

(2007)
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Next table compares behaviostrengthsand struggles among three different generations that

arecurrentlypresenbn workforce market with the highest participation percentage.

Figure14 Generations in the workpla€e

Based on Birkman research, values dm®havioursare similar among generations, but
priorities are different. In significant ways, these different generational priorities are at the heart

of major changes in the workplace over the past 20 yéars.

0Y%HLUNPDQ A+RZ *HQHUDWLRQDWI D RIU HOWMALCRFGIW  hiyid Sabirkridd Dde ivi/ivp
content/uploads/2016/05/GeneraticiafferencesPDF.pdf(2016)

N1%HLUNPDQ A+RZ *HQHUDWLRQDO 'LIITHUHQFHYV htyfs%Birkiién. P QL]DW LR (
content/uploads/2016/05/GeneraticiafferencesPDF.pdf(2016)
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The development of the Internet and increasingly powerdffordable and portable
technologies has revolutionized business, and the workplace has also become far more casual.
Management structures are much less formal, too. Hierarddebaliourthat was familiar to
Traditionaliss and Boomers is not as actegp by many members of Generations X and
Millennials. The workplace of 2000 was much more familiar to Baby Boomers than the 2016
workplace, in large part becauBeditionaliss and Boomers created it and inhabited it during

their prime working years. Novas mosfTraditionaliss have retired and Boomers move into

the latter stages of their careers, the workplace of 2016 has become less familiar and certain to
them as Generation X moves into their prime working years and Millennials are trying to make
their mark on the world.As a natural instinct, peopl#o notrespond well to change. Even
thoughthey may look at change and insist that they can adapt, many still hold resistance. When
younger generations and older generations work together, they autolpasittebute

judgments to these differences because they see somethirsgetegtfamiliar with %2

Edwardsville School of Business at Southern lllinois University presented three case studies
during 2017 on how to blend generational differences in thé&kphawe. First case study
included small, manufacturing company in Franklin, Ohio with a challenge of friction over
differing values like work ethic, goal orientation and professional expectations. Their
employees had lonlgeld stereotypical opinions. Inder to solve the gap among employees,
company encouraged fair, consistent and respectful management skills. Leadership was
encouraged to clearly communicate expectations and they intcbdeenentorship program

with no formal system setup but endorseddaglership>

Second case study included small, privately owned software company in Southeast US with a
challenge binterpersonal tension between generations due to different communication styles.
Solutions that helped them to bridge the gap included assigned videos andsreading
generational dierences that wersharedwith employees. More experienced employees

coaxhed less experienced employees on soft Sk G HYHU\RQH IRFXVHG RQ W
bigger picture’

2%LUNPDQ A+RZ *HQHUDWLRQDO 'LIIHUHQFHYV htts¥Birkridan. @i QL] DW LR (
content/uploads/2016/05/GeneraticiafferencesPDF.pdf(2016)

9D, Harrison, K. Assel, T. Lilly, SIUE Project Management Symposium, Blen@iagerational Differences in

the Workplace, Southern lllinois University, Edwardsville School of Business (2017)

94D. Harrison, K. Assel, T. Lilly, SIUE Project Management Symposium, Blending Generational Differences in

the Workplace, Southern lllinois Unikgty, Edwardsville School of Business (2017)
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Third case study included large engineering company in Overland Park, Kansas with a
challenge of friction due to transfer of responsibility from expegdrio inexperienced project
leadership. Company made four decisions that supported bridging the gap among employees.
They decided to address intergenerational friction, not to ignore it, less experienced employees
got support from leadership, they focused direct communication to communicate all

employees feel understood and valued and they provided formal structures for merforship.

Edwardsville School of Business study defined what each generation expects from work, as

shown below:

Figure1l5Workplace expectations among employees

Organizations that understand how to successfully address generational conflict and leverage
HDFK JHQHUDWLRQYTYYVY VWUHQJIJWKY ZLOO EH DEEgHEA&ER NHHS t
of the social andeconomic changesPeople of different age groups have different life
experiences, and understanding those differences can offer an important perspective about why
they act and react the way they Wéhen the younger generation and the older igeima work
togetherthey see these differences and they automatically attribute negative judgments to them

because they are unfamilfiThe biggest challenge with any older and younger generation is

%D, Harrison, K. Assel, T. Lilly, SIUE Project Management Symposium, 2017, Blending Generational
Differences in the Workplace, Southern lllinois University, Edwardsville School of Business

%D, Harrison, K.Assel, T. Lilly, SIUE Project Management Symposium, 2017, Blending Generational
Differences in the Workplace, Southern lllinois University, Edwardsville School of Business

Y6DED 7DQLD A8QGHUVWDQGLQJ *HQHUDWLRQDORQHEXNWVIQFGW3LQ WKH
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adjusting to change and looking at it not as a geioedtdifference but a change in the career

cycle.
2.3.1. Work values among generations

9DOXHV DUH EHOLHIV DQG LGHDV WKDW DUH QGELXLOBMBOWK
life and actionsSchwartz & Bilsky (1987¥efine values as:

x Concepts or belis

x Pertain to desirdl ends states trehaviours

X Transcendpecific situations

x Guide selection or evaluatiaf behaviourand events

x Ordered by relative importanc®.

Thesefive features describe the formal characteristics of human values. Furtherrhere, w
Hofstede (1980) describes the dimensions of culture, he suggests that affttatethe
unconscious values that a majority of the population of that nation holds. Dose (1997) defines
values as developing through the influences of culture, sociefyeaadnality. This leads into

the subject of generations as each generation group is exposed to the same historical events and

social trends which are thought to create common, shared values (Sess et al®, 2007).

Arsenault (2004) interviewed membersfofir different generational groups. Aftenalysing
responses, distinct collective memories for each generation were found. In addition, he found

that each generath had a unique shared fieldpkferenced®

Similar results are showed within a studyWis et al. (2011) which revealed that workers in

all generations have fairly similar work values. This conclusion was strengthened by the fact
WKDW XQOLNH RWKHU HPSLULFDO VWXGLHV RQ WKLV TXHV)
of work valles before comparing the different generations, controlled for several confounding

factors such as average score or gender, and eliminated biases due, among other things, to

9 Schwartz, Shalom & Bilsky, WolfgangXoward A Universal Psychological Structure of Human Vahues

Journal of Personality and Social Psychology

https://www.researchgate.net/publication/228079314_ Toward_A_Universal_Psychological_Staictiuena
n_Valueg(1987)

9 Schwartz, Shalom & Bilsky, WolfgangXoward A Universal Psychological Structure of Human Vahies

Journal of Personality and Social Psychology

https://www.researchgate.net/publication/228079314 Toward_A_Universal_Psychological_Structure_of Huma
n_Valueg1987)

0 UDXV ODUNXV 'RPLQLN A&RPSDULQJ *HQHUDWLRQ ; DQG *HQHUDWLR
/HD G HUYV K htp: Mt bthschulkempten.de/fileadmin/th
kempten/WBZ/bilder/mba/Masterarbeiten/MT_Markus_Kraus(g61.6)

32



social desirability:®* In fact, no significant difference between the generaticasfaund. The
SFODVK RI JHQHUDWLRQV" SUHGLFWHG LQ WKH VSHFXODWL
premature to align human resource management with the specific characteristics of each

generatiort®?

On the other handgesearch created Walicka from University of Rotterdam in 2016 about
generational differences in work values and job satisfaction had a purpose to investigate
whether there are significant differences in work values between examined generations and if
these differences can basggned to generations or to agdis research used data from
European ValueStudy thatis a largescale crossational and longitudinal survey research
program to investigate whether there are significant differences in work value and job
satisfaction btween four generationsSilent Generation, Baby Boomers, Generation X and
Generation Y93

The survey took place at four different wayvparticularly in 1981, 1990, 1999 and 20038

order to uncover if there truly are differences between generatiamgrinvalues mean and
regression analysis were performed and showed that in all four waves the differences are
significant which is in line with findings fronother studies.The analysis showed that
differences in work values between generations depentieospecific work value as some

seem to be driven by age or by other variables and others by generations thefffselves.

These findings have practical implications for the recruitment and management of the emerging
workforce. Furthermore, understanding thierk values helps companies to know how to
attract new generations to their workforce. Apart from this, as older generations occupy
management positions in many companies and younger generations are their subordinates,
managers need to take into accourffedent perceptions of work values to ensure good
relationship at the workplacé?

101Ng, Eddy & Schweitzer, Linda & Lyons, Seaflew Generation, Great Expectations: A Field Study of the

Millennial Generation. JoW QDO Rl %XVLQHVY DQG 3V\FKRORJ\3
https//www.researchgate.net/publication/225617101_New_Generation_Great_Expectations_A_Field_Study_of
_the_Millennial_Generatio(2010).

102 gchwartz, Shalom & Bilsky, WolfgangXoward A Universal Psychological Structure of Human Vahies

Journal of Personalityna Social Psychology

https://www.researchgate.net/publication/228079314 Toward_A_Universal_Psychological_Structure_of Huma
n_Valueg(1987)

132 3DOLFND 5 'XU (UDVPXV 8QLYHUVLW\ 5RWWHUGDP 3*HQHUDWLR(
6DWLVIDA®LRQ"

14 2 3DOLFND 5 'XU (UDVPXV 8QLYHUVLW\ 5RWWHUGDP 3*HQHUDWLR(
6DWLVIDFWLRQ"

152 3DOLFND 5 'XU (UDVPXV 8QLYHUVLW\ 5RWWHUGDP 3*HQHUDWLR(
6DWLVIDFWLRQ"
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Lovell Comporation,an awarewinning millennial consultancy and influencer marketing agen
created The Change Generation Report in 2017 on how Millennials and Generatien Z
redefining work. They surveyed over 2,000 young people from across Canada, including both
rural locations and urban centres, to gather diverse insights from youth in various stages of
their professional careershe respondents were comprised of pedyrn between 1981 and
2003.106

They used a method called Cumulative Sums Analysis (CUSUMMabysetrends in work

value scores for people born between 1980 and 2002 (aged 14 to 37). Analysis showed
inflection points in the data around 1987 and 2001 th largest and most consistent shift in

the data occurred at 1994. Their interpretation of these patterns is that the dividing line between
Millennials and their su@ssors, Generation Z occurs1®94/95. Both generations can be
further divided into edly and late groups. It is unclear at this point what year will mark the end

of Generation Z, but based oretpattern they have obsery@®08 seems likel}’

Of the 2,000 participants surveyed, the top desired career for young professionals was
entreprenership, followed closely by public service wolkhether Millennial or Generation

Z, respondents showed a strong tendency towards creating their own path in life. Over 50% of
young professionals have considered starting a business at some point inofiessiqgmal

careers or have already started a business of theit®wn.

Besides that, respondents were asked to identify their expected salary for their first job and 5
years after entering their first permanent career job. A significant difference inghgefar

and peak salary expectations is noted between Millennials and Generation Z. While Generation
Z have lower salary expectations going into their careers, they exhibit higher hopes for their
career potential and ultimate success. This higher peakysakpectation of Generation Z
reflects their driven nature and eagerness to grow. Generation Z may be willing to put in the

time to gain experience and develop their skills early in their careers if it can lead to greater

% /RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOC
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepaovell-

Corporation.pd{2017)

W7/RZHOO &RUSRUDWLR Q tioA Re&pdrt8HOW Rillddniald g Gdderation Z are Redefining

: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)

18/RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWhR&e RetsSRilgY +RZ 0LOO
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)
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future successResearchers std that he key for employers to recruit and retain this

generation will be to connect initial roles with these longer term career amBfions.

Respondents were also asked to rate the importance of 28 work value priorities, ranging from
compensation (e.g., pay and benefits) to social environment (ewgqrkers, fun workplace)

and psychological benefits (e.g., interesting work, variety). Iniagesvork and continuous
learning are two values shared by the generatiBesearchers concluded that companies
should invest more in personal development and employee engagement activities to appeal

young professionals.

Figure16 Work values for Millennials and GeneratiotHZ

Study also measures work value priorities. Researchers used factor analysis to identify
underlying commonalities in the 28 prioritie8s a result, ix factors emerge for each

generation.

Millennials work value factors:

1. Work arrangements
2. 3DVVLRQ IRU RQHTV ZRUN

3. Making a difference through work

W/RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOO
: R U Nnttps://mwww.lovellcorporation.com/wgzontent/uploads/2017ChangeGenerationRepaovell-

Corporation.pd{2017)

/RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOO
: R U Nnttps://www.lovellcorporation.com/wpontent/uplads/2017ChangeGenerationRedartell-

Corporation.pd{2017)

35



4. Growth and development
5. Social climate of the workplace
6. 6WDWXV RI RQHTV MRE DQG RUJDQL]DWLRQ

Generation Z work value factors:

1. 3DVVLRQ IRU RQHTV ZRUN
. Work arrangements
. Making a difference through work

2
3
4. Social climate of the workplace
5. Growth and development

6

BWDWXV RI RQHYV MBE DQG RUJDQL]DWLRQ

When asked what career success means to them both Millennials and Generation Z rated
financial security as the most importanttéac This factor can be attuited to high rates of

youth unerployment, competitivgpb market, and career uncertainty that lingers in the current
economy for many young professionals. The secondary factors identified by both generations
emphasize the imptance of workplace culture and inclusivity. A notable difference between

WKH WZR JHQHUDWLRQV zZzDV *HQHUDWLRQ =1V VWURQJHI
relationships and impact as a determinant of their career siétess

Reflecting the values that young professionals hold in their daily lives, Millennial and
Generation Z retention factors highlight the same trends that characterizprétessional
lives. The trend towards corporate social responsilailitransparencfor business continues

to rise with young professionads the helm.

W/RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOO
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)

W2JRZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOO
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)
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Figure17 Retention factors for Millennials and Generaticif Z

Among thethreehigh-impact retention factorsecond isa strong employer brand for ethics

and social responsibilityWhile personal development and wdifie balance also remains a
common concern of both generations, Generation Z once again characterizes itself by
highlighting the need for passion and motivation in their work. Young professiopaiscae

likely to stay with companies that value ethics and social responsibility while creating a

positive environment that ensures individual growth and developitfent.

Lastly, part of the same research relevant for this Thedlisdes analysis of what employers
could do to better support young workerhis is an area where Millennials and Generation Z
differ in their views. Millennials placed the greatest emphasismployability supports such
as education, training, and ear supportvhereasGeneration Zeeks greater mental health

supports-t®

With rising rates of anxiety and depression among youth, the emphasis placed on mental health
by Generation Z suggests that the tough labour market and precariousteshiok transiion

is taking its toll on young professionals. Offering added personal supports to help young

13 owell CorporatiRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOOHQQLDOV |
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepaovell-

Corporation.pd{2017)

4 /RZHOO &RUSRUDWLRQ A7KH &K DMidriatd-hQi-EgmemtioRDaré RAIRfDING +R Z

: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)

U5 /RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ S5H8RYW +RZ 0LOC
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)
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professionals transition to new positions, cope with stress and ultimately excel in their roles

will help foster better retention and performantée.

Consistent wth their work value priorities and retention factaessultsindicate a generation
that is driven to grow both personally and professionally. If an employer wants to retain young
talent, they must ensure that they are fostering a culture that highfighisportance of career

development and webeing!*’

However, he generalizations listed for each generation are just that, generalizations. The
descriptionsare used to portray people located in the middle of the bell curve. The differences

in the genergons are not meant to stereotype individuals. Generalizing, not stereotyping about

a grouping of peoplaffers insights and awareness that can be helpful in understanding people

and becoming better observers of the human condifimng similar lines, gen though a
generational cohort is an efficient anskeful social categorization, one must be careful not to
SDLQW WKH HQWLUH JHQHUDWLRQ ZI!WK WKH 3VDPH EUXVK’

Gale (2015) emphasize on how companies still are trying to comprehemdillgmnials,
meanwhile they are trying to retain Generation X and the Baby Boomers. Both Trees (2015)
and DeVaney (2015) have acknowledged the same behaviour from companies. They argue that
companies only aim to find new ways to attract and retain thabeshost suitable employees

from the millennial generan!'® Some researchetfink companies should redirect their
attention to Generation Z, which is rapidly emerging onlabeurmarket.Otherclaims it is

too early to know how the new cohort will relate to their future workplace, but the problem
also lies in that the relationship between work values and Generation Z is sparsely researched
They alsoargue for how the empirical evidence of gertienal differences and individual
differences in work values are tef$R.This indicates that there are a lack of scientific

knowledge published abogenerations and differences among them

16 /JRZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOC
: R U Nnttps://www.lovellcorpoation.com/wpcontent/uploads/2017ChangeGenerationRepovell-

Corporation.pd{2017)

17 /RZHOO &RUSRUDWLRQ A7KH &KDQJH *HQHUDWLRQ 5HSRUW +RZ 0LOC
: R U Nnttps://www.lovellcorporation.com/wpontent/uploads/2017Chae@enerationRepacitovell-

Corporation.pd{2017)

18| yons, Sean & Ng, Eddy & Schweitzer, Lind&enerational career shift: Millennials and the changing

nature of careers in Canada.
https://www.researchgate.net/publication/256089561_ 4 Generational_career_shift_Millennials_and_the_changi
ng_nature_of careers_in_Cang#@12)

W+ L PEHUJVVRQ (YHOLQ /XQGEHUJ 6DQG Uhips:AnRidNaY DOXHY RI *HQHUDYV
portal.org/smash/get/da2:936930/FULLTEXTO01.pdf2015)

20« PEHUJVVRQ (YHOLQ /XQGEHUJ 6DQG Uhips:AnRidNaYDOXHY RI *HQHUDYV
portal.org/smash/get/diva2:936930/FULLTEXTOL1.2015)
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Due to this, a quantitative study will lsenducted within thishesisin order to increase the
awareness of which work values the new generation value and how theyfroiffieolder
generations This is essential focompanies to know in ordeo attiact the most suitable

employees and retain existing ones.
2.3.2. Leading a ccross the generations

2.3.2.1 Effective leadership

Many factors can affect organizational succeksvever one of the most importattiat has a

great impact organizational success is effective leadership.

As people have pursued an understanding of wlakes an effective leader, their attention has
often moved to the key personal traits those leaders exhibit. The idea is that identifying those
common traits will help businesses identify effective leaders and help individuals know how

to become better ldars!?!

Figure18 Effective leadership trait¥

P16SHQFHU $DURQ A:KDW 0D N HWpY/QoursesilEiehleaHy.cohva@H U " 3
principlesofmanagement/chapter/wimaakesan-effectiveleader/Accessed on January 2019

12 6SHQFHU $DURQ A:KDW ODNHV Dh@ps:/{coursESNUIMErttearrihgz@ri' 3
principlesofmanagement/chapter/wimaakesan-effectiveleader/Accesed on January 2019
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Leaders tend to be highly motivated individuals. This inner drive is reflected in a number of
common ways. They reflect a greater effort level in general, they strive for achievdmagnt,

have greater ambition, they work with greater energy, they are often tenacious, and they are
more likely to take the initiative rather than wait for someone else to 3 so.

Effective leaders also tend to have a strong desire toward leadership mdlésnations.
Although others are happier to allow others to take the lead, leaders want to do so themselves.
They tend to be very individualistic and autonomous with a high need for control. They like to
make their own decisiorig?

The moral aspect of leatship is highly significant. Effective leaders must demonstrate high
levels of honesty and integrity. This is essential to inspiring confidence and trust from

employees and other followers, without which a leader is not likely to be effétive.

Selfestem and seltonfidence are closely related and tend to be prominent in leaders. A lack

of seltesteem and setfonfidence is very problematic for a leader. When these traits are
ODFNLQJ GRXEWYV DULVH DQG LQVHFXULWLt#MsS®OHRIXH D
confident that his beliefs, plans, and actions are correct. This confidence is important in that it
enables the leader to persist steadfastly in the right course even when there are obstacles and

doubts from other&®

Effective leaders alsone to be opeminded to new ideas and experiences. They recognize
that innovation is often valuable, and they also tend to consider ideas and suggestions from
others. Seliconfidence and sedsteem do not have to conflict with this spirit of open

mindednas. When they do, the result is generally harrtful.

One obvious trait that many people look for in leaders is intelligence. Studies have shown that

this is indeed an important qualification. It has been suggested, however, that pure cognitive

(

abiltyisa3sWKUHVKROG™ TXDOLILFDWLRQ 7KDW LV LW LV LPSF

roles. However, once within the leadership circle, most individuals have relatively high

1228 DVVH 3LHUUH A7KH QH Zht@&y/iwii.tiaihirRyjoudnil Dadnkattiolels/feStére/nevivers
leadershig2014)
24 (EUDU\ QHW A7KH hith¥:IebrdryWeR314BDr@artagement/desire_kamkssed on January 2019

5L XOOD -RDQQH % A(WKLFV DQG /HD@gdMWKilaS (IITHFWLYQHVVS3 &KDSW

net.org/members/directory/downloads/antonatkigla-13.pdf(2013)

26SHQFHU $DURQ A:KDW 0D N HtpE/QourseslIEneéhl&arhindicor®why " 3
principlesofmanagement/chapter/wimaakesan-effectiveleader/Accessed on January 2019
R7$QGHUVRQ % U-IPA QY Q@& M VA2 B RtsH/BvGwbig gassessmentsystems.comfopen
mindednessAccessed on January 2019
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intelligence levels, so mere cognitive ability is not enough to distinguish erléadh other

leaders'?8

Further, pure cognitive ability is only one type of intelligence. Relational and emotional
intelligence are also important aspects for leaders to develop. Arrediagrice on strict

cognitive intelligence can be very inhibitingetfective leadership?®

Another unsurprising personality trait that is commonly associated with leadership is being an
extrovert. Leaders tend to be outgoing and social in their personalities, which helps them take
the lead and act with initiative. It alé@lps them with the important aspect of connecting to

and inspiring others through relationshigs.

Though many leaders are extraverts, there are certainly examples of successful leaders who are
not. Sometimes other strengths are sufficient to compensatefdeing an extravert, or
sometimes a leader who is not naturally an extravert is able to train himself to be more outgoing

in behaviourZKHQ QHHGHG WKRXJK WKLV VWLOO GRHV QRW J}
personality. Bill Gates of Microsoft anldark Zuckerberg of Facebook are two prominent

examples of extremely successful leaders who are introverts by persbHality.

2.3.2.2 Leadership styles

Leadership is usually defined in terms of the people who are in charge of organizations and
their units; by defiriion, such people are leadekgadership style predicts employee attitudes

and team functioning, and they predict organizational performaii¢éd D G HWUW KQtlig: 3LV
general manner, outlook, attitude and behaviour of a leader, particularly in rétahenor

her colleagues and team members. This can be expressed in various ways including what a
leader says, how they say it, the example they set, their body language, and their general

conduct and charactér?

26SHQFHU $DURQ A:KDW 0D N HWp/Qoursesl IEéhldarhindioDr@wint " 3
principlesofmanagement/chapter/wimaakesaneffectiveleader/Accessed on January 2019

2'DQLHOV ([HFXWLYH (GXFDWLRQ 3URJUDP A(RRWHBQPRIOS:QWHOOLJHQ|
https://daniels.du.edu/emotioriatelligencekey-effectiveleadership(2018)

BERSKLD %HUQD]IDQL A,QWURYHUV YV ([WURYHUWV /HDGHUVKLS
https://blog.hubspot.com/marketing/introveetstrovertsleadershig2017)

BIGSHQFHU $DURQ A:KDW 0D N Htp/QourseslIEneéhl&arhindicor®why " 3
principlesofmanagement/chapter/wimaakesan-effectiveleader/Accessed on January 2019

¥28QLYUVLW\ 9DQ 3UHWRULD A/HDGHUVKLS 7KHRULHY DQG ORGHOV?® &K
https://repository.up.ac.za/bitstream/handle/2263/25691/04chapter4.pdf?sequécmessed on January 2019
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Various authors identify many different algership styles depending on the observed
perspective, busince this hesis focuson generational differences, there are five main

leadership styles that can affemnployee satisfaction and engagement:

Laissezfaire
Autocratic
Participative

Transactional

ok~ 0N e

Transformational®?

The Cambridge dictionary defines laissez faire3tge unwillingness to get involved in or
LQIOXHQFH RWKHU "SIHiBs820f&rg \is &ssevitiblly lavphilbisdphy focusing on
LQGLYLGXDOTV D E Lield¢ams \RthoRth@Rerenid by dther pedifle.

Laissezfaire leadership is based on trust. People who enjoy a wide degree of latitude in making
decisions and working on projects autonomously are often most comfortable with-faissez

leaders'3®

Organzations or departments run by laisgaire leaders frequently are either in the incubator
SKDVH RI SURGXFW GHYHORSPHQW RU WKH\fUH HQJDJHG LG
style is particularly relevant startup firms, where innovationis UXFLDO WR D FRPSDOQ\!

success3®

When applied to management, laiségze means letting employees work on their own and
allowing them to set their own goals, processes and deadlines. Hagsderadership (also
known as delegative leadership) involves letting subordinates make whetexisions with

the boss subtly trying to guide them in a haaffsmanner. While laissefaire leaders hope

this approach will inspire employees to become their own managers and step up to any
challenges with which they are presented, it often backi@eserally speaking, employees

working under these conditions feel they have no guidance and are left stranded with no

18 7LVKPD ODULHO A/HDGLQJ $ Rifps:RWW.cliriediathing2018DWLL/R&Hgross
generations{(2018)

134 Cleverism.com. Laissezaire Leadership Guide: Definition, Qualities, Pros & Cons, Examples,
https://www.cleverism.com/laissdaire-leadershipguide/(2017)

% 6W 7KRPDV 8QLYHUVLW\-)DLKBWHDGHDVKVYS] +RZ $XWRQRP\ &DQ
https://online.stu.edu/arties/education/whas-laissezfairdeadership.asp{Published on 2018, Updated on

2018)

% 6W 7KRPDV S8QLYHUVLW\-)DLBKPWHDWGHDVYYKVE] +RZ $XWRQRP\ &DQ
https://online.stu.edu/articles/education/wisataissezfairdeadership.asp (Published on 2018, Updated on

2018)
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direction. While these employees often like their bosses as friends, they often do not respect
their managers and will frequently notléw directions on the rare occurrence that they are
provided. As a result, researchers have found that this form of leadership results in the lowest
productivity levels of the four types of leadership.

Autocratic leadership is a management style wheme@person controls all the decisions and
takes very little inputs from other group members. Autocratic leaders make choices or decisions

based on their own beliefs and do not involve others for their suggestion or &évice.

Autocratic leadership is a formf management style in which one leader or member of the
organisation takes decisions on behalf of the company. This type of leadership style is seen
mostly in businesses which are relatively small with fewer empldy@eghis type of
leadership style is &y effective in organisations where the nature of work requires quick
decisionmaking. Characteristics of autocratic leadership includes that no inputs from other
group members are taken, group leader(s) dictate all the tasks or distribute respamsibilitie

among other employees, and no reward or recognition is given to employees to boostfhorale.

Some experts argue that this type of leadership style can be damaging rather than rewarding in
the long run as it resembles that of a dictator. It leads to toplayee morale, which in turn

may lead to attrition in many cases. However, there are some advantages of autocratic
leadership as well. It leads to quick decisinaking, control over the processes and the

operations of a company, eft.

Autocratic leadergp will be helpful in situations where a business faces constant change or a
crisis. It will be able to react to the situation promptly compared to other leadership styles,

because of streamlined organizational structure and quick deaisikimg ability 42

Participative leadership also known as Democratic Leadership Style is a method of leadership
that involves all team members in terms of identifying important goals as well as developing

¥ +DUQHVV -LOO A&KD U)DAW H UlLD/Q\htp3/AIHRZQUEDICYViRI8399492
characteristicgaissezfairemanagement.htn{2018)

8 7KH (FRQRPLF 7LPHV A'HILQLWLRQ RI $XWRFUDWLF /HDGHUVKLS?
https://economictimes.indiatimes.com/definition/autocrg@dershipAccessed on January 2019

¥ 7KH (FRQRPLF 7LPHV A'HILQLWLRQ RI $XWRFUDWLF /HDGHUVKLS?
https://economictimes.indiatimes.com/definition/autocrigadershipAccessed on January 2019

40The ECQRPLF 7LPHV A'HILQLWLRQ RI $XWRFUDWLF /HDGHUVKLS?
https://economictimes.indiatimes.com/definition/autocrigadershipAccessed on January 2019

M17KH (FRQRPLF 7LPHV A'HILQLWLRQ RI $XWRFUDWLF /HDGHUVKLS?:
https://economictimes.indiatimes.com/definitiaatocratieleadershipAccessed on January 2019

“27KH (FRQRPLF 7LPHV A'HILQLWLRQ RI $XWRFUDWLF /HDGHUVKLS?:
https://economictimes.indiatimes.com/definition/autocrigadershipAccessed on January 2019
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strategies and procedures to achieve the goals. From this poietwofparticipative style of
leadership can be perceived as a leadership style that rely primarily on functioning as facilitator
that the one who simply issues commands or orders or making assignment for each member of
the teamt*3

One of the primary advantagf participative or Bmocratic Leadership is thatatlows to

have another possible leaders that can boom within the organization in due time. Many leaders
prefer this style because it involves an active participation of every team members, which
makeshem to demonstrate their creativity, abilities and talents. This makes a team to discover
hidden assets that can eventually help the team or organizationTgmasyit also helps every
member to have an opportunity for them to exert their skills, sdhgitcan also share their
abilities in the team?*

Participative leaders also increases the range of possibilities for a certain team. When
leadership styles that significantly leave the entire decision making and direction in one person,
it is somewhat diicult to see in a particular angle. So if the leadership management encourage
other member to be involved in the process of decision making, a given course of action can
be seen or approach in different perceptions. It can also point out the strengiaindsses

to certain approach and can be resolved by the team working hand in hand to come out with

the best decision for a certain compafty.

Downside of participated leadership is the aspect of time. This style of leadership does usually
engage the regqnement of time before a certain action is taken. On the other hand this is just
the natural side of the participative style of leadership, which allows every team member to
have an input. In addition, the extra time required for this process is usadkyttea decision

that eventually benefit every team member. This is ideally best means for your team or
organization to be effectivié®

143 ) eadershipFHQWUDO FRP A3DUW W\ SHD WOYR AHDBUHUNGLWRs DV 'HPRFUDWL

https://www.leadershijgentral.com/participativéeadership.htmAccessed on January 2019

144 eadershipFHQWUDO FRP A3DUWLFLSDWLYH /HDGHUVKLS 6W\OH $OVR 5HI

https//www.leadershipcentral.com/participativéeadership.htmAccessed on January 2019

145 L eadershpFHQWUDO FRP A3DUWLFLSDWLYH /HDGHUVKLS 6W\OH $OVR 5H|

https://www.leadershigentral.com/participativéeadership.htmAccessed on January 2019

146 LeadershpFHQWUDO FRP A3DUWLFLSDWLYH /HDGHUVKLS 6W\OH $OVR 5H|

https://www.leadershigentral.com/participativéeadership.htmAccessed on January 2019
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The transactional style of leadership was first described by Max Weber in 1947 and then by
Bernard Bass in 1981. Thisykt is most often used by the managers. It focuses on the basic

management process of controlling, organizing, and $&ort planning*’

Transactional leadership involves motivating and directing followers primarily through
appealing to their own seifiterest The power of transactional leaders comes from their formal
authority and responsibility in the organization. The leader believes in motivating through a
system of rewards and punishment. If a subordinate does what is desired, a reward will follow,
and if he does not go as per the wishes of the leader, a punishment will follow. Here, the

exchange between leader and follower takes place to achieve routine performané& goals.

The transactional leaders overemphasize detailed andtshargoals, andtandard rules and
SURFHGXUHY 7KH\ GR QRW PDNH DQ HIIRUW WR HQKDQFH Il
ideas. This kind of a leadership style may work well where the organizational problems are

simple and clearly defineld?

The transactional leadeare found to be quite effective in guiding efficiency decisions which
are aimed at cutting costs and improving productivity. The transactional leaders tend to be
highly directive and action oriented and their relationship with the followers tends to be

transitory and not based on emotional botifls.

The concept of transformational leadership started with James V. Downton in 1973 and was
expanded by James Burns in 1978. In 1985, researcher Bernard M. Bass further expanded the
concept to include ways for measg the success of transformational leadership. This model
encourages leaders to demonstrate authentic, strong leadership with the idea that employees

will be inspired to follow suit?!

“7_XQHMD 3UDFKL ODQDJHPHQW 6WXG\ *XLGH &RQWHQW 7HDP
https://managementstudyguide.com/transactiteedership.htrccessed on January 2019

148 _XQHMD 3UDFKL ODQDJHPHQW 6WXG\ *XLGH &RQWHRUNA3 7HDP
https://managementstudyguide.com/transactiteedership.htrccessed on January 2019

149 _XQHMD 3UDFKL ODQDJHPHQW 6WXG\ *XLGH &RQWHQW 7HDP
https://managementstudyguide.com/transactiteedership.htrccessed on daiary 2019

1% . XQHMD 3UDFKL ODQDJHPHQW 6WXG\ *XLGH &RQWHQW 7HDP
https://managementstudyguide.com/transactiteedership.htnccessed on January 2019

Bl KLWH 6DUDK . A:KDW LV WUDQVIRUPDWLR®WDYDWHPG HUMKRBD W
https://www.cio.com/article/3257184/leadershianagement/whas-transformationaleadershiga-modetfor-
motivatinginnovation.htmi(2018)

45



Transformational leadership inspires people to achieve unexpectecharkable results. It
gives workers autonomy over specific jobs, as well as the authority to make decisions once

they have been trainéef

Some of the basic characteristics of transformational leadership are inspirational, in that the
leader can inspire evkers to find better ways of achieving a goal; mobilization, because
leadership can mobilize people into groups that can get work done, and morale, in that
transformational leaders raise the wmding and motivation level of a group through excellent

rapport. They are also good at conflict resolutiéh.

Although the concept of transformational leadership can apply to every indiistsy,
increasingly important in IT as companies embrace digital transformation. Adapting to rapidly
changing technology reqgeis innovation and strong leadership to stay ahead of the curve and

to remain competitivé>*

Transformational leadership includes four elements:

1. Individualized Considerationthe degree to which the leader attends to éaléhwer's
needs, acts as a mentarcoach to the follower and listens to the follower's concerns
and needs. The leader gives empathy and support, keeps communication open and
places challenges before the followers. The followers have a will and aspirations for
seltdevelopment and havetrinsic motivation for their tasks.

2. Intellectual Stimulationtthe degre¢o which the leader challenges assumptions, takes
risks and solicits followers' ideas. Leaders with this style stimulate and encourage
creativity in their followers. They nurture and develop people who think independently.
For such a leader, learning isalue and unexpected situations are seen as opportunities
to learn.

3. Inspirational Motivation- the degree to which the leader articulates a vision that is
appealing and inspiring to followers. Leaders with inspirational motivation challenge
followers withhigh standards, communicate optimism about future goals, and provide

meaning fomgiven tasks.

%2 6W 7KRPDV 8QLYHUVLW\ A:KDW LV 7TUDQVIRUPDWLRQDO /HDGHUVKLS"
https://online.stu.edu/articles/education/wlsatransformationaleadership.aspXPublished on 2014, Updated

on 2018)

%3 6W 7KRPDV 8QKYHVWVYNW\WUBQVIRUPDWLRQDO /HDGHUVKLS" +RZ 1HZ ,GH
https://online.stu.edu/articles/education/wisatransformationaleadership.aspXPublished on 2014, Updated

on 2018)

B4 KLWH 6DUDK . A:KDW LV WUDQVIREBHW®WLRRWOPFOWDYITHUIVEL SI' Q!
https://www.cio.com/article/3257184/leadershianagement/whas-transformationaleadershiga-modetfor-
motivatinginnovation.htmi(2018)
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4. Idealized Influece tprovides a role model for high ethidaéhaviour instills pride,

gains respect and truse.

One of the best uses of this leadership sty/ia ian organization that is outdated and requires
serious retooling. It is also a perfect match for a small company that has big dreams and wants
to change and adapt to get there. In both of these examples, the board of directors can bring in
a transformtaonal leader who will change the structure of the organization and also motivate

the current workers to buy into the new directioh.

2.3.2.3 Preffered leadership styles among generations

With the various generations come differing communication styles and knowledge gained
throughout a lifetime of experience. Each generation has a preferred way it likes to be led and
using these preferred leadership styles managers are better able taubuiddd communicate

with employees in the best possible way to boost understanding, motivation and results. While
there is no right or wrong leadership style, some work better when communicating within and

between the generatioris’

Research and studisBow there are differences in leadership style among generations and had
proven that employees with different work characteristics will be more effective and productive

with different leadership styles (Tulgan, 1998).

A Traditionalistsworkforce is not kely to yield to an autocratic style because they feel that

there are much of the samge with their leader and tHat cannot boss them aroutt@Hence,

a leader might consider using democratic or laiaee leadership styke In using democratic

style leaders wants to gather employeefsut on the current work procedure by increasing

their decision makingand UHDWHU HPSOR\HHfV SDUWLFLSDWLRQ ,Q \
WKHP DV HTXDOV ZKR KDYH HTXDOO\ VHhkYod bat&udd ducl WL PH D
employees would have spent and be spent on their physical, psychological and mental energy.

%5 IDQJVWRQ 8QLYHUVLW\ A7U D QitpR/IWRR hgSRoQ.El(isisOdfaDIHile sMdsid S 3
contentfiles/TransformationalLeadership.péd€cessed on January 2019

1% 6W 7KRPDV 8QLYHUVLW\ A:KDW LV 7UDQVIRUPDWLRQDO /HDGHUVKLS"
https://online.stu.edu/articles/education/wisatransformationalleadership.aspXPublished on 2014, Updated

on 2018)

1 7LVKPD ODULHO A/HDGLQJ $ Rffps:RwW.cliedia’thing2018M5X1L/R&HAG 0SS
generations{(2018)

158 Yy, Hui-Chun & Miller, Peter. Aeadership style: The ¥eneration and Baby Boomers compared in

different culturalFRQWH[WYV (5% 5HVHDUFK 2XWSXWYV3
https://www.researchgate.net/publication/44130000 Leadership_style The X generation_and_Baby Boomers
_compared_in_different_cultural_conte@®05).

1591SSN 24096938 An International Peereviewed Journalol.21, 2016 (p.5%4)
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On the other hand, if leader uses laistaz by leaving employees to take their own decisions
on the job because of their high level of slakperience and training over the years involve in

career and personal growth and developni@nt.

Baby boomers have a lot of working experiendeeyl are hard to control because they feel
that they are not like slave to be tossed here and there. Thetefmieg such a group of
people require high level of diplomacy because to get the job done they and the leader have to

be on the same page for mamful success to be achievéd.

From a leadership standpoint, participative leadership style and techocaouies effective for

this cohort. Based on the article in thmurnal of Leadership, Accountability and Ethics in 2014
created byAhmed AFAsfour and Larry Lettau, approaching boomers with respect for their
achievements, challenging them to contribute teaan in an attempt to solve organizational
problems and involving them in organizational change initiatives are techniques that can work
for leading this group of employees. Doing this ensures they feel part of the decadiomny

process and could motiteathem to work harder in an attempt to contribute mtre.

While Baby Boomers are more teamented, Generation Xers tend to be more individually
motivated and selfeliant. Often described as cautious;eptical or unimpressed with
authority, Generation Xends to be fair, competent, straightforward and at times brutally
honest. According to a study of perspectives on leadership conducted by Kathryn Eileen
Holden and Deana M. Raffo of Middle Tennessee State University, Generation X admires
competency anddmesty. They do not value achievement as highly as previous genéfation.

Due to their straightforward nature and need for honesty, Gen Xers are often the most difficult
to manage and may not fit into one set traditional leadership style. Therefore, rafteade
Generation X has to institute framework that will keep the institution of employees at top level.
Such a leader has to be able to combine effectively the requirements of the job and the
characteristics of the employees and can use a combinatiormofcddic and lassifaire
leadership styles. This will draw followers to his leading naturally because they will deal a high

level of obligation to work together with the leader to ensure that positive resujesnamated

160|SSN 24096938 An International Peeeviewed Journalvol.21, 2016 (p.5&4)

161|SSN 24096938An International Peereviewed Journalvol.21, 2016 (p.554)

162\ Salahuddin, Mecca&energional Differences Impact On Leadership Style And Organizational Success.
Journd of Diversity Management

https://www.researchgate.net/publication/265237327 _Generational_Differences_Impact_On_Leadership_Style
And_Organizational _Succeg2011)

163 Tishma, MaL HO A/HDGLQJ $FF U R \hitpsi/iividv. ¢léh@dHa.cBbnvk2D B85/ E7/leadiagross
generations{(2018)
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in the interest of the organizan. This means that his natural ability to command followership

plays a vital role in achieving organizational go4fs.

ForMillennialsemployees, democratic leadership style may not be formally used as employees
within this generation think that they knowhat is expected on them\ combination of
democratic and autocratic styles many be used on such group of workforce, they could be given
the opportunity to express their potentials, participate in organization decision making

contribute to work process bwithin stringent defined work procedurés.

Generation Z workers may seem demanding and high maintenance, but their potential to grow

into excellent employees is even higher. They are described as listeners. Thus, leaders need to
know that the insatiableuriosity of Generation Z also means they hear their leaders, even
ZKHQ WKH OHDGHUV GRQYW UHDOL]H WKDW WKH\ DUH EHL(
being flexible and providing more feedbaéR.

While each generation may have a preferred leadestjig, thatraisesthe question of how
best to lead teams that include members of each generation. A manager may not want to treat
one employee different than another, if simply to avoid the appearance of discrimination based

on age.

Since there is noonsensuamong different studies on leading different generatidrespest

option for managers may be to use a transactional leadership style. While this is not the
preferred style for any generation, it includes aspects of each of the preferred Ipatgiesh

and is easiest to relate across generations. Transactional leaders tend to value structure and
operate according to clear rules and regulations. They are focused on results and recognize and

reward employees on a practical level, such as withesnon perks-é’

Along with being able to recognize and reward employees based @stpldished rules,
regulations or goals set by a company, transactional leadership\asiosstructured policies
and procedures. Employees can either work independently or in a tightly organized hierarchical

structure. This balance of flexibility and structure makes transactional leadership an appealing

164|SSN 24096938An International Peereviewed Journalvol.21, 2016 (p.554)

165|SSN 24096938  An International Peeeviewed Journalvol.21, 2016 (p.5%4)

% HOO\ 0DU\ A/HDGHUVKLS WR ,PSURYH 3URGXFWLYLW\ 3URILWV DQG
https://productiveleaders.com/whgeneratiorz-hits-the-workplace/Accessed on January 2019

167 M Salahuddin, Mecca&senerational Differences Impact On Leeshép Style And Organizational Success.

Journdof Diversity Management

https://www.researchgate.net/publication/265237327 _Generational_Differences_Impact_On_Leadership_Style
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approach for each generation. By maintagnione consistent leadership style when
communicating with different generations, it ensures the message is received by all and does

not appear to be discriminatory or biased toward one geneté&tion.

While transactional leadership can be a good fit whenrdgaith multiple generations, it does
have advantages and disadvantages. Advantages include clearly defined rewpeds kied

the ability to achieve sheterm goals quickly and clear structure. Onakigerside, creativity

is limited because goaksnd objectives are already set and it may not be the best fit for

organizations where initiative is encouragét.

Having in mind the complexity of managing employees)agational differences have a large
impact onleader'sreaction. The preferred leadenghstyles of each generation should be
important to managers for many reasons but primarily because using the preferred leadership
style when communicating with people from different generations builds more trust. This will

in turn increase communication ang managers and employees as well as possibly increasing
employee motivation and performance. If a leadership style is not working for a certain person,

they are less likely to be motivated to work hard.

168 M Salahuddin, Mecca&enerational Differencselmpact On Leadership Style And Organizational Success.

Journd of Diversity Management
https://www.researchgate.net/publication/265237327_Generational_Differences_Impact_On_Leadership_Style
And_Organizational _Succeg2011)

B )XWXUH RI :RUNLQJ A 7UDQVDFWLRQDO /HDGHUVKLS $GYDQWDJHV DC
https://futureofworking.com/ransactionaleadershipadvantagesinddisadvantagegiccessed on January

2019
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2.4. Population trends in Croatia

One of the most basand most important structures of the population is the age. It reveals the
number of inhabitants in certain age groups, but above all, it is an excellent indicator of the
historical development of the population over a longer period of time. Age s&petameters
include: birthrate, mortality, migration and external factors (economic crisis, war, natural

disasters, etc}°

For analysis of theageing population of Croattevo indicatorsare taken into accounthe first
indicator is the average ageawerage life span as the mean value. It denotes the raigdte
population of the population at the time of the census. It is generally considered that the aging
process begins when the average age of the population is 30 years. The Croatian population,
therefore, had moved into this process since 1953, as the analysis found that the average age

was 30.7 years. Average age increase each decade:

X In 1961 average age was 32.0
X In 1971 average age was 34.0
X In 1981 average age was 35.6
X In 1991 average age wag.1

X In 2001 average age was 39.3

x In 2017 average age was 431.

The second indicator used in this research if the age index (Xs), showing the ratio of the age of
60 and older to young people up to 19 years. It is calculated by the formula Xs = P60 + / PO
19x100. The critical value of the age index is 40%.
Fifty years ago, in 1953, Croatia was in a favourable situation with an index of 27.9. Each
decade after that showed steady increase:

X In 1961 age index was 34.3

X In 1971 age index was 47.2

X In 1981 age inelx was 52.6

X In 1991 age index was 66.7

X In 2001 age index was 90.7

=XSDQF ,YDQ A6WDQRY @ttpi/WwwwRjeKda¥jxMevhblstanowiBtkbhvatskestari/(2004)

MBEWROQLN *UR]GDQD ASURFMHQH VWDQRYQLAWYD 5HSXEOLNH +UYDWYV

Hrvatske https://www.dzs.hr/Hrv_Eng/publication/2018/07-03_01 2018.htn{2018)
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x In 2017 age index was 136-8.

Census in 2001 established the value of the age index of 90.7. This means that Croatian
population is approaching the 1p0int limit that shows that one youpgrson comes to one

old personCiritical limit was reached only five years later with age index of 100.5 in 2006.

In parallel, both absolute and relative amounts decreased among young population that means
that the share of the old population in the tp@bulation of Croatia increased over years. In

1953 the youth were 1 447 908 or 36.8%, and the old 404 212 or 10.3%. With the 1961 census,
the number of young people decreased to 1 424 992 and the share to 34.3%, while the number
of elderly persons incread to 489 057 or 11.8%. Ten years later, in 1971, the number of young
people was 1 394 683 and the share was 31.5%, and the old 658 318 or 14.9%. For the next ten
years, by the year 1981, the contingent of young people continues to decrease, reaching
1,299488 or 28,2%, while the old contingents have grown by 683,127 and decreased by 14,8%.
The ad hoc list confirmed the trend of development: the youth is 1 252 469 or 26.2%, and the
old 834 988 or 17.5%Census in 2001 show the following ratio and sharetlyal 053 240

or 23.7% and the old ones 955.556 or 2115%.

Last available data from 2017 shows the following ration and share: youth is 816.699 or 19.8%
and the old one$.281.5590r 31.1%" 4

Figure19 Change irshare of young and old population in Croatia

172 Stolnik, GrozdanAA3URFMHQH VWDQRYQLAWYD 5HSXEOLNH +UYDWVNH X 3
Hrvatske https://www.dzs.hr/Hrv_Eng/publication/2018/07-03_01 2018.htn{2018)

W =XSDQF ,YDQ A6WD QRY Qttpd/MiwvRyeKdoa¥® Wtehelstanvsmd-hbvatskestari/(2004)

" 6WROQLN *UR]GDQD ABURFMHQH VWDQRYQLAWYD 5HSXEOLNH +UYDWYV
Hrvatske https://www.dzs.hr/Hrv_Eng/publication/2018/07-03_01 2018.htn{2018)
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Based on historical trends, DSZ created population projections for the total population by age
to 2061. Projections were created using the analytical or cohort component method applied in
countries with a weltleveloped demographic statistics, which are based on observediong
demographic changes and processes in Croatia and European co(rWidsout projections

of basic demographic structures, it would be impossible to direct and plan necessary economic
social, educational, health and other capacities. Projections of the total number and age
composition of population are taken as the starting point for further projecting of demographic
frames for the labour force market.

In table below, projection showtisat the number of younger people will continue to decrease

each decade and the number of people older than 65 will continue to increase.

Figure20 Projection of Croatian population until 2061

For labour force market, 164 goup presents the most relevant cluster (group refers to
working-age population) that will decrease over the years. This projection will have a great
impact on Croatian companies that will have to find a solution for attracting and retaining
employees iunfavourable situation in the labour markét

During 2014, Algebra University College analysed IT labour market and conducted a research
among 450 companies employing most IT specialists in order to assess the needs and
opportunities of IT employment in Catba. Main goal for the research was to determine needs

for new employees in the forthcoming period, as well as to look at the needs of both IT
companies and those who do not deal directly with IT but have their own IT departments.

Nearly twathirds of thesurveyed companies said they need to hire new IT specialists and they

" *ULIHOM ODULQNR ANUDNGHSRYMB NRVDQRYQLAWYD 5HSXEOLNH +UYDW
Republike Hrvatskehttps://www.dzs.hr/hrv_eng/projections/projekcije_stanovnistva_-2081.pdf(2011)
*yYL]HOM ODULQNR $NUDS $QYyHONR A3URMHNFRLADY @MW PR LE W WD \
Republike Hrvatskehttps://www.dzs.hr/hrv_eng/projections/projekcije_stanovnistva_-2081.pdf(2011)

53



did not plan layoffs. 76% of the surveyed companies believe that the Croatian ICT sector lacks
high quality and highly educated expéet§85% of companies emphasized that they would
like to recruit trainees (individuals with no previous work experience) which means they want

to attract and hire Generatidrpopulation relevant for this Thesis.

Croatia's entrance into the EU in July 2013 is and will be a key driver of ICT gifagithating
increased trade between European marfk&Ehis means that the number of new employments

needed by ICT Croatian companies will increase over the years.

Eve more, aftware and IT services are the most promising Croatian export products. The
export of software and IT servicesxperienes significant growth and is a product of local
knowledge. Export of software produced in Croatia in 2015 increased by 501 million kuna. In
2015 software export grew by 3240 2.03 billion kuna. Domestic softwairedustry in 2013

had export of 1.22 billion kuna, a year later, export jumped to 1.53 billion kuna. In 2015, the
software companies in Croatia hired factory and a half people, and opened nearly 1,500 new
jobs. The number of employed in theftsvare industy jumped by 13.2%to 12,642
empbyees!’®

Discrepancy between needs for new employees in IT companies and number of students that
finish IT related college on a yearly basis is high. Moreover, this discrepancy increases every
year. Approximately 1500 studerfinish study of computer science each year, but half of them
continues with education while other half enters labour mafReit the same time, IT
companies open approximately 1200 job positions during one year and this number increases
every yeat®! Figures shows that situation on IT labour market in Croatia should be taken
seriously and companies should develop plan on how to adjust and overcome this issue while

increasing business growth and becoming more competitive on EU and global market.

70RM 3RVDR AORM 3RVDR L 9LWRNDOLIDLAIW MW USSHSHAMER). D0;D G D 3
posao.net/Vijest/72696/MojPos&d/isoko-uciliste-Algebraanalizal T -trzistarada/2/ (2013)

yXWXUD 6HEDVWLMDQ 6HODN *RUDQ 37KH ,&FEcéndmivvdtiide Q1@ URDWLD’
9y XWXUD B6HEDVWLMDQ&®BHG®IFMWRMR UQ @ PR R W L BxEco¥omio OfficeR2QFED V V H\

®06xaDQM 'DULR A=DAWR RGDEUDWL V Witps@ wWwinkede Djph/@dDdeNsielf D L LQIF
racunarstve-informatikaict-it-tehnologijamladi-buducnostisextajanabaranciehrvoje-balerl1178774

(2017)

B 7SRUWDO KU ORM SRVDR A3RWUD&QMD ]D ,7 VWUXpQMDFLPD L GDOMH
https://www.tportal.hr/biznis/clanak/potrazrjait-strucnjacimai-dalje-rusi-sverekorde201310252013)
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2.5. Managing generational differences in IT consulting

industry

Software and internet companies had the highest level of employee turnover in 2017 when
compared to other major industries, according to data gathered by empldgmesetd social

network LinkedInt&?

Another research shows that employ@®overdoes notlways involve taking on a position

at a new company. Many of the workers simply changed jobs within their current companies.

Below chart shows the main reasons why employees switch to another itbiestive same

company based on thmesearcttonducted by Indeed/Censuswide organizations:

Figure21 Reasons why employees switch rétés

On the other hand, employees who decide to change companies point to a slightly different
breakdown of motivations.

182)DJDQ .D\OHH 36LOL¥RO@WDOEBGH\IRRIGKDGG GD]]OLQJ RIILKHYHBEXW WK
KRZ ORQJ WKH DYHUDJH HPSOR\HH V WIDtp¥//WW.Bivsihessbsided. EpvhidverageF K FRP S
employeetenureretentionat-top-techrcompanies20184#digitalpaymentscompanysquarefareda-little -
betterwith-an-averagetenureof-23-yearsperemployees (2018)

188 "ROIH 3DXO A+BrgBd5iA Job Tenuret DQG :KDW (PSOR\HUV 6KRXOG 'R $EF
http://blog.indeed.com/2017/06/29/trerd-tenure/(2017)

184 Wolfe, Paul A 5(32%7Trends in Job Tenuret DQG :KDW (PSOR\HUV 6KRXOG 'R $EF
http://blog.indeed.com/2017/06/29/trerd-tenure/(2017)
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Next chart shows main reasons why employees switch companies:

Figure22 Reasons why employees switch compdfites

Dissatisfaction with a manager or work environment played a much bigger role (27.8% for
employees changing companies vs. 8.5% switching jobs internally)isasasier to escape a

poor environment by moving to a new company. Career advancement rentamsog, but

this timeit is cited by fewer people (41.4% vs. 64.6%), which may suggest that employees start
out looking for internal opportunities for advancement before they move to outside companies.
Coming in right behind career advancement, 41.2%sfondents sayey areinterested in

better compensation and benefits. It makes sense that this percentage is much higher among
employees who leave their companies and who may feel that an internal move is less likely to

result in significant compensatichanges

By studying the top reasons behind employee moves, companies can develop more effective

strategies for improvingmployeeetention regardless of their age or generation they belong.

Fluctuation data from SHRM (Society for Human Resources Managt) shows that the rate
on global workforce market is 16% while IT industry sector has 19% fluctuation rate. Job
tenure figures also correspondhese rateswith 4.3 years tenure globally and 2.5 years in IT

industry18’

185 'ROIH 3DXO Ax+5reBad5i@ Job Tenuret DQG :KDW (PSOR\VHUV 6KRXOG 'R $ER
http://blog.indeed.com/20106/29/trendgob-tenure/(2017)

18 :ROIH 3DXO Ax+%reBad5id Job Tenuret DQG :KDW (PSOR\VHUV 6KRXOG 'R $ER
http://blog.indeed.com/2017/06/29/trerd-tenure/(2017)

187 gSociety for Human Resources Managemeit, (PSOR\HH E HtQd4/inww.$hrm.org/hr
today/trendsandforecasting/researeaindsurveys/Documents/2018%20Employee%20Benefits%20Report.pdf

(2018)
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Both of these factors provéisat managers in IT companies should define internal procedures
and adjust leadership style to retain existing employees and adjust whole organization to attract

new ones.

This is especially important for IT consulting companies since they depend highly on
H P S O Rkhbitlgdfe, experience, skills and expertise, from bdtthnical and business
point of view. Therefore, learning curve in this types of organization is very steep and
employees are one of the crucial succeed factors for business. If theyHeaompany, their
replacementsannotbe trained in just few months take ovetthe same position and it usually
takes few years to get them on the same level as previously expeelieague On the other
hand, if companies wants to gaiantinuousgrowth and expand their business, they need to

attract new employees and constantly seekdomitingnew talents.

Section wvithin chapter 2(Population trends in Croatia) shows the discrepancy between
company needs in hiring new employees and the nuwibavailable talents in IT labour
marketin Croatia This is another challenge that should be taken into account by managers
within IT consulting industry. Therefore, they shoulthstantlywork on improving working
conditions and increasing satisfactiemel among employees.

IT consultancy and software development company Poslovna inteligencija from Zagreb,
Croatia focused on improving working conditions and introduced a lot of employee benefits
that has a direct effect on all generati@mployedwithin this companyTherefore, next

section of this chapter will analyse current situation in this company regarding managing

generational differences.

As a leading company in the field of analytical systems implementation and strategic ICT
consulting in Sout Eastern Europe, Poslovna inteligencija is specialized in the implementation
of intelligent information systems for decision support and provide implementation services
for data warehousing, big data analytics, data integration, business intelligeacejmag,
planning and budgeting, financial consolidation, business results management, risk
management, and master data managenibatcompany is registered in Zagreb and operates
from offices inLondon, Vienna, Ljubljana, Zagreb, Belgrade, PodgaaiwéSarajevowith

more tharll30 experienced consultanteho have been engaged for years in the largest Data
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Integration, Data Warehousing, Big Data Analytics, Performance Management, and Business

intelligence projects$®®

ICT is the fastesgrowing industry inthe world as well as in Croatia and the demand for IT
experts is very high. The market is looking for an increasing number of IT specialists, and one
part of young people decidesgermanently leav€roatia. In this situation, most IT companies

are tryirg to keep their employees and attract new ones. Even before this trend, Poslovna
inteligencija providedananyopportunities to employees to meet their needs, each employee is
managed individually and their career is developed in the direction that evesrgongortable

with.

However since trends in IT consulting industry changed over the years, company noticed that
they need to adjust their organization environment and culture in order to achieve business
growth. Therefore, they decided to introduce & disbenefits that would target particular

generation and increase employee satisfaction level with a result of achieving higher job tenure

and lower fluctuation rates.

All benefits can be used by any employee regardless of the age or work experieincer,daut

WR OHDG SHRSOH HIITHFWLYHO\ LéaRers8ipb@ DG H P BGdB@hIVR L QW L
all managers. This decision was a prerequisite to achieve better understanding of human
resources management and leadership style appropriate for a @afict VLW XDWLRQ A/H|
$ F D G H Pan éxt&hsion for NLP (newlonguistic programming) that was also organized for

all Board members and managers within the company. Both programs were obligatory for
managers since company noticed that they need t@imakills in this area. Moreovetyring

this process, company decided to include other employees into NLP trainings, especially those
who were in the role of project manager or team leader. This decision lead to a better
understanding of people workinggether, teams become more efficient and both employees

and leaders were more satisfied with their job. This decision also had effgettn managing

people within diffeent generations since leaderssetved each situation and person
individually andhad a bigger understanding of people's background and motivation drivers.

This program targeted people that belong to Millennials, Generation X and Generation Y, but

had an indirect effect on all employees managed by them.

%HVLGHV 1/3 DQG AHMD & HARAISQIFPRBWLFHG WKDW WKHUH L
AQ-R@nicaP DQG-ERROQHVV: UHODWHG VNLOOV (YHQ WKRXJK

188 http://www.inteligencija.com/en/abouis/companyprofile/ Accessed on February 2019
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manyof their employees communicaige a daily basiwith clients and partners both, internally

and exterally. This lead to a decision t@@WURG XFH DVYH®OR/ ¥&vaRxaMDYY L R Q
like presentation skills, assertive communication, how to lead a meeting, time management,
etc. All training sessions are freécharge and available to all emploge&hey last for one
working day during working hours so people don't have to use their free time totagsad
sessions. Also, trainingge availabldrequentlyso if some employee miss the opportunity to
attend, they caattend next timeThis set oftrainings were established mainly for younger
employees whic recently joined the compangéneratiorZ, Millennials), but they were not

explicit to this group of people and any other colleague could join and attend session.

3IXQFK /HDUQ ™~ V H\andtherswedmHd- EhBrél experience among younger and
older colleagues. Main idea betl this program is to presemichievemerst across the
organization. These sessions are usually conducted on Fridays before lunch time and anyone
within the firm can atted DQG SDUWLFLSDWRHs vdglam réZuRed MNhKhROS
main benefits:
X knowledge is shared across the company much easily and employees are much more
awareof what other colleagues are doing
X the presenter igetting better visibility within te organizationY ounger employees can
SWHDFK” ROGHU RQHV LQ VRPH Dslictetier DrigesstandifgH YH UV

among differengenerations and they respect each other much more.

$IWHU WKH A/Hdabteh@ahtsgeB Brdé lultd € they can continue to talk with each
other about the topic within more casual environment and get to know each other better.

Besides programs described above, company also noticed tN8tRG EhvEohment with

many limitations on lahar market, they need to introduce other benefits that would increase
employee engagement and satisfaction level regardless of the generational cohort they belong.
Therefore, in order to achieve this goal, company introduced several organizatiorggscha
what affeced AR O GH U 3 J HiG) Exarbplé LNRIBNnnials with families, Generation X and

Generation Y. This set of changes include:

X MAMFORCE Certificate £thisis an innovative method of assessment and business
certification that combines corporate resgbility with the family and gender equality.
The assessment method is scientifically based and developedopeion with
leading academic and international institutions. MAMFORCE Method is a strategic

tool for changing organizational culture thatgsetompanies create a supportive and
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inclusive working climate based on open communication and trust with respect for
diversity. This creates the preconditions for full equality regardless of the specific
family needs of different groups at different stagé life. Sustainable development is

not possible without proper use of existing talemtserefore, banging culture means
changing the ways of thinking and working, which can beexeld by a series of
measuresuggestd by this organizatiotf®

From 2018, Poslovna inteligencija is certified with an advanced MAMFORCE Change
standard thais given to companies who are ready to develop family responsibilities
and gender equality and work to raise awareness of the importance of equal
opportunities fowomen's career development.

x DADFORCE Standardis a recognition for supporting working fathers in empowering
their parental role given to Poslovna inteligencija in 2017.

x Employer Partner Certificate is awarded based on assessment of 45 HRM processes in
five main areasThe Certificate winners need to have at least 75% of overall score, but
also at least 70% of possible score in each dPealovna inteligencija owns this
certificate from 2018The five main areas that are assessed are:

o Strategy - organization of the HRM function, organizational culture
PDQDJHPHQW SDUWLFLSDWLRQ RI +50 IXQFWLRQ
management team, development of the HRM strategy and its correlation with
business strategy, HRM performance assessment, HRatity building

o Recruitment and Selection employment plan development, structure and
implementation, recruitment methodology and candidate selection, protection
RI DSSOLFDQWfV SULYDF\ DQG HQVXULQJ HTXDO
recruitment and settion, applicant notifications pertaining to the application
progress and results, employer branding, new emplayebsardingorocess

o Performance Management competencies and job specifications system
development, performance monitoring system and biaekl to employees,
connection of performance management system to other processgse¢iic
wage determination, bonus and rewards system, benefits and promotion system

o Training and Developmentanalysis and identification of educational needs,
educatonal plan development and implementation, training performance

assessment, training availability and diversity, information on annual employee

189 Mamforce organizatiorhttp://www.manforce.hr/mamforcenetoda.aspxAccessed on February 2019
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training investment, promotion of knowledge sharing and competency
development culture, talent management

o Employee Relations - information regarding Hhouse communication
processes, employee attitude survey and suggestion programs, monitoring
information regarding fluctuation, sidkave and absenteeism, employee
welfare, flexible work arrangements, prevention ofscdimination and
promoting diversity, contingent workforce managentéht

x General medical examinatiofeach employee gets fully covered medical examination
every two years.

X 3+HDOWK\ ED F KeveW UHrsday, Qampany offers to all its employees back
workouts conductedby a professional trainer. Workouts are performed within the
FRPSDQ\ RIILFHV LQ D \Gdr8dpddrd'W A KLV HOH PO OMIGDW SHR
have togo on some third location to exercise, instead theypraneed to training just
a few steps outside their work ard&is benefit was introduces because IT consultants
spend almost the entiday behind their laptops, so it was important for doenpany
that they feel relaxed and healthy.

x Home office zevery employee has an opportunity to work remotely from their home in
coordination with project managers/team leads.

x Flexitime xregular working time in company is 8 hours per day (Nfoiy, but all

employees can come to work betweeh0BAM without noifying superiors.

On the other hand, company also focused on bringing benefits to younger generations in order
to retain them within the firm, but also to attract new employees within Generation Z cohort.
Therefore, they provide a range of benefits thejeiayounger employees and affects their

engagement and satisfaction level:
X Casual dresscodeLl HPSOR\HHV GRQYfW KDYH VFKHGXOHG PH

WKH GD\ WKH\ GRQTW KDYH WR ZHDU EXVLQHVV RXWILYV
casual offit.

x Gameroom + VHSDUDWH DUHD ZLWKLQ FRPSDQ\TV RIILFH L

activities.

x New technologies+ company introduced a set of new technologies that enhance

collaboration among employees. Also, employees have easy access to learnoamd test

190 Certifikat poslodavac partnenttps://www.poslodavacpartner.org/eegrtificate Accessed on February 2019
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different technologies available on the market, for example, big data technology,
machine learning algorithmpredictive modelling tools, etc

x Free gym#all employees can use gym free of charge located in two different locations
in Zagreb.

x Footballgameszon a regular basis, employees can play football matches in the soccer
court paid by the company.

X Theme partiestevery quarter employees organizdormal, thematic party within
office area. Company covers all costs, but employees are engagege music,
drinks, food, activities, etc.

X 3,VWDJb@ire" game introduced with a goal of increasing engagéramong
younger generation. Employee can take a picture related to work that he/she finds
interesting which is published on official Poslavinteligencija Instagram profile.
Picture that gets the biggest number of likes and comments wins and employee gets an
award (for example, tickets for theatre).

x Run friendly employertcertificate given to Poslovna inteligencija for promoting the
cultureof running, healthy lifestyle and balance of private and business life.

All listed benefits can be used by any employee within the company, regardless of the age.
This means that each employee has the opportunity to organize work and private hours
compleely by themselves as long as they behave according to company values: responsibility,
integrity, innovatively, creativity and agility.

Thes values arpromotedhroughouthe entire company, across all generations and represent
the main driver for company's success. Therefore, it is crucial that all employees regardless of

the job tenure share these values and act accordingly.

By introducing these benefits and creatingpacific work environment for all generations to
co-exist and work effectivelythe companyhas lowered the rate of fluctuatitwelow global

and IT industry level as shown within next chart:
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FLUCTUATION RATES
19%
16%
13%

GLOBALLY IT INDUSTRY POSLOVNA
INTELIGENCIJA

Figure23 Fluctuation rates

This alsohad an effect ofpb tenure which is higher than average in IT industry as shown

below:

JOB TENURE (YEARS)

4,3
3,5

2,5

GLOBALLY IT INDUSTRY POSLOVNA
INTELIGENCIJA

Figure24 Job tenure in years

However, company needed to make some changes in attracting new employees, not only
retaining existingones. Therefore, in order to attt Generation Z workforce, BIRBcademy

(BIRD - Business Intelligence Research & Developmevdy created during 2013. It &
selection, preparation and employment program for young talents. Selected candidates who are
just finishing some of the computing or business computing facudtethrough business and
specialist training for three months. The development of the candidates is closely monitored by
their mentors and after the completion of the program they tekexém. The best interns get

the chance to become part of the company.

Before introducing Bird Academy, company noticed that previous system requested some
changes because newly employed trainee got a mentor who introduced him only with specific
part of sane project or related technology. In this way, the trainee was very narrowly focused
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from the beginning so there were times when he did not get to know colleagues working on
other projects, and the mentor had to invest a lot of time in knowledge traBgtervith
establishing the academy, synergy was achieved among all participants. Trainers and trainees
have a wider view of the whole organization and the mentors who get involved later, don't have
to transfer basic knowledge. Throughout the program tleéyogknow each other better, as

well as senior colleagues who are trainers, and maybe later in the process their mentors or
project leaders. Academy lasts for three mgnto participants can explore different
technologies and decide which ones theyerahd want to use when hired. Finally, if one of

the attendees does not really fit into organization and does not get hired, they will still get free
education, better insight in this industry, gain knowledge and experience on how to work on

projects.

From 2013five BIRD Academiesvere organized and tls¢ructure of the participants (interns)

is shown below:

Figure25 Participants in BIRD Academy

This data shows that almost 80% of hired employees through this programoskfl in
Poslovna inteligencija. Employees hired through this program makes 25% of company work
capacity in totglwhich showshow important this program will be in future emphognts of
Generation Z workforce not only for this company, but also for wiibleonsulting and

software development industry.
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3. 5 HVHDUFK PHWKRGRORJ\

3.1. Introduction

This chapter describes the research methodology that is used to examaxpdb&tions

among different generations in IT industryhis chapter will begin by presentindpe
philosophical basis of the research methods chosen. The research design and measures will
then be highlighted. For the final elemetiite data collection methods and analysis will be

explored along with an investigan of the sample population.

3.2. Research focus

This research will belivided into two main streams in order tteterminepreferences about
future job and employer for Generation Z andrtap findings with preferences of currently
employed generations in IT industry. Them® not manyreviousresearches thdbcuson
exploring readiness of organization to adjust to trends in IT workforce among younger
generations, having in mind work values and preferred leadership $oylegrevious
generations. That being said this research airfif tbis gap in literature and to gain a more

meaningful understanding of this issue. Specifically, the objectives of this research are to:

1. Understandseneration Z preferences for future workplace in Croatian IT industry.

2. Investigatecurrent workplace catitions in Croatian IT companies.

3. Establishthe connection between Generation Z preferences and Croatian IT industry
workplace reality.

4. Determinewhat adjustments should be done from an organizational and leadership

point of view in order to satisfy prefences among all generations.

3.3. Research strategy and instruments

In order to study generation Z perception of work, the author conducted an exploratory
research, a survey based on a structured questionnaire. The author considered suitable to use a

researchnstrument similar to the one used by Robert Half (2015) in his own survey targeting
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770 college and university students (part of generation Z) from the United States and Canada
in 2015.

Second part of the researébr collecting preferences of older geaton is defined in
accordance with the positivistic methodolog@ye data collected from the questionnaires will

allow an examination of the different aspects set out in the research objectives.
3.3.1. Rationale for using questionnaires

A questionnaire wasonsidered the most suitable research method for collecting the data
required for this research. Based on literature reviewed on this topic, questionnaires were
widely utilised by other researchers. Questionnaires allow for much more honesty from
respondets as they assure anonymity and the respondents to the questionnaires are entirely
voluntary. Using the qualitative method of interviews or focus groups would not have been as
beneficial to this research as it would not create a large sample. Theretoresuts would

be less representative.
3.3.2. Questionnaire distribution

For both questionnaires, the author used the same distribution method since they were created
asweb-basedsurveys. They were shared throughailsto representatives who were easy to

confact and willing to participate at the study. As a result, surveys were conducted in the period

of August 17th+September 14th 2018, among students at the Faculty of Economics in Zagreb
(Managerial informatics section), Faculty of Electrical Engineerirg@mputing in Zagreb,
J)DFXOW\ RI RUJDQL]DWLRQ DQG LQIRUPDWLFV LQ 9DUDAaGLC(
survey was shared among employees working in several different IT compasiesna

inteligencija, Infobip Mobendo, Perpetuum, Alfatec an&®OZ.

A copy of questionaires can barid within Appendix.
3.3.3. Questionnaire design and measures

Formal standardised questionnaivesre created for this research in ordeatalysedata by

the author. Research was divided into two main streams as defichdpter 3.2. Research
focus. Bothquestionnairecomprised of questions utilising scales and measures from the
literature about organizational culture and leadership styles but also based on previous

researchs. To begin the survey there was® classifiationquestions thagssentially provide
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information about the participant. For example, age category and correlation with IT industry.
The next set of 14 questions in survey for older generations and 7 questions in survey for
Generation Z was with regartis the preferences of respondents. Questions were defined as
singleselect, multiselect options, rankings and short answEngs allowed simplicity for both

the respondents and the research for data analysis. Lastly, only two questions in both
guestionaireswere not mandatory because they were defined as hypothetical questions and

their main objective was to provide additional information about this research.
3.3.4. Research hypothesis

The first objective of this research is to gain an understanding of GeneZaperception of
the Croatian ITabourmarket and workplace conditions. The second objective of this research
is to investigate current workplace conditsoin Croatian IT companieBl order to confirm

these objectives, two hypothesis were created:

Hypothesis 1: Current workplace conditions in Croatian IT companies does not

correspond with Generation Z preferences.

Hypothesis 2: There is no difference in workplace preferences among different

generations.

First hypothesis is defined to determinbether there is a difference between Generation Z
preferenceand IT workplace realitylt will consider both surveys and combine their results.
Therefore, byproving first hypothesis, conducted research would reveal that workplace
conditions should be @mged in order to attract new, younger employetsvever, if first
K\SRWKHVLV ZRQTW EH SURYHG WKDW ZRXOG PHDQ WKHU
preferences and current workplace conditions so organizational changes are not necessary to

attractyounger employees.

Second hypothesis is defined in order to determine if there is a difference among generations.
This hypothesis is created because previously conducted researches are not harmonized around
proving that there are major differences amongegations from a workplace point of view

Beside, there is no research about comparing different generations in Croatia. Thus, by proving
this hypothesis, conducted research would reveal that all generations share same (or very
similar) preferences towakdorkplace conditions. On the other hand, if not proved, that would

mean that younger generations in Croatia have different preferences from older ones.
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Both hypothesis will be used to establish connedhetween Generation Z preferences and

Croatian IT industry workplace reality and serve as basis for recommendations to IT managers.

3.3.5. Sampling

The first step of the sampling process involves defining the target population of the research.
It is the collection of elements or objects that possess the infomsdught by the author.

With this in mind the target population of this particular research involves all employees who
reside in any cohort described within Chapter 2 and students who reside in Generation Z. No
gender preference will be targeted as thils allow for a comprehensive analysis of both
generations and their job preferences. As established within the literature review for the
purpose of this researah the 2018, Baby Boomers are aged betweeit54ears old,
Generation X between 3B yearsld, Millennial age cohort is between-38 years old and

Generation Z are agedZ3.

This research has takequantitative approach through the development of an online
guestionnaire. Thus, a large sample is required. In general, author intends to reach
approximately 200 respondents having in mind that there will not be even mix of all age cohorts
since target population comes from IT backgrowitth younger employees. Therefore, author

expect that most results will be collected for Millennials and Geperatcohorts.

The author is aware that the sample is not representatiaay generationbut the results are
interesting as they offer an insight into cohagkpectations and perception regarding the

professional life.
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4. S HVHDUFK UHVXOWYV

This chapter eveals the results of the quantitative survey questionapipeoach thatvas
utilised for this research as discussed in the previous chapter.

The research concentrates on students that will enter IT workforce market in few years (within
the Millennial anl Generation Z cohorts) and alreagipployedpeople within any defined

cohort.

4.1. Research results for current IT workforce

As stated in the methodology section a total of 150 responses to the questionnaire would be
sufficient to fulfil the research. Of tHE50 expected respondents, a total of 59 questionnaires
were completed and submitted for this part of research. Of the respondents to the s@¥sey 74

belong to the Millennials cohort and.2% belongs t@&eneration X:

Figure26 Research respondents

Millennials are categorized between the years of 198IB and Generation X are categorized
between 1968.980.None of the respondents belongs to Baby Boomers (born before 1965),

thus this research will not include this cohort's omeiand experience.

All respondents work in IThdustry thatvas confirmed by second question in the survey. This
was important to ask since the survey was sent through different channbkresavas a

possibility that some respondedd notrepresent tayet population.

Next section of questions was definedorder to get an insight about organization's culture

and satisfaction of currentgmployedpeople in IT industry
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Since enployees spend so many hours at wdrlks important that they have fun..2% of the

respondents answered negatively for this quest®dshown in chart below:

Figure27 Ratio of employees having fun at work

In order to exploreH P S O R irtdidly that will affect engagememgspondents needed to
definetheir happimss level in a range of1l0 (1 as the least happy ab@ asthe most happy).

The results are shown in chart below:

Figure28 Happinesdevel among respondents

61% of respondents rated thaeppines®n a scale of 40 which is the upper class..9%

rated it on a scale of B which is the average levellodppinessind only 3 respondents.{86)
answered below 5 and define themselves as unhappy at a worlglatermore 86.4% of

the respondents answered that tiveyld reapply for a current job positionhe happier an
employee is at their current job, the more likely they would be to reapply to that very same
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position.Thereforejf an employee rates on the lower end of the spectrumthiggnaremost

likely unhagpy andwill not be at the job for long.

94.9% of the respondents would refer others to work in their company. How likely an employee
would refer someone is a reflection on how satisfied this persohis @t hefjob. This result
completely correspondsith the results from previous question and all respondents that

defined their happiness level fromlB® would recommend their company to others.

Next question was aimed to explore how people describe their organizational culture. They
needed to write thregordsthat would best describe their company. These descriptions will be
analysedin next chapter with Generation Z survey results in order to prove hypothesis 1
(current workplace conditions in Croatian IT companies does not correspond with Generation

Z preferences).

To explore leadership style and hawffects employee satisfaction and consequently retention
rate, feedback frequency was explored. When employeettsayyhave gone more than two
weeks without recognitionthere isa good chance of moraldgropping. That can lead to
disengagement, loss of productivity, and attrition. Based on the results, this migiatbstel
problemin IT industry since Iss than 40% of respondents ansdewithin this range.
Moreover 45.7% respondents stated thagyhreceive feedback from a managemtiyearly or

even more rarely as shown below:

Figure29 The frequency of giving feedback to employees
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Followed by this, 48% don't have a cleamderstandingf their promotion path. Previous
research by Gallup found that employees who get the opportunity to continually develop are

twice as likely to say they will spend their career with their comp&hy.

Furthermore, 40% of respondents stated that tlueynd believe they be able to reach full
potential within current company. This also represengsemtionproblem since the employees

will have a desire fogrowth only if company can offer it as opportunity.

In the other hand, 84% of the respondents foresee themsel@king in a company one year
from today. But, other 18% can't say that and this is not such a small percentage in industry
where the intellectual property, knowledge and experience lays in employees and their

redacement can be vepainfuland costly.

Only 68% of the respondents answered they would leave current organization if another
company offers them a 5% raise. In a combination with previous questions, this answer reveals
that dissatisfaction of currentlgmployedpeople isn't because of salary but because of

company's culture and/or leadership stjlieswer distribution is shown below:

Figure30 Probability of leaving existing company

Some of thénypothetical reasons for leavitigecompany stated by respondemiisagreement
with Board on how they run and manage company, lack of motivation and challenges, disrupted
interpersonal relationships, working time (too much overwork hours), career path or better

vision of company, profesonal challenge and personal growth.

BIEGNLQV $P\ A2QO0\ Rl 86 0DQDJHUV $UH (QJDJHG LQ 7KHLU -REV?3
https://www.gallup.can/workplace/236552/manageesngagedgobs.aspx (2015)

72



In order to explore what are the most important attributes for the existing IT workforce,

respondents had to rattkemon a scale of 1 to.#Available choices were:

x Working environment and atmosphere
0 66% of respondentdefined them as important or the most important.
0 33% of respondents defined them as not important or the least important.

x

Challenging projects
0 45% of respondents defined them as important or the most important.

0 55% of respondents defined them as not ingoatror the least important.

x

Flexibleworking hours
0 46% of respondents defined them as important or the most important.

0 54% of respondents defined them as not important or the least important.

x

Opportunity to grow and progress within the company
0 5%% ofrespondents defined them as important or the most important.
0 41% of respondents defined them as not important or the least important.

x

Able to learn new things and develop skill set.
0 83% of respondents defined them as important or the most important.

0 17% ofrespondents defined them as not important or the least important.

Lastly, employees need to balance work and their personal life in order to be productive and
engaged. This will reduce burnout risk and increase retention rate. On a scale qf71L2%40

of survey respondentated their worlife balance in the upper class as shown in chart below:

Figure31Work and personal life balance
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4.2. Research results for future IT workforce

Second part of this research was conducted around students of IT oriented faculties as described
in detail within chapter 3.3.2. Questionnaire distributidn.total of 101 answers were
completed and submitted for this part of research. Of the respondethies survey 55%

belong to the Millennials cohort and.866 belongs to Generation Z:

Figure32 Research respondents (students)

Since the survey was distributed to undergraduate and graduate students, results for the
Millennials cohort will also beanalysedas a part of this research. As stated within Theoretical
framework, cohorts are defined based on timing perspective which is not realistic for people
that are born close to definbdundariesFor example, someone who was biort993 should

be analysedwvithin Millennials cohort and someone who was born in 1994 within Generation

Z cohort.The main objective for this research is to explore preferences for future employees

in IT sector. Thus, all collected results are valid toiee this objective.

Out of 101 answers, 95 of them were given by students froraléfed faculties. Therefore,

94 1% of answers will be relevant for results analysis.
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Figure33 Faculty orientation by respondents

In order to investigate students preferencespondentsvere asked to provide informeim
about their previous job experientéhey had them. A total of 84% of responden@nswered

they had some job experience.

584% of them stated they already hgoe experience and wanted to check career optods
what typesof careers they might like. 4% stated they wantdd apply academic skills and
624% wanted build basic foundation skills and gain experience working with other
professionals. 38% statedheyhad opportunity to apply highéevel professional skills such

as project management, creative thinking or leadership.

Furthermore, students needed tesdée whatthey expect otheir careerfive years after
finished college. 10% stated they wodllike to continue with higher education but all others
see themselves as a part of IT community either working in some IT company or develop their

own business.

Figure34 Work expectations

Nextthreequestios wereaimed to found outnore detailed preferences about workplace for

this population.
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From an ideal work environment perspective, answers given by respondents are visible on

chart below:

Figure35 Company's expectations

When it comes to preferred work settingsspondents stated thelp not want to work in

isolation.Nearly twothirds (673%) prefer to collaborate with a small group in an office.

Perhaps surprisingly, given the proliferation of open work spaé&«£¥6 acloseddoor option
and would like to have their own private office within a company an@%44vould prefeto
work off-site on a virtual teamlheir leastfavouritework environments include beirggypart

of a large team in an office.

Figure36 Expectationdrom the working environment

Respondents most valued characteristics in a boss is a mentoring ability, citib&%yof
them.Although this generation is entrepreneurial and can work independently, they want to be
given the tools and input up front to help them succeed. They also want lots of feedback along
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the way.Their roundthe-clock access to technology from a very young lage made them
constant learners, but managers will need to coach them toviatdsrelevant andvhat is
not relevant becausbey arebeing bombardedith information all the time based on Rober
Half research on Generation Z.

Figure37 Leader's expectations

Last question abouty HV S R (peetdréndey for their future job was to defined top three
priorities when seeking for a full time joRpportunity for career growth (60%), flexible
work hours/remote work options (54.5%hd generous pay (486) profiled as the most
important factors for their future care&elow is the list of other factors and their relevance
for respondents:

x

Challenging andtanulative work environment (48%)

X A manager | can learn fro(27.7%)

X Jobsecurity(27.7%)

x Making a difference or having a positive impact on soq228%)
X Business travel opportuniti€8.9%)

X Non-monetary benefits like gym (4%)

x Working for a high profile company (3%)

X An impressive job title (2%)

Looking toward their futurenearly 4 in 5 respondents expect to work harder than previous
JHQHUDWLRQV WR KDYH D VDWLVI\LQJ DQG IXOILOOLQJ FDL
they have grown up in economically tumultuous times in a fairly competitive environment.

There ae several reasons that support this persuasion: graduating with a degree doesn't set you
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apart anymore, expected work time for future generations is up to age 70, future generations
will have to think about how can they innovate or make things bettemard organization

forward.

Exact distribution of answers given by respondents for comparison of career path with older

generations is given below:

Figure38 Comparison with previous generations

4.3. Research limitations

This section considers the limitations of this research, highlighting areas in which this study

can be improved upon for further research.

One of these limitations is the fact that the sample was set out basaty éour different IT
companies in Croatiand students that attend four different faculties in Croatia. All faculties
and companies apaced inZagreb thais another limitation for data interpretation. Therefore,

the conclusions obtained from the available data derived from two questioroaires be

freely generalized for the rest of the population, companies or workéis.one size fits all
appoach is not always sufficient féetbelling people who are inherently different. Similarly,
there have been some criticisms with regards torgdoneal studies as a whole. With some
denoting that is ineffective to cluster people together just because they were born within the
same generation. There is an assertion that other aspects such as the life stage should be taken
in account. For instanc&eneration Z may desire higher salary regardless of leadership style,
because they are at the stage of life where mortgages or possibly marriage is on the cards.

78



Another limitation of this research is with regards to the sample size of 160 partidgrants
both surveysThis sample would be considered a small sample and is not representative of the
age cohorts. A survey conducted with a higher number of respondents would allow for more
vigorous statistical calculations to be performed.

Future researckhould create a larger sample with more IT companies and students included

that might support the conclusions drawn from this research and would make it more feasible

to generalize the resultd.more longitudinal study could be significantly more effeetas the

research only reached a small population of Generation X, Millennial and Generation Z
UHVSRQGHQWY RYHU WKH RQH SHULRG ,I WLPH ZDVQYW D
greater understanding of tipeeferences among cohoits the work pace and would have

allowed for a greater sample size. Similarly, a more longitudinal study could detdrthieie
perspectives changes over time.

This study was based on quarttita analysis to reach a largeample then what qualitative
research would have allowed for. However, if this research was to take a more qualitative
approach it may allow for a deependerstanding of the respondenisderlying reasons,

opinions and motivations surrounding the topic.

As the participants answered the questionnaire, the assumption is made that they are answering
DOO TXHVWLRQV KRQHVWO\ DQG ZLWK VRPH WKRXJKW +RZ
may not have engaged and understood the questionnaire. This asvisadk of utilising

guantitative methods.

Further, it must be noted that other aspects of diversity, such as gender and function (for
currentlyemployedpeople) are not taken into account in this research. Also by applying this

research in different brahes or companies might show different results.

It is also important to take into account that the characteristics of the three generations
(Generation X, Millennials and Generation #d)e sensitive for stereotyping and that is
something we need to be awasf, because not every member of a generation thinks or acts
exactly alike. We need to keep in mind that the characteristics described are general trends on

group level that allow for large individual diversity within the group.
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5. 'LVFXVVLRQ RI ILQGLQJV

The objective of this chapter is to interpret the findings reported in the previous chapter in
accordance with the objectives of thesearchThe limitations of the research conducted were

considered.
In order to dahis, four research objectives wereatssl:

1. Investigate current workplace conditions in Croatian IT companies.

2. Understand Generation Z preferences for future workplace in Croatian IT industry.

3. Establish the connection between Generation Z preferences and Croatian IT industry
workplacereality.

4. Determine what adjustments should be done from an organizational and leadership

point of view in order to satisfy preferences among all generations.

Previous chapter revealed current workplace conditions and Generation Z preferences.
Therefore, tis chapter will focus on third objective on can we establish the connection between

future employees preferences and current workplace conditions.

Furthermorein order to achieve thatwo hypothesis were defined that will have to be tested

based on resezh results:

X Hypothesis 1: Current workplace conditions in Croatian IT companies does not
correspond with Generation Z preferences.
X Hypothesis 2: There is no difference in workplace preferences among different

generations.

Based on conducted researchyent workplace conditions in Croatian IT companies does not
completely correspond with Generation Z preferences (or preferences for future IT workforce).
As stated within Research results chapter, the major reason is the lack of leadership engagement
and ftedback in current workplace towards employees. Survey focused around future
employeesndicates thathere isa need for constant development émelylook for creating a

good relationship with superiors, as the interaction with a manager from thiegcanlearn

Having this in mind, it is obvious that members of generation Z expect to be meaitored
guidedat their workplace, as previous studies have already indicltekover, previous

studies done by Robert Half shows that the future generatiorveawstrong relationship with

their parents and they will extend this approach to their future managers. Therefore, they will
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expect much more engagement from leattean previous generations. Having that in mind, a
half of currentlyemployedpeople recee feedback from their managers quarterly or even rarer
which is one of the biggest reason why treeg dissatisfied and think about leaving the
company. If nothing changes, this factor will affect retention rate for both existing employees
and future ong Managers can expect to start losing experienced employees if they won't be
more engaged in employees everydayk life but also it will be very hard for them to keep
futureemployeeswithin their team. This is also proved by previous researches ondkene

Z thatreveals that on average, it is expected that they will work for four different companies

in their lifetime192

Therefore, from a leadership point of view both hypothesis are proved.

When it comes to salary, future employees in IT industry ddfgenerous pay as one of the
top three priorities when seeking a ftithe job. Because they grew up in the economically
and politically tumultuous early 2000s, this generation has more in common with Depression
era children than their slightly older aaerparts-®® From a salary perspective, the highest
average net salaig Croatiain 2018 is in IT industr¥8359 HRK)with an increase trend of
5.8%. However the amount of wages also depends on the company's ownsrsicioire so

data show that wages in foreigwned companies are 13% highiean the average, while

those in domestic ownership are 5% less than the av€fage.

This research was focused around Croatian IT compaiitliesiomestic ownership structure
Therefore, in order to attract new employees and retain existing ones, managers in Croatian
owned companies are not in a very good positsataiation in IT industry (around a globe, not

only in Croatia) is very challenging in the last decade and alalb$T companies have
problems with finding new employees. Therefore, all IT experts (existing and new ones) have
a plenty of options if they are not satisfied with current position or salary and they can easily

find anew job. Furthermordabourcost inlT industry is around 67% of total revenue which

2+pOlI 5REHUW A*HW UHDG\ IRU *HQHUDWLRQ =3
https://www.roberthalf.com/sites/default/files/Media_Root/imagedfgih_0715 wp_genz_nam_eng_sec.pdf

(2015)

% +pDOl 5REHUW A*HW UHDG)\ IRU *HQHUDWLRQ =3
https://www.roberthalf.com/sites/default/files/Media_Root/imagedfgih_0715 wp_genz_nam_eng_sec.pdf

(2015)

¥4 _XODULUOD $QWRQLR AIDMEROMX PMHVHPQX QHWR SODuUX X +UYDWVNR
https://www.ictbusiness.info/poslovanje/najbeljtosjecnumjesecui-neto-placuu-hrvatskotima-ict-sektor

(2018)
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is already very high® This doesn't leave much space for increasing salaries and levelling them
with foreign owned companie$n addition salary increase should be observed from both
existing and futurempO R \ HoBisiifin. Basically, you can't increase salaries for only one
segment, because the other one will be even more dissatisfied. Thus, this question needs to be

observed from more strategic point of view and might be asedbasis for future research

Based on the analysis and research results from a financial point of view, first hypothesis is
proved but second one is not since newer generations have éxgeetationgowards their

future salaries.

Based on conducted research, future employee$ sedtor ranked opportunities for career
growth as the most important factompursuing a fulitime job (604%), but those opportunities

must be aligned with their personal goals and belief systems. Previous researches on this
segment shows that youngengrations are not thinking about hthey will fit in organization

but insteadthow will organization fit into their lifeThus, they want to know what a company

can offer them starting from day one. In fact, authenticity is vital to make connectiathiwith
generation so companies should be careful not to oversell or undersell a position that needs to
be filled 1°®

The economiconditions they have experiencedtheir recent lives may be what's prompted
younger generation to latch on to larger companies that can offer more stability and opportunity
for advancement. In fact, the majority of students surveyed said they would mostiikekt

at a midsize compan(525%). But it is very important to have in mind tiveliile they may
initially gravitate toward the security midsize and large companies can offer, previous
researches predicts that they will leave for new opportunities even with smaller companies and
startups If growth opportunities don't arise quickly or if they aren't treated with respect once
they become comfortable in the workforce they e@sily move tstartup firm (18.8% of the
respondentsalready prefer this type of organization). Furthemepoyounger generations
appreciate stability, but they also want to make their marks and if they feel like they have hit a

roadblock on the learning curve, they are going to look around for something ¥étter.

95 %DUDQpPLU 7DWMDQD A+J GMEUWRRRN D ANDHRBR:/[mEeAaPoRd. Prfit-brojkamaza:
2017gdjesmai-kamoidemo/ (2018)

% +DOl 5REHUW A*HW UHDG)\ IRU *HQHUDWLRQ =3
https://www.roberthalf.com/sites/default/files/Media_Root/imagedfgih_0715 wp_genz_nam_eng_sec.pdf
(2015)

¥ +DOlI 5REHUW A*HW UHDG\ IRU *HQHUDWLRQ =3
https://www.roberthalf.com/sites/default/files/Media_Root/imagesfairh_0715_ wp_genz_nam_engc . pelf
(2015)

82



From a current IT workplaceonditionsin Crodia and answex given by alreadgmployed

people about their company's culture we can conclude that first hypothesis is not met regarding
opportunities for career growth. In other wordsganization culture ifCroatian companies
reflects opportunities forcareer growthand respondents describe it as agile, innovative,
stimulating, empowering, motivating, supportive, open to new ideas, challenging, dynamic and
offer opportunities forseltimprovement This attributes can't be generalized for all IT
companis in Croatia as stated within Research limitations chapter, but it is important to say
that out of 59 respondentsnly two of them described their company's culture with negative
attributes. Furthermore, given descriptions of company's culture provedsegpothesis so

from a perspective for an opportunity career growth, this factor is relevant to younger
generations as well as the older ones. Thus, there is no difference in workplace preferences
among these generations.

From a collaboration point of view HYHQ WKRXJK *HQHUDWLRQ = LV ODEH
majority prefer to communicate more personally for work. Instead of texts, instant messages

or social media, they would rather communicate with their colleaguesddiaee. They also

enjoy workng on teams. 63% of the respondents stated they would prefer to collaborate with

a small group of people in an office. Thus, companies should provide them the time and space

to collaboratewith their colleagues to develop recommendations and drive atioov
Furthermore, previously conducted researches shows that members of Generation Z think that

the different work ethics, values and expectations will be greatestchallenge of a
multigenerabnal workplace and they worry @y boomersgenerationwont take them

seriously!®®

From an IT industry perspective, this statement should not represent a threat for working
environment and collaboration since the majority of curresrtiployedpeople belong to some
younger generation than Baby boomers. Regardless, managing a team with diverse experiences
is a fact of today's workplace. Millennials and Generation Z cohorts share similar preferences
for collaboration but integration witBeneraion X should be under attention since their respect

is earned through performance and this might be difficult for apprentices and juniors since they

are just starting to learn and familiarize with company.

%8 +DOlI 5REHUW A7KH $%&V DQG Dhpss/wwivlrobdtiad.ddnlbbgikh@agerhent
tips/theabcsandan-s-of-managinggenz (2015)
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Therefore, from a collaborative point of view noakthe hypothesis is proved. Current
workplace conditions for collaboration in Croatian IT companies correspond with Generation
Z preferenceand there are differences related to collaboration that should be managed among
different generations.

Lastly, in order to establish the overall connection between Generation Z preferences and

Croatian IT industry workplace reality, four factors waralysed

Leadershigstyle
Expected alary

Organization culture (opportunity for career growth)

w0 N PR

Collaboration with otbrs.

Conducted researgbointed out these factors as the most relevant ones for attracting new
employees and preparing existing ones for their arfsath of the fact@rweredescribed and

justified within previous sections

Besides that, listed factors were also defined having in mind organizational changes introduced

in Croatian company Poslovna inteligencija. Chapter l@&naging generational differences

in IT consulting industry focus on changes introduced in order tdhate employee
management which resulted with higher retention rate. Therefore, leadership style and focus

on LPSURYLQJ PDQDJHPHQW VNLOOV LV GLUHFWO\ FRQQHFW
drivers which is crucial part of managing generationaldld HQFHY &RPSDQ\YfV WKDYV
of the importance of investing into leadership educations will have much more success in
lowering fluctuation rates and increasing job tenure among their existing employees as shown

on the example of this company.

CompanyDOVR LQYHVWY LQWR FUHDW L Q¥ prentdfng Maka\alles) JID QL] LC
across all generations. It is expected that all employees act responsible, think innovative, share
creativity, work in agile environment and above all react with integiityerefore,any

employee, regardless of the generation havepipertunity for career growths long as they

share these corporate values and act accordingly.

As stated within same chapter, company introduced a variety of activities and benefits with a
goDO Rl HQKDQFLQJ FROODERUDWLRQ DPRQJ HPSOR\HHV |
promoting the culture of running. These activities are not strictly related to work, but have a

great effect on increasing collaboration efficiency en@xisence among gemations.
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Table below shows holistedfactors correlate with defined hypothesis:

Figure39 Hypothesignatrix

Green tick refers to a proven hypothesis, red X means that the hypothesis for a particular factor
is not provedRed and greemundedintersections will be addressedthe next chaptefor
recommendations that should be considered by IT companies in ordegengthentheir

marketposition, attract new employees and increase retention rate for existing ones.

Research results singled out these points as ones that shoglithbged or adjusted by IT
managers since there is a discrepancy between future employee's expectations and current

workplace reality.

Forotherintersections, research results did not reveal any discrepancy so they won't be in focus

within next chapter.
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6. SHFRPPHQGDWLRQV

This chapter will foos on fourth objective of thihésis and determine which adjustments
should be done from aarganizational and leadership point of view in order to satisfy

preferences among all generations.

Based on conducted research and responses provided by the respondents, three main areas were

identified that are seeking adaptation of current workplaceiwonsin IT industry:

1. Adjust the leadership style
2. Manage salary expectations

3. Prepare employees to work efficiently with each other.

Next three sections will define what can be done from an organizational point of view about
increasing retention rate, atting new employees and preparing different generations to work
together that will improveH P S O Raatisia¢tfbn and motivation.

6.1. Adjust the leadership style

Literature available on leading different generations suggests that the best leadersfop style
managing multigenerational teams is transactional leadersthgpvever it is crucialto adjust

it according to the employees that are being led, the size of the team and other factors that
should be considered by managers to determine the best \eag tand develop people under

their supervision.

Research results shows that younger generations wants to be mentored/coached by their
supervisors and existing employees also needs more feedback and interaction with their

managers.

Therefore, in ordeto prepare work environmentirst recommendation for the leadevsuld

be tostudy employeesyou are managing.This represents the basis for all other changes that
need to happen in the organization order to manage generational differences more
successfily than todayManagers can learn about themployeedy conducting a survey for

discovering vision, values, preferred communication style and planned professional paths.
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Forbes HR council listed simple ways managers could use to know their empleytees b
based on experiences from different leaders likB&tker at Outsell, Newell at Sunspire
Health, P. Potts at neosystemscorp.condha at Bridgepoint Education and otH&ts

X Play gamestExample afternoon break out that would give managers (astof the
team) more insight about people. Team would socialize, have fun together and have
nonwork-related conversations that would increase awareness among employees about
their preferences.

X Manage like a Mentoe-Mentorship allows managers to havditierent relationship
with employees anthey will view their leaders as someone who cares about their
career. With trusted guidance, they will be inspired to share more insights with leaders.

x Ask team members the same question and listen carefullyeio ghswers + this
approach would reveal differences among each team member about the@artat
might help managers to lead them.

X Have lunch with themtManagers should frequently listen their employees. With this
approach,managers would achieve anstant leadership presence and employees
would feel much more open to share their thoughts with them.

X Be authentic and vulnerable with employe@® build trust and find out what really
motivates and drives people, managers have to be authentic arnletaisk of being
vulnerable Many leaders feel they need to lead two lives: one inside the walls of the
office and something different when they walk out the dibdeaders want to inspire
people to do their best work, they haweshare passion, experice and stories with the
team.

x Have staff members fi@troduce themselves at meetingat staff meetings, current
staff member has to introduce another current staff member, sharing five new things
others still don't know about the person, even afteingavorked with them. It's a way
to reconnect staff and remind everyone that there is always something new to learn.

X Work alongside your employee§ he best way for leaders to get to know employees
is to work side by side. Most employees enjoy sharihgtihey do and how they do

it, but they may not get the opportunity to share very often.

¥ YRUEHV +XPDQ 5HVRXUFHV &RXQFLO 3 6LPSOH :D\V WR *HW WR
https://www.forbes.com/sites/forbeshumanresourcescouncil/2018/03/85ipl waysto-getto-knowyour-
employeedetter/#366f4d714b9{2018)
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This information will enable further development of human resources and business strategies

that will be aligned with employees regardless of the generational cohort they belong.

Second recommendation would beskt clear expectations for all team member€ach
employee approaches their work differently. A clear expectation will ensure that both manager
DQG HPSOR\HHV D B B JARmG&EaRts\Wwha® keeds to be done and what is the
deadline. This doesn't mean that managers should micro managarthkiyees. Instead, they
need to know howeam members apFogressing with the given task and support them through
that process.

Some of the methods managers could use for setting clear expectation for employees are listed

below?2°

X Leaders should define\asion of what needs to be done and what should beribe
result

x Define whatemployees shouldlcR LQ RUGHU WR DFKLHYH SH[FHOOHQ

X Leaders should keep focus on the desired outcomes, not on desekibmygtep to
follow. Main goal is to guidenot control.

X Leaders should tie goals of the department/company to each role.

X Leaders should give feedback often, not only during annual performance review
session. With scheduled weekly or monthly informaliews, consistent feedback
would be achieved

X Leaders should give positive reinforcement, be specific and highlight the impact and
delivery as positive event whenever possible.

X When staff memberdo not perform as initially plannedeaders should try to find

solution, not blame.

Third recommendation would be to share with employees company's strategy. In other words,
where the organization is going, how they fit in and how to prepare. When managers share the
strategy with employees, they will understand how it leads them on toghtir professional

goals, they will be more engaged, motivated and happier in the workplace. Aftettaly if
understand the strategy, they will less likely quit during the hard period. The strategy should
be also created for the department that ehaged by the leader. If organization defined

company's strategy but failed to define strategy for each department it consists of, employees

20 3RZHUV 7DUD A7RS :D\V WR 6t Wposv€rdidaduircelcBriteF. surbHdpnRyS 3&8
clearexpectations/(2018)
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will feel disconnected because it will be much harder for them to identifygbesonaboals
with overall goalsfor the organization (some of overall goals might not be relevant for a

particular department).

Next recommendation would beg@acourage work/life balanceEmployees of all ages place

a high value on balancing their work and personal lives. Howeverndiege on their
generational culture, balance will look different. Leaving work before the kids come home,
taking full weeks or a month for a vacation, flexible work hours, and working from home are
all preferences of the different generations. When masagis employees what they prefer

in regards to maintain a balance of work and life that will lead to happier employees who will

work hard to achieve business goals.

Some of the methods that can be used to help employees to achievéeAmlance are $ited

below?%!

X Set boundaries with clientsLakshmia Marie, CEO of LMF Consulting Grosfated
that in order to maintain a highly productive and happy workplace, company make sure
that they defined clear boundaries between the company and their ctilaesl to
business hours.

X Restrict Employee Hours Saloni Doshi, CEO of a growing sustainable packing
company, EcoEnclose noticed that the productivity was slipping, despite the long hours
and hard work of employee$herefore to encourage workfe balance they have
recently restricted working hours for both employees and owners of the company. With
restrictedhours,employees are encouraged to get their work done efficiently and have
more flexibility when it comes to persdriie.

x Lead by example Jen Salamandick, Strategy Director at Kick Point, notices a lot of
FRPSDQLHVY KDYH D IOH[LEOH ZRUN SROLF\ EXW RIWHQ
Thus, leaders shoukkt an example for the team by organizing their tinceraling to
company policy.

x Encourage vacation timeMatt Collins, Owner and Founder of Loans Now, believes
that vacation time should be treated as a means to increase productivity by companies
and not as solely an employee benefit.

2l:HEHU -RKQ 3 :D\V &RPSDQLHV +HOS RS &RHHYFHFKLHYH :RUN
https://www.projectmanager.com/blog/compartietp-employeesachievework-life-balancg2018)
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x Get physical Paige Anof-Fenn, Founder & CEO of Mavens & Moguls, believes a
healthy dose of physical activity does wonders for employee satisfaction and

productivity, incorporating something employees would do after hours during work.

14.9% of the respondents in conducted agsk prefer to work as a part of virtual team.
Therefore expansion ofcommunication strategiess anoher factor that should be takemo
consideration when managing mugenerational teams. For example, older employees might
appreciate verbal communtean while younger ones may prefer the use of collaboration tools,

instant messages, video broadcasts, etc.

In addition modern leaders should be up to date with technology changes and new skills.
Therefore, they shouldonstantly learn about new trendsin their industry and should
understand the capabilities of new technologies, even if they are not using them directly. Also,
they are measured by the ability to attract, hire and retain talent on their team. For young leaders
within Millennial cohort, hiring might also represent a skill that should be learned. This is
especially important in IT software industry where estimated cost for introducing a new team
membeiis pretty high and time consumiftf.Consequently, the ability to hire gopdople is

considered to be very important factor that will distinct effective leaders from others.

Lastly, modern leaders should fitexible and open to innovative and creative environment
They need taourishand motivate employees to think creativebpat their job, given tasks
and to sharéhem with othecolleaguesnd supervisorsSometimes, even a very smatlange
thatseems irrelevant at first sight, migbad to something that will have an impact on whole

organization.

202)RUEHV &RDFKHV &RXQFLO A7KH 5HDO BKR\VOM3RI %DG +LUHV ,VQ W :KD
https://www.forbes.com/sites/forbescoachescouncil/2017/11/6@#dieostof-badhiresisntwhatyou-
think/#2ddf94492b832017)
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6.2. Manage salary expectati ons

Manage salary expectations among employees represent oneébafgbstchallengedor the
leaders within any organization regardless of the industry. Forddstry, this is onef the

most important factors because of several different reasons:

x (P S O R \satikfastion and engagement is crucial for business since their knowledge
DQG H[SHULHQFH GLUHFWO\ DIIHFWV FRPSDQ\fV RXWSX
any other kind of delivery that is sold to customers).

x Constant high demand for IT gerts is present all across world and they can easily
change company and/or job location.

X Average wages highly depend on ownership structure as described within previous

chapter (Discussion of findings).

Therefore, organizations needs to put a lot of efforetain currentlgmployedoeople having

in mind all thesdactors thatepreserga riskandshould be controlled as much as possible.

First recommendation to achieve this is e transparent and completely open with
employees what to expect monegwi This means that managers should talk with employees

on a regular basis and share information about how does company perfoafiectssalaries,

what are industry benchmarks and how company determines raises. For leaders, it will be easier
to sharghisinformation with employees if company has a clearly defined policy that is updated
regularly according to industry trends and business development. The most important thing
with transparency is that it should be communicated throughout the year detaas

otherwise trigger negative reactions by employees that expected something different.

In addition to transparency, companies shdagdconsistentwith doing what is specified by
their internal policyForexample if a manager tedlone thing to mployees, but do another or
send one message to one employee and a completely different message to another one.
Specifically,companieshould maput their approach to determisalary and document the
methods or internal procedures that must be considsrall managers within the firm. This

will help to minimize confusion among employees and gain theiritfist.

28 9%DFNPDQ ODXULH 3 :D\V WR 0D Q Dtfgd:/aDwddlton{t& ¢eBIRMSMNL/IRGBY
waysto-managesahry-expectations.asp(2018)

204+5 'DLO\ $GYLVRU (GLWRULDO 6WDII 3 7LSV IRU 0DQDJLQJ 6DODU\ (]!
https://hrdailyadvisor.blr.com/2018/01/24Hips-managingsalaryexpectations{2018)
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Third recommendation would be tieat employees as individualghat have different needs
and values. Leaders should determine what is most tamido each individuaflgexible hours,
time off, career progression, feedback, base satarymonetarybenefits, etc.)WWhen leader
knows what exactly motivateand driveshis/her employees, they can manage their
expectations and employees will fealich more appreciatg@ngagement tests such as Myers

Briggs can be useful to find out relevant information about empl&{Aes

If organizations and employees expectations regarding satlriastmatch, leaders should

focus on the big pictureand share with employees what other benefits are available to
employeeghat they are maybe not aware For example, bonuses, paid vacation time, paid
gym or any other additional compensation besides salary. If a company has developed a
strategy for emipyees compensations there are better chances to increag®retate among

any generatioA®

Lastly, in order to administer salaries and other compensations for current employees but also
for future ones, leaders showdet the budgefor the next pend (at least one year in advance)

If a companymake salary decisions on the fly, this might be a big issue for employees when
things don't go their way and could be one of the reasons for quitting the job. On the other
hand, with predefined budget, leaslevill be able to maximize opportunities to reward their
employees financially and they will be well prepared for promotions ankletnadjustments

if they happert®’

With well-definedsalary strategy, employers will attract new employees much easily, ihey w

be transparent from day one ahdP S O Réxpeétfations Wl be aligned with company's one
Transparent and consistent approach should increase retention rate and employees that get a
job offer with a higher salary might decide not to leave curreritiposand company if they

feel comfortable withtheir financial andnonfinancial compensations and have a clear

understanding of their promotion path.

2057KH 0O\HUV DQG %ULJJV )RXQGDWLRQ A0%7, %DVLFVS3
https://www.myersbriggs.org/mmbti-personalitytype/mbtibasics/home.htm?bhcp=1Attended on January

29,2019

26 9%DFNPDQ ODXULH 3 :D\V WR 0D Q Dtfgd://aDwddlton{t & ¢eBIRMSML/RGBY
waysto-managesalaryexpectations.aspi2018

207+5 'DLO\ $GYLVRU (GLWRULDO 6WDII 3 7LSV IRU 0DQDJLQJ 6DODU\ (]!
https://hrdailyadvisor.blr.com/2018/01/24Hips-managingsalaryexpectations{2018)
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6.3. Prepare employees to work efficiently with each other

Each generation carries a bit sifepticismabout working with colleagues older or younger
than they are. Wider generation gap brings higher possibility for misunderstanding. When a
leader manage mulgenerationateam,it is very important to set a tone of mutual respect.
When younger employeesake a good suggestion, they should be encouraged for their
contribution.In addition when an oldeemployedeels excluded, leaders should finday to

adjust working environment to their needs and build collaborative relationships among

employees.

Therdore, first recommendation would be ¢toeate opportunities for crossgenerational
mentoring. Crossgenerational mentoring is defined as pairing a person from one generation

with a person from a different generation with the goal of mutual learning amhg

Reverse or reciprocal mentoring programght have a great impact on cooperation among
employees. For example, younger employees can work on a specific business objective
involving new technology with experienced ones. The younger person viandfer
knowledge from a technical point of view while the experienced one would share institutional
knowledge.Reverse mentoring allows them pwomote different approaches to problem
solving and encourages mutual respect in the workpfdce.

Implementatio of a mentoring program that focuses on cigeserational mentoring brings

benefits for the participating individuals and the organization:

x Knowledge transfer and stronger succession pipelBeby Boomers are retiring and
will most likely be gone fronthe workforce by 2029. That means they only have 11
years left to share all the knowledge and prepare future generations to take over
leadership positions within the organization. Mentoring gives them the opportunity to
make this happen.

X Increased employesngagement and boosbpluctivity - Studies show that employees
are retained longer, work harder, and produce better quality work wheifiediey
content in the workplace and employeelso havebeen mentored expregseater

workplace contentment.

206 QVDOD 37KH %HQHIQMUWD WIL RQ ROY: MW .iRIElY. comBATti@s/thebenefitsof-
crossgenerationamentoring.asg2018)

209 )RUEHV &RDFKHV &RXQFLO*HQ@WBEWMLRWYDEJI :RUMNAWEH WKURXJK 5HF
https://www.forbes.com/sites/forbescoachescouncil/2018/04/10/integatmgti-generationalvorkforce-
throughreciprocalimentoring/#36d954be37¢R018)
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x Increasedretention ates - 77% of companies with mentoring programs say
theyimprove employee retention and job performaand 81% of Mlennials with
mentors reporthey arehappy with them, anthey arewice as likely to stay with a
company for more than 5 yes3°

Structured and constant mentoring programshould also be considered in order to improve
collaboration efficiency. There are various models that can be applied: one on one sessions,
group programs,and senior OHDGHUVKLS GLVFXVWH®WBDQOB D \#S UWR BU

(employee siticrossan expert to ask questions).

Regardless of the method, leaders should make mentoring a part of the employment life cycle.

This will ensure that the company's knowledge continues from one generation to the next.

Whenpossible, leaders should structure project teams so there is a blend of generations, tenure
and abilities. Meetings, forums and brainstorming sessions are also occasions where leaders

can encourage intergenerational collaboration.

Some of the benefits dilaving a structured workplace mentoring program are as follows:

x Creates a learning cultureby starting a workplace mentoring program, firms are
creating a culture that values learning and development. At the same time, employees
know their future is beimp invested in if they are paired with a mentor who can help
guide their career development. Additionally, a mentoring program promotes a
collaborative learning environment where it is encouraged that employees gain
knowledge from those around them.

X Promotes personal and professional developmdy pairing employees with a mentor
who is tasked with guiding employees, firms create a safe place for employees to learn.
They are comfortable taking risks and making mistakes because they understand they
should onstantly be learning. This feeds a culture of innovation as well.

X Reduces cost of learningiTraining Benchmarking Studyom 2016 by Brandon Hall
Group shows that coaching and mentoring is rated as the most effective method of
learning with minimal costs

x Decreases stress and anxietyhen faced with an issue at work, employees may think

twice about going to their manager. Teammatey not be able to help if theyvea

20 QVDOD 37KH %HQHIQMUWD WIL RQ RONY:MW.iRIalY. comBATticles/thbenefitsof-
crossgenerationamentoring.asg2018)
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never experienced the same issue. A workplace mentor is someone they could always
turnto for guidance no matter what the issue.

X Increases job satisfaction and reduces turnev8lFFRUGLQJ WR D VWXG\ 30!
3RVLWLYHO\ ,QIOXHQFLQJ -RE 6DWLVIDFWLRQ DQG 5HW|
the mentor experience/relationship postywinfluenced job satisfaction of new hire
practitioners. The mentoring experience provided a positive environment, leading to
increased job satisfaction. Aigher level of satisfaction is associated with reduced
turnover and improved retention and patient outcottes.

X The mentor benefitstoco$FFRUGLQJ WR D VWXG\ 3&DUHHU %HC
OHQWRULQJ IRU O0HQW R Uburnal sf/Bcatind BéheviduQméantirs
versus nofmentors were more satisfied with their jobs and had a stronger sense of
commitment to the organization as a whole.

x Comes full circlee When a new employeeho isassignedhsa mentor benefits from
that relationship, the mentee will be more likely to volunteer to do the same for the next
on boardingemployee. By creating a formal program, employees will find it easier to

join, follow guidelines and start making a differefte.

Lastly, leaders couldonduct generational information awareness/sharing sessiand/ith

this approach, employees can have an opportunity to eda@cdit®ther about each generation
history, characteristics, milestone events and nétishese sessions wikkveal beliefs about
generations most people have and help managers not to jump on conclusions or make decisions

about employees thalp noteven realize they are making.

211 + RUQHU Mentorihg: Positively Influencing JolSatisfaction and Retention of New Hire Nurse
SUDFWLWLRQHUV?3 KW WS8MbmEdZB2MBEA01IYOP QLK

22 L QJVKRWW .DW 3 %HQHILWV RI D 6WUXFWkpd:H@wW:RIgN.CoBMBFH OHQW
benefitsstructuredworkplacementoringprogram/(2018)

23 3BROODN /LQGVQH\ 32%HFRPLQJ FRQVFLRXV-*HQ BQBPRQRELIRX V: R%W INS\D
https://www.lindseypollak.com/unconscicbi@asmultigenerationalvorkplace/(2018)
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&RQFOXVLRQ

7TKH ILQGLQJV RI WKLV PDVWHUTV WKHVLV LQGLFDWH WKD
among generations. The ability to recognize and understand generational differences provides
organizations and managers with an advantage in leading theiredwerkforce effectively.

Thus, they can achieve more productivity and generate compeiitmamtagewhich benefits

both the organization and the employees.

Figures presented within thisegsis shows thaituation on IT labour market in Croatia should

be taken seriously since there is a gap betweerkforcesready to be employed and hiring
positionsopened each yearhus, companies should adjust to this situation and find a way that
will help them to retain existing employees and attract new ones.

One d the ways companies can use to adapt to the cualemtirmarket situation is adjusting
leadership methods used for managing people and hiring new ones. In order to adapt the
company to the conditions, managers need to know the structure and mindezisting
employees and try to increase reten rate as high as possibkéhis is the main reason why
leaders should focus on exploring differences among different generations that are currently
employed in IT industry. Therefore, an overview of the tiesoof generations is given within
theoretical famework chapter. This part didsis focus on literature analysis about different
generations and previously conducted studies by different authors. Each study and research
about generation cohort reveal$omation on how to gain better understanding of currently
employed people and adjust workplace conditions according to the findings.

However, it should be taken into account that differences among generations are
generalizations that are used to portray people located in the middle of the bell curve.
Generational cohorts offers insights and awareness that can be helpful in undergpaooleg

and becoming better observers of the human condition and they are not meant to stereotype
individuals.

Having this in mind,n order to prepare organization for new employkasbelong to younger
generation, companies should define and follomatsgies that will effectively lead multi
generational workforce ansluccessfully address generational conflict. By leveraging each
JHQHUDWLRQYY VWUHQJWKY FRPSDQLHV ZLOO EH DEOH W

amidst the social and economic nbas.
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For the younger generation that enters workforce matiddneration Z, sociologists are just
beginning to understand key differences that distinct this cohort from others. For example, they
have high expectations of leadership and expect to workufaress. Priority work values for

this generation include they work in organization they are proud of, with interesting job

description and continuous learning throagttheir career.

In order to gain more insight into Generation Z mgad, second padf this thesis focus on
conducted research among student that will soon enter IT labour market. When asked about
their future job preferences, respondents definedpgortunity for career growtlilexible

work hours/remote work options and generous pay.

Beside researcliocused on Generation Z, thikesis also include analysis of currently
employed generations in IT industry. Main goal for this part of the research watbdish
the connection between Generation Z preferences and Croatian IT indaskpface reality.

In addition, tvo hypothesis were created for this reseaktlt Current workplace conditions

in Croatian IT companies does not correspond with Generation Z preferences and H2: There
is no difference in workplace preferences amadlifierent generatiorjsaimed toconnect,
combine and test results from both surveys. Research focused on four(feaetdesship style,
expected salary, organization culture and collaboration with othbe) were isolated as the

most relevant ones fotteacting new employees and preparing existing ones for their arrival.
The matrix between defined hypothesis and factors showed that current workplace conditions
in Croatian IT companies does not completely correspond with Generation Z preferences (or
preferences for future IT workforce). Therefore, three main areas were identified that are

seeking adaptation of current workplace conditions in IT industry:

1. Adjust the leadership style
2. Manage salary expectations

3. Prepare employees to work efficiently with eather.

By following suggested recommendations for each area, companies should be able to retain
existing employees much easier, but also attract new, younger employees that would better fit

their organizatio and teams.
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Appendices

GeneratiorZ survey questionare giverbelow.



Survey results foGeneratiorZ are given below:
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. . . skills (such as foundation skills workplace), Higher skills (such as
think you internship or type of careers | ) . ; - y N
: . working with others (such as working level professional working with
learned from volunteer might like) fessionali ith oth il h h
our experience) or professionalism) with others or skills (such as othersor
Y . professionalism), project management| profesionalism),
experience? igherlevel tive thinki Higherlevel
Check as Higherlevel creative thinking, or igherleve
many as professional skills leadership) professional
Y (such as project skills (such as
apply. management, project
creative thinking, or management,
leadership) creative
thinking, or
leadership)
Which of the
following best Working my
describes Working my way up | Working my way up | Working my way up way up the
where you Starting my own the corporate ladder | the corporate ladder | the corporate ladder | Starting my own corporate ladder
expect to be business/being an although not yet although not yet although not yet business/being an although not yet
in your entrepreneur among the among the among the entrepreneur among the
career five management ranks management ranks managementanks management
years out of ranks
collage?
Compared to
those in past
generations,
do you think
you will need Harder Harder Harder Harder Harder Harder
to work
harder or less
hard to have
satisfying
career?
folowing bee Large,
describes Midsize Midsize Midsize Midsize Working for myseif | international
. N N~ : - N - N .. | asa corporate or
your ideal business/organizatior] business/organizatior] business/organizatior] business/organizatior] y
work consultant/freelancer| nonprofit
. organization
environment?
What kind of " -
work Collaborating with a | Collaborating with a | Collaborating with a | Working fairly \:gl)l;kt;g?ativel but \(,:V;:ua;g:lg”g
environment small group in an small group in an small groupin an autonomously in an . tively N
y N Y . off-site (virtual group in an
do you office office office office -
team) office
prefer?
What are Opportunities for - . .
your top career growth, S;zg?u?g\ﬁifor Opportunities for Opportunities for Coaﬁzzpu?gﬁifor Coaﬁzzpu?gﬁifor
three Challenging and Genero%s a ! career growth, A career growth, Genero%s a ! Genero%s a !
priorities stimulating work S pay, manager | can learn | Generous pay, A : pay, erous pay,
when seekin environment, A Challenging and from, Business travel| manager | can learn Making a difference | Flexibile
a full-time 9 manager | cén learn stimulating work o c;nunities from 9 or having a positive | hours/remote
N 9 environment pp impact on society work options
job? from
Which single
characteristic
among the
following do Intelligence Mentoring ability Mentoring ability Compassion Passion Passion
you most
value in a

leader/boss?




. 1o 8.23.2018 51+ 8.23.2018 .12 -
Date and Time 8.23.2018 12:12:09 12:15:10 8.23.2018 12:21:25 12:48:05 8.23.2018 13:03:54 8.23.2018 13:45:48]
Selectyourage | 5, 39 24-38 2438 1823 1823 1823
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?

If you have had
a job,
internship, or

Career options (what
type of careers |
might like), Basic
foundation skills

Career options (what
type of careers |
might like), Basic
foundation skills

Career options (what
type of careers |
might like), Basic
foundation skills

volunteer (such as working Not applicable (such & working Not applicable (such as working Basic foundation
position, what with others or (have not had a | with others or (have not had a with others or skills (such as
do you think professionaém), job, internship professionalism), job, internship or | professionalism), } .

. . . working with others
you learned Higherlevel or volunteer Higherlevel volunteer Higherlevel or professionalism)
from your professional skills experience) professional skills experience) professional skills
experience? (such as project (such as project (such as project
Check as many | management, management, management,
as apply. creative thinking, or creative thinking, or creative thinking, or

leadership) leadership) leadership)
Which of the Working my .
follow_lng best Working my way up | way up the Working my way up Working my way Working my way up
describes the corporate ladder | corporate ladder| the corporate ladder up the corporate the corporate ladder
where you ladder although Persuing higher

expect to be in

although not yet

although not yet

although not yet

not yet among

although not yet

education

among the among the among the among the
%Sgr Z\rreseéut management ranks managemen management ranks :r;z;krganagement management ranks
of cgllage’) ranks
Compared to
those in past
generations, do
you think you . .
will need to Harder Harder Harder r’:‘()er'tlzitsh’:?der Harder INezgh’:e;rzarder nor
work harder or
less hard to
have satisfying
career?
Which of the Large,
Loe"socwrilbngsbeoslir Midsize Entreprenurial Midsize :‘é?rgfél(;nsrl Midsize Midsize
ideal worky business/organizatior| firm/startup business/organizatior| non’?)rofit business/organizatior] business/organizam
environment? organization
wgrit kind of Collaborating with a \?Vﬁ::a:(;z;”g Collaborating with a \cl\(l;l)l;kblzgr;ativel Collaboratingwith a Collaborating with a
environment small group in an roup in an small group in an but oftsite 4 small group in an small group in an
office group office N office office
do you prefer? office (virtual team)
. . Structures/stable
- - . Making a difference
what e your | Coiormmen® | PSS | opporunes or || PROTUTUES O | orhavig apostve | MKy
top three Y Makin ga diﬁe}ence rowth, career growth, Genero%s a) Y impact on society, securit; Challlen in
ri%rities when or hav?n a positive generéus a Generous pay, Structures/’;tiﬁ)le Challenging and and sti?ﬁulatin V\?orlgl
geeking a fult impact ogn sgciety A | Flexibile P Flexibile work stimulating work environment, o
time job? manager | cafearn hours/remote ZOE;i;emote work environment/job renna:lr:r;’ner??r;;rﬁearn Flexibile
from work options P security from 9 hours/remote work
options
Which single
characteristic
among the Mentorini
following do Compassion ability 9 Intelligence Mentoring ability | Passion Mentoring ability

you most value
ina
leader/boss?




Date and 8.23.20181355:00 0232018\ g 230018 14:22:24]  8.23.2018 14:32:15  8.23.2018 14:58:13  8.23.2018 15:26:52
Time 14:01:02
Selectyour | 5, 3¢ 1823 24-38 1823 2438 1823
age category:
Is your
college
related to IT Yes Yes Yes Yes Yes Yes
industry?
If you have Career options (what Career options (what Career options (what
had a job, type of careers | type of career$
: . ¢ y . type of careers | " . .
internship, or might like), Basic might like), Applied might like), Applied
volunteer Not applicable foundation skills acgdemic ’skiﬁg(such academic skills (such
position, - . PP (such as working as how to use
Basic foundation (have not had y as how to use L R
what do you ; N with others or L " writing, reading, or
" skills (such as a job, . " writing, reading, or H
think you . . N . professionalism), None of tle above H math ina
working with others | internship @ B math in a .

learned from or professionalism) | volunteer Higherlevel workplace), Basic workplace), Higher
your P! N professional skills place), B level professional

. experience) b foundation skills . .
experience? (such as project - skills (such as project]

(such as working

Check as management, y management,

" - with others or . S
many as creative thinking, or rofessionalism) creative thinking, or
apply. leadership) P leadership)

Which of the .
following best wao”ﬂngﬂ:gy
describes Y up Working my way up Working my way up
corporate . .
where you . . Starting my own the corporate ladder | Starting my own the corporate ladder
Persuing higher ladder . . . ;
expectto be education although not business/being an although notet business/being an although not yet
in your vet amgong the entrepreneur among the entrepreneur among the
career five management management ranks management ranks
years out of
ranks
collage?
Compared to
those in past
generations,
do you think
you will need Neither harder nor Neither harder nor
to work Harder Less hard Harder Harder less hard less hard
harder or less
hard to have
satisfying
career?
folowing bes Large,
describes \a"?;k'”g for myself g‘éfrgf‘:t‘;”jr' Midsize Midsize Midsize Midsize
your ideal porat business/organizatior] business/organizatior] business/organizatior] business/organizatior|
work consultant/freelancer| nonprofit
. organization
environment?
What kind of " "
work Working . Working . Collaborating with a | Collaborating with a | Collaborating with a | Collaborating with a
N collaboratively but collaboratively 7 H > 7
environment " N " small group in an small group in an small group in an small group in an
off-site (virtual but off-site N ) y Y
do you . office office office office
team) (virtual team)
prefer?
Opportunitiesfor . .
What are Generous pay, Generous pay, Generous pay, Generous pay, Making a difference
N " o career growth, . T
your top Making a difference | Flexibile Making a difference Structures/stable Structure/stable or having a positive
three or having a positive | hours/remote 9 - work work impact on society,
L ) . . or having a positive ) . ) - "
priorities impact on society, work options, impact on societ environment/job environment/job Flexibile
when seeking | Flexibile Working for a ChF;\IIen in andyv security, Challenging| security, Flexibile hours/remote work
a full-time hours/remote work | high-profile stimulat?nggwork and stimulating work | hours/remote work options, A manager |
job? options company environment environment options can learn from
Which single
characteristic
among the
following do Compassion Intelligence Compassion Mentoring ability Mentoring ability Compassion
you most
value in a

leader/boss?




. - 8.23.2018 g 8.23.2018 41 E3-

Date and Time 8.23.2018 16:25:33| 16:30:55 8.23.2018 17:34:18 17:53:28 8.23.2018 18:41:31 8.23.2018 18:53:48]
Select yourage | ;g 55 2438 1823 1823 1823 2438
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?

Career options (what Career options (what]

type of careers | Applied type of careers |

If you have had

might like), Applied
academic skills (such
as how to use

Career options
(what type of
careers | might

Career options (what
type of careers |

acadent skills
(such as how to

might like), Applied
academic skills
(such as hovo use

_ajob, . writing, reading, or like), Basic might Iike), Bgsic use writing, writing, reading, or .

internship, or . ’ P . foundation skills reading, or > ’ Career options (what
math in a foundation skills . y math in a

volunteer . : (such as working math in a . type of carees |

position, what workplace), Basic (such as working with others or workplace) workplace), Basic might like), Basic

| foundation skills with others or . " N y foundation skills IR

do you think - . - professionalism), Higherlevel - foundation skills
(such as working professionalism), . y . (such as working .

you learned with others or Higherlevel Higher-level professional with others or (such as working

from your : " ghert : professional skills skills (such as - " with others or

! professionalism), professional skills N - professionalism), . "

experience? Higherlevel (such as project (such as project project Higherlevel professionalism)

Check as many gf ional skill proj management, management, gf ional skill

as apply. professional skills management, creative thinking, or | creative projessional skifls

! (such as mject creative thlr)kmg, leadership) ! thinking, o (such as project

management, or leadership) leadership) management,
creative thinking, or creative thinking, or
leadership) leadership)

Which of the

Loe";)cwrilggsbeSt Working my way up \Slotrﬁéngorrn);\r/\gz Working my way up Working my way up
the corporate ladder p P the corporate ladder . . Starting my own the corporate ladder

where you . although not yet ladder although although not yet Pers“".‘g higher business/being an although not yet

expect to be in h not yet among the h education h

our career five | amongthe management among the entrepreBur among the

M management ranks management ranks management ranks

years out of ranks

collage?

Compared to

those in past

generations, do

you think you . .

will need to Harder Harder INezghf;rzarder nor Harder INezgh’:e;rzarder nor Harder

work harder or

less hard to

have satisfying

career?

Which of the Large,

following best Midsize international Midsize Working for myself Midsize

describes your corporate or Other asa

business/organizatior]

business/organizatior]

business/organizatior|

ideal work nonprofit consultant/freelance
environment? organization
wgrit kind of Collaborating with a | Working fairly Collaborating with a \(/:v;:ga;::atllllng Collaborating with a | Collaborating with a
. small group in an autonomously in small group in an - small group in an small group in an
environment do N N N group in an N N
office an office office . office office
you prefer? office
Opportunities for Generous pay,
Structures/stable career growth, Opportunities for Generougay, Opportunities for Flexibile
What are your work hallengi h lexibil h h ‘
top three environmentfjob Challenging and career growth, Flexibile career growth, ours/remote worl
Hiorities when security, Flexibile stimulating work Generous pay, hours/remote Flexibile options, Non
P! Y environment, Challenging and work options, A | hours/remote work monetary benefits

seeking a fult

hours/remotevork

time job? options, A manager | Elexibile stimulating work manager | can options, A manager | like gym, discont
can learn from ours/remote environment learn from | can learn from programs, playroom,
work options office parties..
Which single
characteristic
among the Mentoring
following do Intelligence Mentoring ability Mentoring ability ability Passion Mentoring ability

you most value
ina
leader/boss?




. 8.23.2018 - 8.23.2018 1. e 8.23.2018
Date and Time 19:02:27 8.23.2018 19:15:23] 19:34:48 8.23.2018 19:41:25) 8.23.2018 19:45:01 19:45:03
Select yourage | g 53 24-38 1823 1823 2438 1823
category:
Is your college
related to IT Yes Yes Yes Yes Yes No
industry?

If you have had

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to

Applied academic

a job, > > .
internship, or use writing, Career options (what use writing, Career options (what skills (such as
reading, or math reading, or math how to use
volunteer . type of careers | . type of careers | - . . .
. in a workplace), " . . in a workplace), " . X Basic foundation writing, reading,
position, what . . might like), Basic . . might like), Basic . .
4 . Basic foundation ) - Basic foundation . - skills (such as ormath ina
0 you think skills (such as foundationskills skills (such as foundation skils working with others | workplace), Basic
you learned ; A (such as working ; A (such as working g Wi - place), 5
working with p working with y or professionalism) foundation skills
from your with others or with others or -
experience? others or professionalism) others or professionalism) (S.UCh as working
Check as m'an professionalism), professionalism), with others or
as apol Y Higherlevel Higherlevel professionalism)
PPl professional skills professional skills
(such as project (such as project
management, management,
creative thinking, creative thinking,
or leadership) or leadership)
Which of the

following best
describes where

Working my way
up the corporate

Working my way up
the corporate ladder

Starting my own

Working my way up
the corporate ladder

Working my way up
the corporate ladder

Working my way
up the corporate

ladder although . ; ladder although
you expect to be not yet among the although not yet business/beingn although not yet although not yet not yet among the
in your career among the entrepreneur among the among the
) management managerant
five years out of management ranks management ranks management ranks

ranks ranks
collage?
Compared to
those in past
generations, do
you think you . . .

- Neither harder nor Neither harder nor Neither harder nor

will need to Harder less hard less hard Harder less hard Harder
work harder or
less hard to
have satisfying
career?
Which of the Large, Large,
follow_lng best international Midsize international Midsize Midsize Entreprenurial
describes your corporate or business/organization corporate or business/organizatior] business/organizatio | firm/startu,
ideal work nonprofit 9 nonprofit 9 9 p
environment? organization organization
w;]rit kind of \c,\gl)l'z\l:)lggatively Collaborating with a | Working fairly Collaborating with a | Collaborating with a | Collaborating
environment do but oftsite small group in an autonomously in small group in an small group in an with a small

you prefer?

(virtual team)

office

an office

office

office

group in an office

Generous pay,

Making a
difference or

- . N . Opportunities for having a positive
Opportunities for Challenging and Making a Opportunities for .
:/gh?;raers your career growth, stimulating work difference or career growth, g?rrjgru?égfnstg'ble 222%? on
p thr Generous pay, environment, A having a positive | Generous pay, Y,
priorities when Flexibil | | . ; hallenai d work Structures/stable
seeking a fulk exibile manager | can learn | impact on society, | Challenging an environment/job work
time iob? hours/remote from, Business travel| Challenging and stimulating work security, BUSIness environment/iob
Job? work options opportunities stimulating work environment Y, o N {
- travel opportunities security, A
environment
manager | can
learn from
Which single
characteristic
among the
following do Mentoring ability Passion Passion Mentoring ability Mentoring ability Passion

you most value
ina
leader/boss?




N . o 8.23.2018 8.23.2018 e 20
Date and Time 8.23.2018 19:52:36 8.23.2018 19:59:53 20-38:08 20:45:22 8.23.2018 21:15:56 8.23.2018 21:30:38]
Selectyour | ,, 38 1823 2438 1823 1823 1823
age category:
Is your college
related to IT Yes No No Yes Yes Yes
industry?
Applied
If you have academic skills Basic foundation
had a job, Basic foundation (such as howto | skills (such as
internship, or skills (such as use writing, working with
volqnteer . ) working W!th oﬁers lreadlng, or math | others or Not applicable (have
position, what Basic foundation or professionalism), in a workplace), | professionalism), . :
N " . . B Career options (what| not had a job,
do you think skills (such as Higher-level Higherlevel Higherlevel . §
; A N . ) A type of careers internship or
you learned working with others professional skills professional professional " "
H . " : - - might like) volunteer
rom your or professionalism) (such as project skills (such as skills (such as N
4 ; ; experience)
experience? management, project project
Check as creative thinking, or | management, management,
many as leadership) creative creative thinking,
apply. thinking, or or leadership)
leadership)
Which of the
follow_lng best Working my way up | Working my way up Working my way Working my way up
describes the corporate ladder | the corporate ladder | Starting my own up the corporate the corprate ladder
where you ladder although Persuing higher

expect to be in
your career
five years out
of collage?

although not yet
among the
management ranks

although not yet
among the
management ranks

business/being
an entrepreneur

not yet among
the management
ranks

although not yet
among the
management ranks

education

Compared to
those in past

generations,
do you think
you will need Neither harder nor Neitherharder Neither harder nor
to work less hard Harder Harder nor less hard Harder less hard
harder or less
hard to have
satisfying
career?
Which of the
Loégl\r’ilbngsbe;:" Midsize Midsize Entreprenurial Entreprenurial Midsize Midsize
ideal worky business/organizatior] business/organizatior| firm/startup firm/startup business/organizatior| business/organizatior
environment?
What kind of . . : - Collaborating Collaborating " . ;
Comborsnayn s | Solsborngn® | winasmal’ | wnasmal | WO | Seeleny
environment office office groupin an group in an off-site (virtual team) | office
do you prefer? office office
Structures/stable Opportunities for . Opportunities for
Opportunities for | Generous pay, .
What are your | work career growth, : career growth, Opportunities for
top three environment/job Making a difference career growth, Challenglng and Making a difference | career growth,
priorities security, Challenging| or having a positive Generous pay, stlm_ulatlng work or having a positive Flexibile
when seeking andstim’ulating work | impact on society, fvtc:ﬁftures/slaie 'e:rev)l(ggirrénent, impact on society, hours/remote work
a full-time environment, A Challenging and environment/iob | hours/remote Flexibile options, An
job? manager | can learn | stimulating work security ! work options hours/remote work impressive job title
from environment options
Which single
characteristic
among the
following do Mentoring ability Vision Compassion Intelligence Vision Mentoringability
you most
value in a

leader/boss?




N 8.23.2018 8.23.2018
Date and Time 8.23.2018 22:00:30| 22:20:53 22:32:41 8.24.2018 1:01:16 8.24.2018 6:56:49| 8.24.2018 7:19:05
Selectyourage | 5, 3¢ 2438 2438 1823 2438 2438
category:
Is your college
related to IT No Yes Yes Yes Yes Yes
industry?
Career options
(what type of
careers | might
Career options like), Applied Career options
(what type of academic skills Career options (what| (what type of
If you have had careers | might (such as how to type of careers I_ careers | might
aiob. intemnshi like), Applied use writing, might like), Applied like), Basic
10b, P, Higherlevel academic skills reading, or math in| academic skills (such| foundation skills

or volunteer
position, what do

professional skills
(such as project

Basic foundation
skills (such as

(such as how to
use writing,

a workplace),
Basic foundation

as how to use
writing, reading, or

(such as working
with others or

I);oau":zzﬂ;rgg]u management, \évt?];kr'g%:\mh reading, or math skills (such as math in a professionalism),
Ny creative thinking, or . . in a workplace), working with workplace), Basic Higher-level
your experience? leadership) professionalism) Basic foundation others or foundation skills professional skills
Check as many ] - ) ) ;
as anpl skills (such as professionalism), (such as working (such as project
pply- working with Higherlevel with othes or management,
others or professional skis professionalism) creative thinking,
professionalism) (such as project or leadership)
management,
creative thinking,
or leadership)
Which of the

following best
describes where
you expect to be
in your career
five years out of
collage?

Working my way up
the corporate ladder
although not yet
among the
management ranks

Starting my own
business/being an
entrepreneur

Working my way
up the corporate
ladder although
not yet among the
management ranks

Starting my own
business/being an
entrepreneur

Starting my own
business/being an
entrepreneur

Working my way
up the corporate
ladder although
not yet among the
management rank

Compared to
those in past
generations, do
you think you
will need to work
harder or less
hard to have

Neither harder nor
less hard

Harder

Neither harder nor
less hard

Harder

Neither harder nor
less hard

Harder

satisfying

career?

Which of the Large,

follow_lng best Midsize Entreprenurial international Entreprenurial Midsize Entreprenurial
describes your business/organization] firm/startup corporate or firm/startup business/organizatior| firm/startup

ideal work nonprofit

environment? organization

What kind of Worki . . . . . ) . . . . .
work orking fairly Collaborating with | Collaborating with | Collaborating with | Collaborating with a | Collaborating with

environment do
you prefer?

autonomously in an
office

a small group in
an office

a small group in
an office

a small group in
an office

small group in an
office

asmall group in
an office

Opportunities for
career growth, Non

Challenging and
stimulating work

Generous pay,

Opportunities for

Opportunities for
career growth,

Opportunities for
career growth,

:’gg?rt\g: your r_nonetary b_enefits enviro_nment, vsvgtjkctureslstable E?giﬁj:gmmh Making a differgnce Challenging and

priorities when like gym, discount Flexibile environment/job hours/remote work| ©" having a positive stlm_ulatlng work

seeking a fulk programs, playroom, | - hours/remote security, Flexibile | options, A impact on society, environment,

time job? of‘flc_e parties.., work options, A hours/remote manager | can Flexibile Flexibile

: Business travel manager | can work options learn from hours/remote work hours/remote work

opportunities learn from options options

Which single

characteristic

among the . . . . . . . .
Intelligence Compassion Mentoring ability Mentoring ability Compassion Intelligence

following do you
most value in a
leader/boss?




y 14 1. 0. 8.24.2018 8.24.2018 .
Date and Time 8.24.2018 10:14:52 8.24.2018 10:21:18 8.24.201817:50:14 18:29:16 19:23:20 8.24.2018 20:37:51
Select yourage | ,; 59 1823 1823 2438 1823 2438
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?
Career options
what type of
If you have ( :
had a job, c . careers | r_n|ght . Applied academic
. - areer options (what] . . like), Applied Career options B
internship, or Career options (what| Career options (what L skills (such as how to
type of careers | academic skills (what type of o y
volunteer y " . type of careers | type of careers | y use writing, reading,
" might like), Higher ' f ) : ’ - (such as how to careers | might .
position, what level professional might like), Basic might like), Basic use writin like), Basic or math ina
do you think /elp foundation skills foundation skills . 9, C o . workplace), Basic
skills (such as . . reading, or math | foundation skills N p
you learned . (such as working (such as working B - foundation skills
f project management ith oth ith oth in a workplace), (such as working h i
rom your h N with others or with othersor . - . (such as working
! creatiwe thinking, or - " - - Basic foundation | with others or .
experience? leadership) professionalism) professionalism) skills (such as rofessionalism) with others or
Check as many P. working with P professionlism)
as apply. others or
professionalism)
Which of the
Loe";)cwrilggsbeSt Working my way up | Working my way up | Working my way up Working my way up
where you the corporate ladder | the corporate ladder | the corporate ladder | Starting my own Persuing higher the corporate ladder

although not yet

although not yet

although not yet

business/being

although not yet

%ﬁf(;trz;e n among the amongthe among the an entrepreneur education among the
4 management ranks | management ranks management ranks management rks
five years out
of collage?
Compared to
those in past
generations, do
you think you . .
will need to Harder Il:zgh’grzarder nor INezghf;rzarder nor Less hard Harder Harder
work harder
or less hard to
have satisfying
career?
Which of the Large,
Loe"socwrilbngsl/)sjtr \a/\éo;klng for myself Mid_size o Mid_size o I_Entreprenurial ::n(:%g?:&n;l Mid_size o
ideal work consultant/freelance business/organizatior] business/organizatior| firm/startup nonprofit business/organizatior|
environment? organization
wgrit kind of Working fairly ) Collaborating with a Collaborating with a 352?2:‘2“9 \é\(l)(l)lgkt;zgatively Collaborating with a
. autonomously in an | small group in an small group in an N . small group in an
environment office office office group in an bu_t oft-site office
do you prefer? office (virtual team)
Making a

What are your
top three
priorities when
seeking a fult

Generous pay,
Making a difference
or having a positive
impact on society,
Flexibile

Making a difference
or having a positive
impact on society,
Flexibile
hours/remote work

Generous pay,
Structures/stable
work
environment/job
security, Challenging

difference or
having a positive
impact on
society,
Challenging and
stimulating work

Structures/stable
work
environment/job
security,
Challenging and
stimulating work

Opportunities for
career growh,
Challenging and
stimulating work
environment, A

time job? hours/remote work options, Business and stimulating work | environment, environment, manager | can learn
options travel opportunities environment Flexibile Business travel from
hours/remote opportunities
work options
Which single
characteristic
among the
following do Compassion Compassion Compassion Mentoring ability | Intelligence Vision

you most value
ina
leader/boss?




Date and Time 821203 8242018232630 8252018 6:53:49 8252019 | 825201821:34:36 8.26.2018 13:20:39
Selectyourage | ,; 59 1823 2438 1823 2438 1823
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?
Career options (what Career options (wha
gyooéj have had m)eh? {”S;reirs :i od Applied academic| type of careers |
ajob, gnt 1ike), App skills (such as might like), Applied
internship, or Aoplied academic skills (such how to use academio skills
volunteer ppred Not applicable (have | as how to use L : Applied academic
" academic skills p - . writing, reading, (sudh as how to use .
position, what (such as how to not had a job, writing, reading, or or math in a writing. reading. or skills (such as how
do you think - internship or math in a . 9, 9. to use writing,
use writing, . workplace), Basic| mathina R .

you learned - volunteer workplace), Higher - . - reading, or math in a|
f reading, or math " 3 foundation skills workplace), Basic
rom your . experience) level professional . 3 p workplace)

! 5 in a workplace) il h . (such as working | foundation skills
experience: skills (such as project with others or (such as working
Check as many mana}gemtlent,l professionalism) with others or
as apply. creative thinkingpr rofessionalism)

leadership) P

Which of the
following best Working my way up | Working my way up Working my way up
describeswhere the corporate ladder | the corporate ladder | Starting my own Starting my own the corporate ladder

you expect to be
in your career
five years out of
collage?

Persuing higher
education

although not yet
among the
management ranks

although not yet
among the
management rask

business/being an
entrepreneur

business/being an
entrepreneur

although not yet
among the
management ranks

Compared to
those in past
generations, do
you think you
will need to
work harder or
less hard to
have satisfying
career?

Harder

Neither harder nor
less hard

Neither harder nor
less hard

Neither harder
nor less hard

Harder

Harder

Which of the
following best
describes your
ideal work
environment?

Entreprenurial
firm/startup

Midsize
business/organizatior|

Midsize
business/organizatior

Entreprenurial
firm/startup

Working for myself
asa
consultant/freelancer|

Working for myself
asa
consultant/freelancer|

What kind of
work
environment do

Working fairly
autonomously in

Collaborating with a
small group in an

Collaborating with a
small group in an

Collaborating
with a small

Working
collaboratively but
off-site (virtual

Working
collaboratively but
off-site (virtual

you prefer? an office office office group in an office team) team)
. Structures/stable . Opportunities for
What are your g,:gg:t:;tles work S;z:?u?:\fti for Opportunities for | Opportunities for career growth,

Y environment/job g i career growth, A | career growth, Structures/stable
top three growth, security, Challenging Challenging and manager | can Generous pay work
gggcitr']es;\'fzﬁn gzgﬁ)ﬁ?:s pay, and stimulating work Ztrl\r\?i%itrlr?gn‘{vofik learn from, Challenging and environment/job
time jo%” hours/remote environment, A manager | cén learn Business travel stimulating work security, Flexibile

work options manager | an learn from opportunities environment hours/remote work
from options
Which single
characteristic
among the Mentorini
following do ability 9 Mentoring ability Mentoring ability Intelligence Mentoring ability Mentoring ability

you most value
ina
leader/boss?




Date and Time | 8.26.2018 13:56:06| 8.26.2018 15:03:01  8.26.2018 15:15:17|  8.26.2018 22:20:3, 8272018 8272008
Select your age | 653 1823 2438 1823 2438 2438
category:
Is your college
related to IT Yes No Yes Yes Yes Yes
industry?
Careeroptions (what Career options (what
type of careers | type of careers |
might like), Applied might like), Applied .
academic skills (such academic skills (such Career options (what
If you have as how to use as how to use type of careers |
had a job, - ! - . might like), Basic Career options
- - writing, reading, or writing, reading, or . -
internship, or > - foundation skills (what type of
math in a . math ina N . N
volunteer . Not applicable (have . (such awvorking Not applicable careers | might
" workplace), Basic ; workplace),Basic . - "
position, what foundation skills not had a job, foundation skills with others or (have not had a like), Applied
do you think - internship or - professionalism), job, internship or | academic skills
(such as working (such as working .
you learned . volunteer . Higher-level volunteer (such as how to
f with others or y with others or N y 3 o
rom your . . experience) . " professional skills experience) use writing,

! professionalism), professionalism), N -
experience? Higherlevel Higherlevel (such as project reading, or math
Check as many gner . gner ; management, in a workplace)

professional skills professional skills . -
as apply. N N creative thinking, or
(such as project (such as project | .
leadership)
management, management,
creative thinking, or creative thinking, or
leadership) leadership)
Which of the Working my
Gesorioes | Working my way up Up the corporats | WY up he
the corporate ladder . . Starting my own Starting my own corporatdadder
where you Persuing higher . ; . ; ladder although
. although not yet N business/being an business/being an although not yet
expect to be in h education not yet among h
our career amongthe entrepreneur entrepreneur the management among the
Y management ranks management
five years out ranks ranks
of collage?
Compared to
those in past
generations, do
you think you . . .
will need to Harder Etse:hr:sarrzarder nor INe zgh’grzarder nor Harder Harder r’:‘(?rnlz i;h’?; ?der
work harder or
less hard to
have satisfying
career?
Which of the
Loe"socwrilbngsbeoslir Midsize Midsize Midsize Midsize Entreprenurial Entreprenurial
ideal worky business/organizatior] business/organizatior] business/organizatior] business/organizatior| firm/startup firm/startup
environment?
What kind of Collaborating with a | Collaborating with a | Collaborating witha | Working C_ollaboratmg Working .
work Y : H " with a small collaboratively
. small group in an small group in an small group in an collaboratively but N N
environment office office office off-site (virtual team) groupinan but offsite
do you prefer? office (virtual team)
Opportunities for Making a difference Structures/stable | Opportunities
career growth, or having a p95|t|ve Opportunities for Opportunities for wor_k i for career
What are your Flexibile impact on society, career gratth career growth, environment/job growth,
top three hours/remote work Structures/stable Genero%s al Challenging and security, Challenging and
priorities when options, Non work Flexibile pay, stimulating work Challenging and | stimulating
seeking a fult monetary benefits environment/job environment, A stimulating work | work

hours/remote work

time job? like gym, discount security, Challenging options manager | can learn | environmentA environment,
programs, playroom, | and stimulating work p from manager | can Business travel
office parties.. environment learn from opportunities

Which single

characteristic

among the . . . . - ) ; . Mentoring

following do Mentoring ability Vision Mentoringability Intelligence Mentoring ability ability

you most value
ina
leader/boss?




. o 8.27.2018 8.27.2018 o, 8.28.2018 .na.
Date and Time 8.27.2018 7:23:00| 11:09:52 15:51:31 8.27.2018 15:53:23 10:19:35 8.28.2018 11:09:46
Selectyourage | g 53 1823 1823 1823 1823 24-38
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?

If you have had a
job, internship,
or volunteer
position, what do
you think you

Not applicable
(have not had a
job, internship or

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to
use writing,
reading, or math

Career ptions
(what type of
careers | might

Basic foundation
skills (such as
working with others

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to
use writing,
reading, or math in
a workplace),
Basic foundation
skills (such as

Career options (what]
type of careers |
might like), Applied
academic skills
(such as he to use
writing, reading, or
math in a
workplace), Basic
foundation skills
(such as working

learned from volunteer in a workplace), I - - . . .

Ny . . ike) or professionalism) working with with others or
your experience? | experience) Higher-level others or professionalism)
Check as many professional _skills professionalism), Higherlevel '
as apply. s:;ﬁg; eSrr? éz{ed Higher—l_evel _ professional _skills

creative think}ng professional _skllls (such as project
or leadership) ! (such as project management,
management, creative thinking, or
creative thinking, leadership)
or leadership)
Which of the

following best
describes where
you expect to be
in your career
five years out of
collage?

Persuing higher
education

Persuing higher
education

Working my way
up the corporate
ladder although
not yet among the
management ranks

Persuing higher
education

Starting my own
bushess/being an
entrepreneur

Working my way up
the corporate ladder
although not yet
among the
management ranks

Compared to
those in past
generations, do
you think you

will need to work
harder or less
hard to have
satisfying career?

Harder

Harder

Harder

Harder

Harder

Harder

Which of the
following best
describes your

Large,
international
corporate or

Large,
international
corporate or

Large,
international
corporate or

Midsize
business/organization|

Entreprenurial
firm/startup

Working for myself
asa

ideal work nonprofit nonprofit nonprofit consultant/freelance
environment? organization organization organization
wgrit kind of Collaborating with | Collaborating with [ Collaborating with | Collaborating with a | Collaborating with | Collaborating with a

environment do
you prefer?

a small group in
an office

a large teamin an
office

a small group in
an office

small group in an
office

a small group in an
office

large team in an
office

What are your
top three
priorities when
seeking a fult
time job?

Makinga
difference or
having a positive
impact on society,
Challenging and
stimulating work
environment,

Generous pay,
Making a
difference or
having a positive
impact on society,
Challenging and

Opportunities for
career growth,
Flexibile
hours/remote
work options, A
manager | can

Generous pay,
Flexibile
hours/remote work
options, Non
monetary benefits
like gym, discount

Opportunities for
career growth,
Making a
difference or
having a positive
impact on society,
Flexibile

Opportunities for
career growth,
Challenging and
stimulating work
environment, A
manager | can learn

Flexibile stimulating work rograms, playroom,
hours/remote environmgm learn from gfﬁcge partitgs“y hours/remote work | from
work options options

Which single

characteristic

among the

following do you
most value in a
leader/boss?

Vision

Intelligence

Mentoring ability

Compassion

Mentoring ability

Intelligence




Date and 8.28.2018 11:14:07|  8.28.2018 12:55:57|  8.28.2018 13:04:01|  8.28.2018 13:51:47] 8282018 g 58 2018 17:32:56
Time 15:09:34
Selectyour | 1553 1823 1823 1823 2438 1823
age category:
Is your
?;!333 o IT Yes Yes Yes Yes Yes Yes
industry?
Career options (what
type of careers |
might like), Applied
gfﬁi Toe;;’e Career options (what academic skills (such
internship’, or type Of. careers l. aslhow to use
volunteer Career options (what] mlggt “k.e)' @.ﬁp"eg‘: Career options (what ertllr:g, reading, or
position, type of careers | academic skills (s type of careers | . math in .

! . . . as how to use > . . Career options workplace), Basic
what do you might like), Basic Career options (what . di might like), Basic hat t f foundati Kills
think you foundation skills type of careers | Wrmﬁg' reading, or foundation skills (what type o h ounha lon i
learned from (such as working might like) math in a ’ (such as working careers I might (S.UC as working

. workplace), Basic . like) with others or
your with others or f (5’ N il with others or fessimali
experience? professionalism) oundation skills professionalism) pro essimalism),
Check as (sluch as working H|gher-|§ve| .
many as with others or professional skills

professionalism) (such as project
apply. management,
creative thinking, or
leadership)
Which of the
following best Working my
describes Working my way up | Working my way up | Working my way up | way up the Working my way up
where you Starting my own the corporate ladder | the corporate ladder | the corporate ladder | corporate ladder| the corporate ladder
expect to be business/being an although not yet although not yet although not yet although not yet | although not yet
in your entrepreneur among the among the among the among the among the
career five management ranks management ranks management ranks management management ranks
years out of ranks
collage?
Compared to
those in past
generations,
do you think
you will need Neither harder nor Neither harder
to work Harder Harder less hard Harder nor less hard Harder
harder or less
hard to have
satisfying
career?
Which of the
following best .
describes ‘:;";k'"g for myself | \jigsize Midsize Midsize Other Midsize
your ideal business/organizatior] business/organizatior] business/organizatior] business/organizatio
work consultant/freelancer|
environment?
What kind of
work Working fairly Working Collaborating with a | Collaborating witha | Working fairly Collaborating with a
environment autonomously in an | collaboratively but small group in an small group in an autonomously small group in an
do you office off-site (virtual team) | office office in an office office
prefer?
Opportunities Opportunities for
What are Opportunities for Generous/paybl Gﬁ”;f"’“? pay, d Generous @y, for career career growth,
your top career growth, Structures/stable Challenging an Challenging and growth, Structures/stable
th_ree_ . Generous pay, wor_k t/iob stlm_ulatlng \{vork stimulating work Generous pay, work
\F/)\/rrllc:arr;"g:eking Flexibile Egzgﬁgmgg in%“e ﬁf;ﬁgﬁ?en ! environment, A Structures/stable| environment/job
a full-time hou_rs/remote work hours/rémcte work hours/remote work manager | can learn wor_k ) security, Féxibile
¢ options ’ ; from environment/job | hours/remote work
job? options options . ]
security options
Which single
characteristic
among the
following do Intelligence Mentoring ability Mentoring ability Mentoring ability Intelligence Mentoring ability
you most
value in a

leader/boss?




. A 8.29.2018 8.29.2018 e AN 8.29.2018
Date and Time 8.28.2018 19:06:48 0:30'56 12:13:22 8.29.2018 12:55:23 8.29.2018 13:00:56 21:49:04
Selectyourage | ;g 53 24.38 1823 2438 1823 24-38
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?

If you have had
a job,
internship, or

Career options (what

Career options
(what type of
careers | might
like), Applied
academic skills

Career options (what
type of careers |
might like), Applied
academic skills (such

Career options
(what type of
careers | might
like), Applied
academic skills

volunteer type of careers | Not applicable Not applicalte (have
position, what might like), Basic (have not had a ﬁssléd\:waitsinhow to \e/lvsritri]r?w :g:;ii or not had a job, tssléccvﬁsnhow to
do you think foundation skills job, internship or readin ogrymath math?l’w a 9. internship or readin ogr’math
you learned (such as working volunteer ina wgr'k lace) workplace), Basic volunteer ina wgr’k lace)
from your with others or experience) Basic fouﬁdatio’n founé)ation ’skills experience) Basic fou?\datiovn
experience? professionam) ; . ,
skills (such as (such as working skills (such as
Check as many 5 iy Py . .
as apol working with with others or working with
PPl others or professionalism) others or
professionalism) professionalism)
Which of the

following best
describes where
you expect to be

Working my way up
the corporate ladder
although not yet

Working my way
up the corporate
ladder although
notyet among

Starting my own
business/being an

Working my way up
the corporate ladder
although not yet

Working my way up
the corporate ladder
although not yet

Working my way
up the corporate
ladder although
not yet among the

in your career among the the management entrepreneur among the among the management
five years out of management ranks 9 management ranks management ranks 9
ranks ranks
collage?
Compared to
those in past
generations, do
you think you . . .
will need to Harder Neither harder Harder Neither harder nor Neither harder nor Harder
nor less hard less hard less hard
work harder or
less hard to have
satisfying
career?
Which of the Large,
Loe";)cwrillr)]gsbeoslir Midsize ?(;t:rgfl:t%n;l Entreprenurial Midsize Midsize Entreprenurial
: Y business/organization poral firm/startup business/organizatior| business/organizatior| firm/startup
ideal work nonprofit
environment? organization
w;it kind of Collaborating with a \?Vgga;g:‘g“g Working fairly Working Collaborating with a | Working fairly
environment do small group in an roup in an autonomously in collaboratively but small group in an autonomously in
office group anoffice off-site (virtual team) | office an office
you prefer? office

Challenging and Opportunities for
Opportunities for stimulating work | Generous pay, career growth, . Opportunities for
:I(\)lh?;;r: your career growth, environment, Challenging and Structures/stable ?;Zg?u?gﬁ? for career growth,
ri%rities when Generougay, Flexibile stimulating work work Generogus a ! A Generous pay,
geekin afull Flexibile hours/remote environment, environment/job manager | ?:a% learn Flexibile
beexing hours/remote work work options, An | Business travel security, Flexibile 9 hours/remote
time job? . h . - from .
options impressive job opportunities hours/remote work work options
title options
Which single
characteristic
among the Vision Intelligence Mentoring ability Compassion Mentoring ability Passion

following do you
most value in a
leader/boss?




. 8.30.2018 oa. Eo. an. 9.13.2018 9.21.2018
Date and Time 18:40-31 8.31.2018 15:28:58 8.31.2018 17:52:38| 9.2.2018 19:30:19 16:54:53 23:48:09
Selectyourage | 1,3 2438 1823 24-38 2438 1823
category:
Is your college
related to IT Yes Yes Yes Yes Yes Yes
industry?

If you have had
a job,
internship, or
volunteer
position, what
do you think you
learned from

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to
use writing,
reading, or math
in a workplace),

Career options (what
type of careers |
might like), Applied
academic skills (such
as how to use
writing, reading, or
math in a
workplace), Basic
foundation skills
(such as working
with others or

Career options (what
type of careers |
might like), Basic
foundation skills
(such as working

Career options (what]
type of careers |
might like), Applied
academic skills
(such as how to use
writing, reading, or
math in a
workplace), Basic

Career options
(what type of
careers | might
like)

Career options
(what type of
careers | might
like), Applied
academic skills
(such as how to
use writing,
reading, or math
in a workplace),

Zgg{eriencv quic foundation pr‘ofessionalism), ‘;,)Vrlznr;e(;tsr;s:\?aﬁsrm) foundation ski!ls Bgsic foundation
Check as rﬁany sklIIs_(such as H|gher—|_eve| ) (s_uch as working sk|lls_(sucr_1 as
as apply working with professional _skllls with oth_ers or working with
! others or (such as project professionalism) others or
professionalism) management, professionalism)
creative thinking, or
leadership)
Which of the

following best
describes where
you expect to be

Working my way
up the corporate
ladder although

Starting my own
business/being an

Persuing higher

Starting my own
business/being an

Starting my own
business/being an

Starting my own
business/being an

in your career not yet among the entrepreneur education entrepreneur entrepreneur entrepreneur
N management
five years out of
ranks
collage?
Compared to
those in past
generations, do
you think you . .
will need to Neitherharder nor Harder Harder Neither harder nor Harder Harder
less hard less hard
work harder or
less hard to have
satisfying
career?
Which of the Large,
Loe";)cwrillr)]gsbeoslir ?é(rargil;c;njrl Midsize Midsize Z\;O;kmg for mysef Entreprenurial Entreprenurial
N Y porat business/organizatior] business/organization firm/startup firm/startup
ideal work nonprofit consultant/freelancer
environment? organization
What kind of Working fairly Collaborating with a | Collaborating with a Working . Working . Collaborating
work . 2 7 collaboratively but collaboratively N
. autonomously in small group in an small group in an . N b with a small
environment do an office office office off-site (virtual but off-site roup in an office
you prefer? team) (virtual team) group
Structures/stable
wor_k . Opponunmeifor Generous pay, Opponunmesh for Oppotunities for Generous pay,
What are your enwro_nment/]ob career gr.OWt ! Structures/stable career 9“’”?" ! career growth, A | Flexibile
security, Challenging and Making a difference !
top three . . . work b o manager | can hours/remote
priorities when Challelznglng antki stimulating work environment/job or having a positive learn from, work options,
seeking afull - stlm_u ating wor e”"'TO_“me”tv security, Challenging impact on society, Working for a Working for a
time job? environment, Flexibile and stimulating work | CNallenging and high-profile high-profile
Jobr Flexibile hours/remote work environment 9 stimulating work cogm pan ct?m pan
hours/remote options environment pany pany
work options
Which single
characteristic
among the

following do you
most value in a
leader/boss?

Mentoring ability

Intelligence

Compassion

Compassion

Mentoring ability

Mentoring ability




IT workforce survey questions are givieelow.



Survey results for IT workforce are given below:

Date and Time 8.21.2018 23:47:35| 8.22.201811:51:26 fzzigzgég 8.22.2018 12:21:56| 8.22.2018 12:31:38| 8.22.2018 12:38:32]
Select your age category: 24-38 24-38 24-38 3953 24-38 2438
Do you work in IT industry Yes Yes Yes Yes Yes Yes
Do you have fun at work? Yes Yes Yes Yes Yes Yes
On a scale of 1 to 10, how 5 9 9 7 8 9
happy are you at work?
If you were given the
chance, would you reapply Yes Yes Yes Yes Yes Yes
to your current job ?
Woulq you refer someone to Yes Yes Yes Yes Yes Yes
work in your company?
What three Word_swould innovative, ) Fun, friendly, pleasant, optimization,
you use to describe your demanding, Fast, open, progressive involved, easvgoin cople. education | awesome
FRPSDQ\IV FXOWX friendly empathic Yygoing people,
How frequently do you
receive feedback from your Yearly Weekly Monthly Daily Quarterly Daily
manager?
Do you have a clear
understanding of your Yes Yes Yes No No Yes
career or promotion path?
Do you believe you'll be able
to reach your full potential Yes Yes Yes No Yes Yes
in your company?
Do you foresee yourself
working in your company Yes Yes Yes Yes Yes Yes
one year from now?
How likely would you leave
this organization if another . _ Definitely _ . "
company offered you a 5% Not likely Definitely not ot Definitely not Not likely Not likely
raise?

Long term

vision of

life in
Hypothetically, if you were Croatia .
to quit tomorrow, what motivates professional maybe if we get

. challenge, personal .
would your reason be me to think new horrible boss
N . growth

(besides money)? of leaving

regardless

of the job

quality.
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 2 2 3 1 5 1
least. [Working environment
and atmosphere]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 5 5 1 5 3 2
least. [Challenging projects]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 1 1 5 3 4 3
least. [Flexibile working
hours]
Rank things that are most
important to you in a job?1
is the most importat, 5 isthe
least. [Opportunity to grow 4 4 4 4 2 4
and progress within the
company]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 3 3 2 2 1 5
least. [Able to learn new
things and develop skill set]
On a scale of 1 to 10how
would you rate your work- 6 7 9 7 8 9
life balance?

This is

really
What do you wish to get tbhrglad term To live long and family

f hen K

accomplished in life? requires prosper-)

elaborate

answer.




Date and Time

8.22.2018 12:40:12

8.22.2018 13:01:39

8.22.2018

8.22.2018 15:00:34

8.22.2018 15:15:35

8.22.2018 20:56:02

13:14:42

Select your age category: 24-38 24-38 24-38 3953 24-38 3953
Do you work in IT industry Yes Yes Yes Yes Yes Yes
Do you have fun at work? Yes No Yes Yes Yes Yes
On a scale of 1 to 10, how 9 6 7 8 8 9
happy are you at work?
If you were given the
chance, would you reapply Yes Yes Yes Yes Yes Yes
to your current job ?
Woulq you refer someone to Yes No Yes Yes Yes Yes
work in your company?
What three words would enterprise : . .
you use to describe your friendly relaxed Learning, nothing else large )S/gtjiggsdynamm ﬁ?;g;fiﬁ'ble f’?ig::j(fa d, creative,
FRPSDQ\IV FXOW projects 9 Y
How frequently do you
receive feedback from your Monthly Yearly Daily Weekly Monthly Weekly
manager?
Do you have a clear
understanding of your No No No No Yes Yes
career or promotion path?
Do you believe you'll be able
to reach your full potential No No No Yes Yes Yes
in your company?
Do you foresegyourself
working in your company Yes No Yes Yes Yes Yes
one year from now?
How likely would you leave
this organization if another . . " - - -
company offered you a 5% Not likely Not likely Not likely Definitely not Definitely not Definitely not
raise?

Current company has

people in charge who are

completely out of touch

with modern technology

and they don't understd

anything new, they take A
Hypothetically, if you were Different LOT of time to come to

" . some decision, they spend -
to quit tomorrow, what technology that i Mmoney on projects no one lack of Establishing my
would your reason be would like to work h yh ph ) h understanding business
(besides money)? with Ot. er_t en t em has any
: faith in, they dismiss

anything new because the)

have this company for 30

years so that must mean

they are doing great, sales|

department is incompetent,|

etc...
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 1 1 5 4 1 2
least. [Working environment
and atmosphere]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 4 2 3 L 4 4
least. [Challenging projects]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 2 5 4 5 3 1
least. [Flexibile working
hours]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow 3 3 1 2 5 5
and progress within the
company]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 5 4 2 3 2 3
least. [Able to learn new
things and develop skill set]
On a scale of 1 to 10, how
would you rate your work- 10 7 7 7 5 3
life balance?

Long life in health
and happiness.

What do you wish to get To live long and Serenity | want to travelnd

accomplished in life?

prosper

ride a bike in
various areas.
Take a lot of KOM
to Strava.




Date and Time 8.22.2018 20:58:09| 8.22.2018 21:07:57| 8.22.2018 21:11:25| 8.22.2018 21:32:56| 8.23.2018 1:02:09 | 8.23.2018 8:30:13
Select your age category: 24-38 24-38 24-38 3953 3953 24-38

Do you work in IT industry Yes Yes Yes Yes Yes Yes

Do you have fun at work? Yes Yes Yes Yes Yes Yes

On a scale of 1 to 10, how 6 8 10 9 7 8

happy are you at work?

If you were given the

chance, would you reapply Yes Yes Yes Yes No Yes

to your current job ?

Woulq you refer someone to Yes Yes Yes Yes Yes Yes

work in your company?

What three Word_s would Young dynamic Toleratnost, innovative, Dynamic, sharing, Chaos, growth, Positive,
you use to describe your multinational quernost, ambitious, talented | horizontal great people encourage, goal
FRPSDQ\TV FXOW agilnost ’ oriented
How frequently do you

receive feedback from your Daily Semiyearly Yearly Weekly Quarterly Semiyearly
manager?

Do you have a clear

understanding of your Yes Yes No No No Yes
careeror promotion path?

Do you believe you'll be able

to reach your full potential Yes Yes No Yes No No

in your company?

Do you foresee yourself

working in your company Yes Yes No Yes Yes Yes

one year from now?

How likely would you leave

this organization if another Not likely Not likely Definitely not Definitely not Definitely not Not likely

company offered you a 5%
raise?

Hypothetically, if you were
to quit tomorrow, what
would your reason be
(besides money)?

Ability to work
from everywhere
and not be tied to
work from office

Dosada na projektu

Underpaid or
unappreciated

Own company
startup

More exciting job

Lack of interesting
projects and lack of]
ambition of
company

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Working environment
and atmosphere]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Challenging projects]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Flexibile working
hours]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow
and progress within the
company]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Able to learn new
things and develop skill set]

On a scale of 1 to 10, how
would you rate your work-
life balance?

10

10

What do you wish to get
accomplished in life?

Be a digital nomad

Da uvijek imam
EDODQV L]P
SULYDWQRJ
karijere

Have an own
company

Happy and healthy
family relations




Date and Time

8.23.2018 8:34:13

8.23.2018 8:39:13

8.23.2018 8:40:36

8.23.2018 8:44:05

8.23.2018 8:48:54

8.23.2018 8:55:02

Select your age category:

24-38

24-38

24-38

24-38

24-38

24-38

Do you work in IT industry

Yes

Yes

Do you have fun at work?

Yes

No

On a scale of 1 to 10, how
happy are you at work?

10

If you were given the
chance, would you reapply
to your current job ?

Yes

Yes

No

Would you refer someone to
work in your company?

Yes

Yes

Yes

No

What three words would
you use to describe your
FRPSDQ\TV FXOW

Relax, friendly,
experts

Agile, innovative,
modern

Open minded,
trustworthy,
transparent

Friendly, positive,
unstructured

Organized,
Challenging,
Flexible

Profit oriented
company

How frequently do you
receive feedback from your
manager?

Daily

Semiyearly

Semiyearly

Yearly

Weekly

Daily

Do you have a clear
understanding of your
career or promotion path?

Do you believe you'll be able
to reach your full potential
in your company?

Yes

No

Yes

No

Yes

No

Do you foresee yourself
working in your company
one year from now?

Yes

Yes

Yes

How likely would you leave
this organization if another
company offered you a 5%
raise?

Not likely

Not likely

Not likely

Not likely

Not likely

Very likely

Hypothetically, if you were
to quit tomorrow, what
would your reason be
(besides money)?

For now, there is
no such reason.

Relocating to
another country to
find a better life

Better benefits
(car,...)

Career path or
better vision of
company

Better
opportunities for
progress

Better project

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Working environment
and atmosphere]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Challenging projects]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Flexibile working
hours]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow
and progress within the
company]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Able to learn new
things and develop skill set]

On a scale of 1 to 10, how
would you rate your work-
life balance?

10

What do you wish to get
accomplished in life?

Become expert in
job, but at the same|
time keep good
human qualities.

Stress free life,
relaxed style of
living.

To have even
better worklife
balance.

Have job that
makes me happy
and challenged!

A successful career|
and private life

Balanced private
life and work,
decent salary,
interesting projects




Date and Time

8.23.2018 9:02:14

8.23.2018 9:03:22

8.23.2018:11:26

8.23.2018 9:13:33

8.23.2018 9:15:39

8.23.2018 9:19:26

Select your age category: 24-38 24-38 24-38 24-38 24-38 24-38

Do you work in IT industry Yes Yes Yes Yes Yes Yes

Do you have fun at work? Yes Yes Yes Yes Yes Yes

On a scale of 1 to 10, how 7 7 7 9 8 8

happy are you at work?

If you were given the

chance, would you reapply Yes Yes Yes Yes Yes Yes

to your current job ?

Woulq you refer someone to Yes Yes Yes Yes Yes Yes
work in your company?

What three Word;would normal, without customer oriented, | young, agile, trust, freedom, freg coffee, good motivating,
you use to describe your brainwashin agile carin respect projects and best friendly, flexible
FRPSDQ\IV FXOW 9 9 9 P people Y,
How frequently do you

receivefeedback from your Semiyearly Semiyearly Quarterly Monthly Semiyearly Daily
manager?

Do you have a clear

understanding of your Yes No Yes Yes Yes Yes
career or promotion path?

Do you believe you'll be able

to reach your full potential No Yes Yes Yes Yes Yes

in your company?

Do you foresee yourself

working in your company Yes Yes Yes Yes Yes Yes

one year from now?

How likely would you leave

this organization if another Definitely not Not likely Definitely not Definitely not Not likely Not likely

company offered you a 5%
raise?

Hypothetically, if you were
to quit tomorrow, what
would your reason be
(besides money)?

more flexible or
less owrking hours,
more flexible home
office, 30% netto
raise, LESS
working hours per
day (like 67)

working time (too
much overwork
hours)

open something on
my own, but
hypothetically

working in some
other country or
completely
changing the
lifestyle switching
to art or agriculture

Travel the world

Moving to another
place

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Working environment
and atmosphere]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Challenging projects]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Flexibile working
hours]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow
and progresswithin the
company]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Able to learn new
things and develop skill set]

On a scale of 1 to 10, how
would you rate your work-
life balance?

10

What do you wish to get
accomplished in life?

11/10 in work life
balance, get a
house, have a kids,
but without all that
stress that follows
modern day family.

have balance
between work and
private life

start a family, have
enough time and
money to learn
new things and
travel the world, be
successful in all
segments of life

strong sense of
purpose

Be happy every
day

I would love to
become an expert
in my area. It was
always my dream
and | will do all |
can to reach my
dream.




Date andTime 8.23.2018 9:38:49 | 8.23.2018 9:41:45 | 8.23.2018 9:43:28 | 8.23.2018 9:43:54 | 8.23.2018 10:08:00( 8.23.2018 10:12:44,
Select your age category: 24-38 24-38 24-38 24-38 3953 3953
Do you work in IT industry Yes Yes Yes Yes Yes Yes
Do you have fun at work? No Yes Yes Yes Yes No
On a scale of 1 to 10, how 5 9 9 6 3 8
happy are you at work?
If you were given the
chance, would you reapply No Yes Yes Yes No Yes
to your current job ?
Woulq you refer someone to No Yes Yes Yes Yes Yes
work in your company?
good working
What three Word_s would Ambitious, slow, atmosphelrg social | tolerant, ) Almost not Fa§t growing and excellence,
you use to describe your static responsibility, understanding, no corporate trying to create Kknowledae. care
FRPSDQ\TV FXOW opportunity for self | pressure p culture g€,
improvement

How frequently do you
receive feedback from your Semiyearly Semiyearly Never Yearly Yearly Quarterly
manager?
Do you have a clear
understanding of your No Yes No No No Yes
career or promotion path?
Do you believe you'll be able
to reach your full potential No Yes No No No Yes
in your company?
Do you foresee yourself
working in your company No Yes Yes Yes Yes Yes
one year from now?
How likely would you leave
this organization if another . . " - . .
company offered you a 5% Very likely Not likely Not likely Definitely not Not likely Not likely
raise?
Hypothetically, if you were money, but besides| Not able to work
to quit tomorrow, what Challenge that it would be not [ Sick of corporate up to my Goto aless
would your reason be 9 making progress in| jobs potentials, demanding job.
(besides money)? my career mobbing
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 1 1 2 1 4 2
least. [Working environment
and atmosphere]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 4 5 1 5 2 4
least. [Challenging projects]
Rank things that are most
important to you in a job?1
is themost importat, 5 isthe | 2 4 5 2 5 1
least. [Flexibile working
hours]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow 5 2 4 4 L 5
and progress within the
company]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 3 3 3 3 3 3
least. [Able to learn new
things and develop skill set]
On a scale of 1 to 10, how
would you rate your work- 5 9 7 8 7 6
life balance?

job related: learn

skills- educate

while working non

stop, always
What do you wish to get satisfaction having space to As much freedom | Calmness Security ad peace.

accomplished in life?

improve and take
the next step in a
career.
personally: to be
happy

can




Date and Time

8.23.2018 10:16:08

8.23.2018 12:53:35

8.23.2018 13:03:13

8.23.2018 13:24:01

8.23.2018 13:52:16

8.23.2018 16:01:52

Select your age category:

24-38

24-38

24-38

24-38

3953

39-53

Do you work in IT industry

Do you have fun at work?

On a scale of 1 to 10, how
happy are you at work?

If you were given the
chance, would you reapply
to your current job ?

Yes

Would you refer someone to
work in your company?

Yes

Yes

Yes

Yes

Yes

Yes

What three words would
you use to describe your
FRPSDQ\TV FXOWX

Learning
opportunities, goal
oriented, teamwork

Dynamic, Friendly,
Transparency

Challenging,
Friendly,
Comfortable

Progressive,
Agressive, Loyal

friendly, opening,
optimistic

Informal,
Innovative,
Creative

How frequently do you
receive feedback from your
manager?

Weekly

Semiyearly

Semiyearly

Weekly

Semiyearly

Weekly

Do you have a clear
understanding of your
career or promotion path?

Yes

Yes

Do you believe you'll be able
to reach your full potential
in your company?

Yes

No

Yes

Yes

No

Yes

Do you foresee yourself
working in your company
one year from now?

No

Yes

No

How likely would you leave
this organization if another
company offered you a 5%
raise?

Not likely

Definitely not

Not likely

Definitely not

Very likely

Not likely

Hypothetically, if you were
to quit tomorrow, what
would your reason be
(besides money)?

Motivation would
be to learn
something new and
upgrade my
knowledge

new (interesting)
project

Misunderstanding

undefined power of
attorney

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Working environment
and atmosphere]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Challenging projects]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Flexibile working
hours]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow
and progress within the
company]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Able to learn new
things and develop skill set]

On a scale of 1 to 10, how
would you rate your work-
life balance?

What do you wish to get
accomplished in life?

Ideal worklife
balance, happiness:
at work and at
home.

a top expert for
data warehouse
and good project
manager

Everything

become a director
of the company

To always be
satisfied with my
professional and
personal life.




Date and Time 8.23.201816:13:50 | 8.23.2018 17:09:26| 8.23.2018 22:07:27| 8.24.2018 13:09:00( 8.24.2018 14:40:17| 8.27.2018 13:32:08,
Select your age category: 24-38 24-38 39-53 24-38 3953 24-38
Do you work in IT industry Yes Yes Yes Yes Yes Yes
Do you have fun at work? No Yes Yes Yes Yes Yes
On a scale of 1 to 10, how 2 5 8 8 9 10
happy are you at work?
If you were given the
chance, would you reapply No Yes Yes Yes Yes Yes
to your current job ?
Woulq you refer someone to Yes Yes Yes Yes Yes Yes
work in your company?
What three words would dull boring time teambased, casual, interesting, frlendly,_ ) )
you use to describe your wastin carin challenging, great relaxed fun supportive, open to| best in business
FRPSDQ\fV FXOWX 9 9 responsible new ideas
How frequently do you
receive feedback from your Weekly Yearly Semiyearly Monthly Monthly Semiyearly
manager?
Do you have a clear
understanding of your No No Yes Yes Yes Yes
career or promotion path?
Do you believe you'll be able
to reach your full potential No No Yes Yes Yes Yes
in your company?
Do you foresee yourself
working in your company No Yes Yes Yes Yes Yes
one year from now?
How likely would you leave
this organization if another . . - . - .
company offered you a 5% Definitely Not likely Definitely not Not likely Definitely not Not likely
raise?
Hypothetically, if you were 50”‘6“1"79 .
to quit tomorrow, what More interesting not enough c?sti??r:ngé\zew Stagnation No reason
would your reason be job and projects challenge proje 9
(besides money)? environment
) (maybe abroad)
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 5 1 5 3 5 1
least. [Working environment
and atmosphere]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 3 2 3 4 4 4
least. [Challenging projects]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 4 5 1 5 2 5
least. [Flexibile working
hours]
Rank things that are most
important to you in a job?1
is the most importat, 5 isthe
least. [Opportunity to grow 2 4 2 L 3 3
and progress within the
company]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 1 3 4 2 1 2
least. [Able to learn new
things and develop skill set]
On a scale of 1 to 1thow
would you rate your work- 6 5 7 7 9 8
life balance?
Happiness,
To be the person satisfaction with
What do you wish to get that can help the life (both Work life balance
Y 9 Be happy others- with Everything

accomplished in life?

knowledge gained
through experience

professionally and
privately) and
having no regrets.

and happyness




N 8.28.2018 8.29.2018 Eq. o g 2. .09+
Date and Time 16:49'56 23:37:41 9.1.2018 16:58:08 | 9.3.2018 15:24:23 | 9.4.2018 8:38:33 9.4.2018 9:02:01
Select your age category: 3953 3953 3953 2438 2438 24-38
Do you work in IT industry Yes Yes Yes Yes Yes Yes
Do you have fun at work? Yes Yes Yes Yes Yes Yes
On a scale of 1 to 10, how 9 6 5 9 8 7
happy are you at work?
If you were given the
chance, would you reapply Yes Yes No Yes Yes Yes
to your current job?
Woulq you refer someone to Yes Yes Yes Yes Yes Yes
work in your company?
What three words would Responsibility, old, insufficiently Empowering,

you use to describe your
FRPSDQ\TV FXOW)

Excellence,
Innovative

work, work, work

competent

agile, motivating

driven by result

Relaxed,Happy, Work

How frequently do you
receive feedback from your
manager?

Weekly

Quarterly

Quarterly

Yearly

Daily

Daily

Do you have a clear
understanding of your
career or promotion path?

Yes

No

No

No

Yes

Yes

Do you believe you'll be
able to reach your full
potential in your company?

Yes

Do you foresee yourself
working in your company
one year from now?

Yes

Yes

No

Yes

Yes

How likely would you leave
this organization if another
company offered you a 5%
raise?

Definitely not

Not likely

Not likely

Definitely not

Definitely not

Not likely

Hypothetically, if you were
to quit tomorrow, what
would your reason be
(besides money)?

Disagreement with
Board on how they
run and manage
company

because we do not
develop new
exciting products,
still too
conservative

lack of resource to
finish project

Lack of motivation
and challenges

Challenge

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Working
environment and
atmosphere]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Challenging projects]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Flexibile working
hours]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow
and progress within the
company]

Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Able to learn new
things and develop skill set]

On a scale of 1 to 10, how
would you rate your work-
life balance?

What do you wish to get
accomplished in life?

To see my
daughters grow
and be successful
and strong young
ladies

health and
happiness

reach retirement to
have fun with
metal working

Work-life balance
with decent salary

I would like to
work in sports
industry some day.




Date and Time 9.4.2018 10:43:55 | 9.4.2018 13:16:41 | 9.4.2018 16:35:52 | 9.7.2018 22:04:34 | 9.10.2018 23:34:32
Select your age category: 24-38 24-38 24-38 3953 24-38
Do you work in IT industry Yes Yes Yes Yes Yes
Do you have fun atwork? Yes Yes Yes No Yes
On a scale of 1 to 10, how 8 7 9 4 8
happy are you at work?
If you were given the
chance, would you reapply Yes Yes Yes No Yes
to your current job ?
Woulq you refer someone to Yes Yes Yes Yes Yes
work in your company?
%ﬁ%;g?:ﬂggﬁ)g%ﬁ Friendly, open, direct, open, Hardworking, improvisation agile, innovative
FRPSDQ\TV FXOWX stimulating collegial Flexible, Dedicated| result teamwork
How frequently do you
receive feedback from your Yearly Yearly Yearly Monthly Yearly
manager?
Do you have a clear
understanding of your No No Yes No No
career or promotion path?
Do you believe you'll be able
to reach your full potential No Yes Yes No No
in your company?
Do you foresee yourself
working in your company Yes Yes Yes Yes Yes
one year from now?
How likely would you leave
this organization if another . - - . .
company offered you a 5% Not likely Definitely not Definitely not Not likely Not likely
raise?
) . free time to focus
:c‘)ypgitthgr[rﬁilrlg/o’v:lf {/(v)#a‘?/ere Bad relationships on other things of Disrupted
a ’ pS, interest, family, interpersonal new challenge
would your reason be stress y v y
N better society relationships
(besides money)?
somewhere else
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 5 5 4 2 2
least. [Working environment
and atmosphere]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 2 2 8 4 !
least. [Challenging projects]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the 1 1 5 5 5
least. [Flexibile working
hours]
Rank things that are most
important to you in a job?1
is the most importat, 5 is the
least. [Opportunity to grow 4 4 1 1 4
and progress within the
company]
Rank things that are most
important to you in a job?1
is the most importat, 5isthe | 3 3 2 3 3
least. [Able to learn new
things and develop skill set]
On a scale of 1 to 10, how
would you rate your work- 6 8 8 5 7
life balance?
That's a good
. question. Be sure
What do you wish to get Early retirement :) | to tell you once | Recognition

accomplished in life?

have the answer
that could fit here.




