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Abstract:  
 

Purpose: The main objective of the research, identified with the main research problem, was 

to identify, analyse and diagnose the values held by Generation X, Y, Z employees and their 

relationship with work motivation. 

Design/Methodology/Approach: In order to solve the research problem and verify the 

hypotheses posed, a quantitative empirical study was conducted on a research sample of 

2312 individuals from Generations X, Y and Z. A proprietary survey questionnaire and PAPI 

and CAWI research techniques were used. Relationships between variables were 

investigated using Pearson's linear correlation coefficient and also based on the coefficient 

of the multiple regression model. A value of 0.05 was used as the level of significance. 

Findings: The level of work motivation of the employees surveyed by the existing 

motivational system in their organisations was determined. It is not high and depends on the 

values held by the employees. Generation X and Generation Z are the most motivated, 

Generation Y the least. The highest importance for respondents is family, although the 

importance of this value decreases with lower age, as is the case with work and discipline. 

The lowest importance is ascribed to these values by Generation Z. On the other hand, the 

more often the respondents come from the younger generation, the greater the importance 

for them of income/assets, as well as health and intensity of life. Generation Z also attributes 

the highest importance to these values. The more important family is to respondents, the 

more important honesty, health and work are to them. It also turned out that the higher the 
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motivation to work, the more important values such as: discipline and authority are for the 

respondents. 

Practical implication: The practical business implications mainly concern the possibility for 

managers to use the results of the research in the process of managing the organisation's 

human resources and their age diversity. 

Originality/value: It turned out that there are differences between the values held by 

employees from Generations X, Y, Z. The younger the generation, the less importance they 

give to the values studied. It therefore seems legitimate to conclude that there are deficits in 

the level of professed values. Significant relationships were also identified between 

employees' professed values and their work motivation. 
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1. Introduction 

 

The generational, societal and technological changes taking place require the 

creation of business and management strategies that will perform well under 

conditions of high uncertainty and volatility (Czapla, 2022). Employers need to 

modify incentive systems under these conditions to increase engagement and 

productivity (Bailey and Kurland, 2020). As organisations move towards hybrid 

working models, maintaining high levels of employee motivation will require a 

focus on clear communication, professional development and a supportive work 

culture (McKinsey and Company, 2021).  

 

From this point of view, the work approach, or “the activities and behaviours in an 

organisation to which individuals and groups ascribe high levels of material, social, 

psychological and ethical value” (Michalczyk, 1988, p. 297), becomes crucial. Every 

person is integrally connected to values. He or she has the choice of accepting those 

that he or she accepts and wishes to realise, or rejecting those that do not fit into his 

or her hierarchy. Pointing out the importance of values in people's lives, Denek 

(1999) referred to them as compasses that guide behaviour.  

 

Popovska et al. (2015) stated that values at work justify the behaviour and opinions 

of individuals and generational groups. They condition human conduct, are an 

important factor in human activity, and dynamise, direct and explain the actions of 

individuals and groups. The presence of five generations in the labour market creates 

a unique dynamic, given their different views on values in the workplace. 

 

To promote employee motivation, clear communication and intergenerational 

synergy, managers need to understand each generation group (Gursoy et al., 2013). 

Jiri (2016) argues that this is one of the biggest challenges for managers in the 21st 
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century workplace. Eastland and Clark (2015) confirmed the inevitable conflict and 

distress that takes place at work when employees do not appreciate and respect 

generational differences. Value disagreements between different generations of 

employees occur in the workplace (Hillman, 2014) and this can lead to reduced 

motivation (Kukreja, 2017). 

 

Employees exhibit unique work values that correspond to their generation, which 

create opportunities for managers in the organisation, but are also challenging (Chen 

and Lian, 2015; Locmele-Lunova and Cirjevskis, 2017; Lyons and Kuron, 2014). To 

increase retention and motivate top talent, managers should create an atmosphere 

that matches the work values of all employees (Froese, 2013). Human resource 

professionals (HRPs) and managers need to understand the work values of each 

generation and the similarities and differences between them in order to effectively 

lead the organisation (Mencl and Lester, 2014). 

 

Some authors believe that the focus should not be solely on generational differences 

and recognise stereotypes about generational differences in the workplace. In their 

view, similarities in work values between employees of Generations X, Y and Z 

should be sought, allowing effective motivational systems to be built (Dick, 2019). 

However, as research indicates, motivational elements differ for each generation 

(Hernaus, Poloski, and Vokic, 2014). However, these topics are still poorly 

recognised (Mahmoud el al., 2021). It is not made easier by the fact that these values 

change over time, although it should be emphasised that these changes are not rapid 

(Rokeacha, 1973). 

 

Value system research provides extensive knowledge about possible attitudes, 

behaviours, motives both in personal life and at work. It is therefore crucial to adapt 

motivational systems to the changing needs and values of employees (Aguinis and 

Burgi-Tian, 2021). Satisfying these provides an opportunity to increase employee 

motivation, which should result in increased productivity and, ultimately, increased 

competitiveness of companies. The rationale behind the research undertaken is the 

growing importance of a personalised approach to employees in management, taking 

into account the values they hold and motivating them accordingly (Juchnowicz, 

2014). 

 

In addition, as research findings indicate, generational affiliation has a significant 

impact on attitudes to work, the way people are motivated, as well as the formation 

of their own professional and life goals and the ways in which they pursue them 

(Rogozińska-Pawełczyk, 2014). Ignoring these differences, can lead to an increase 

in intergenerational conflicts, a decrease in work motivation, productivity, 

innovation and an increase in employee turnover (Jenkinn 2008). 

 

A review of the literature indicates that the issue of values professed by Generation 

X, Y and Z is still insufficiently recognised. The identified research gap became the 

rationale for undertaking a study whose aim, identified with the main research 
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problem, was to identify, analyse and diagnose the values professed by Generation 

X, Y, Z employees and their relationship with work motivation.  

 

In particular, the research carried out was aimed at finding answers to the research 

problems posed, which took the form of the following questions: 

 

P1. Are there differences between Generations X, Y, Z in terms of professed values? 

P2. Are employees from different generations motivated to work by the existing 

motivational system in their organisations? 

P3. Is there a statistically significant positive relationship between employees' 

professed values and their motivation to work? 

 

2. The Theoretical Framework Adopted in the Study  

 

The theoretical framework for this study is Abraham Maslow's (1954) hierarchy of 

needs theory. In 1991, Howe and Strauss developed Mannheim's generational theory 

by viewing generations in a cyclical way (Howe and Strauss, 1991); however, these 

theories do not include the value of work and motivation. Research confirms that an 

individual's need acts as a motivator (Babic, Kordic and Babic, 2014; Zargar el al., 

2014, Vandenberghe et al., 2014; Zameer et al., 2014; Ali, Nisar and Amir, 2014). 

 

Values are not clearly defined in the literature. According to Rokeach (1973), values 

are a system in which the individual elements are ordered according to their degree 

of importance, whereby the hierarchy of values can be considered at the micro 

(individual), meso (organisation, enterprise) and macro (society) levels. Values are 

the basis for certain attitudes and, as a result, for decision-making, goal-setting and 

functioning in the work environment. They are sometimes identified with attitudes, 

motives, preferences, behaviour, action, etc. (Gajda, 1997). They serve to shape 

individual attitudes (Fritzsche, 2007). 

 

According to some authors, values are "any fact having an empirical content, 

accessible to members of a particular social group, and a meaning according to 

which it is or can be the object of action" (Thomas and Znaniecki, 1918). The 

theoretical assumption of the research conducted was that employees from 

generations X, Y and Z have different values, which are the source of their 

motivation to work. These assumptions draw on the functionalist and contextualist 

approaches to resource-based management (McDonnell and Wiblen, 2021). 

 

The adoption of human capital resource theory enhances the understanding of high-

potential investment along with a resource-based view. This combination explains 

the development of internal sources of competitive advantage, characterised by 

rarity, uniqueness, irreplaceability and value (Kabwe and Okorie, 2019). The 

literature unveils differences between the generations (Anderson el al., 2022; Baur, 

Griffith and Buckley, 2017; Lyons and Kuron, 2014), but there is little research that 
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indicates precisely what differences exist between generations in terms of values 

held. 

 

It is worth noting that the way the term generation is defined is not precise. 

According to McCrindle and Wolfinger, today's generations are defined 

sociologically rather than biologically, and the term generation today refers to a 

group of people born in a similar time frame, who share a comparable age and stage 

of life, and who have been through a period of time - events, trends and 

developments (McCrindle and Wolfinger, 2014). The values that are important to 

employees undergo some change, but the process is slow. 

 

Research carried out by CBOS indicates that the values most frequently mentioned 

by employees included health (47%), family (39%), material security/money (10%), 

and work (8%). Here, good or interesting work and job security were additionally 

indicated. 6% of respondents each mentioned material security (prosperity, 

abundance, material/financial stability,) and peace of mind as the most important 

values for themselves in life. Another 4% of respondents explicitly mentioned 

money in this context, including good salaries (CBOS 2020). The research 

conducted indicates that work has its permanent place in the system of values, 

regardless of whether it is understood abstractly as all work or more utilitarian, as an 

activity with utilitarian value" (Król and Ludwiczyński, 2006). 

 

Employees found the organisation's atmosphere to be the greatest value at work, 

which contributes most to self-development in a clan culture (Domagalska-Grędys, 

2017). Other research findings indicate similarly. The most important values for 

employees are family and health, but also friends and acquaintances (generally 

ranked third). The most important value at work was considered by Poles to be work 

that gives a lot of joy. In second place was a good atmosphere and seeing the 

meaning of work. Remuneration was not the most important, although it remained 

important (Jarecki, 2019). 

 

The latest Awareson 2024 Report "Who dictates the terms and conditions here?" 

indicates that the main motivation for changing jobs was the desire to develop, this 

was the main factor for making such a decision (75%).  No less important is still the 

atmosphere in the workplace, which was also in the top motivating factors for 

employees before the pandemic. Flexibility and work-life balance continue to be 

important motivational factors. IT employees increasingly value work-life balance. 

The virtual world amplifies the speed of the changing environment. The absence of 

constraints and the shortening of certain processes has resulted in decisions and 

tasks being made and completed much faster (Awareson, 2024). 

 

Several critical areas highlight the differences between the generations' work and 

their values. Generation Y (Millenials), due to their need for continuous support 

from their parents during their formative years, need mentoring and meaningful 

feedback from their supervisors (Kilber et al., 2014; Weirich, 2017). Another 
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difference in values is noticeable in the work-life balance, which has changed over 

the years. Generations preceding Generation X focused primarily on work; whereas 

Generation X and Generation Y desire a greater work-life balance (Bush, 2017; 

Kroth and Young, 2014). Kroth and Young (2014) found that older generations saw 

work as a critical component and an important extension of their lives, while 

Generation X and Generation Y see work as a necessary means to achieve their 

ambitions. 

 

Several studies have confirmed the fundamental points that drive Generation Y to 

find employment elsewhere are autonomy, personal freedom to balance work and 

life, and flexible work schedules (Coates, 2017; Queiri, Yusoff, and Dwaikat, 2014). 

Employer loyalty is another value at work that has changed with the generations. 

Bush (2017) found that Generation Y employees do not stay with the same employer 

for their entire career. To adapt to the needs of younger generations, managers 

should cultivate loyalty through robust mentoring and coaching, proving that the 

company's plan takes into account the employee's future development (Weirich, 

2017). 

 

According to researchers, motivators have a different impact on the motivation of 

employees from different generations.  Of the three Generations X, Y and Z, 

Generation Y needs the most practical, direct motivational inspiration from their 

managers (Stewart el al., 2017). Generation Z is more sensitive to amotivation than 

Generation X and Generation Y. Extrinsic regulation - material - is an important 

source of general work motivation only for Generation Z.  

 

Only Generation X values external - social regulation as a source of general 

employee motivation. In contrast to Generation Z, both Generation X and 

Generation Y employees value regulation identified as a source of general work 

motivation. Finally, intrinsic motivation contributes more to the overall work 

motivation of Generation Z employees than that of Generation X and Generation Y 

(Mahmoud el al., 2021). 

 

The Network of Executive Women (NEW) and Deloitte surveyed Generation Z to 

understand the key events that helped shape their lives; exploring individual 

behaviours, attitudes and preferences. The results of this research showed that 

Generation Z differs in certain areas from other generations (Deloitte, 2018). This is 

especially true of behaviour and attitudes towards work, which are not completely 

different from previous generations, but there are significant differences (Mengying, 

2023). Self-obsessed and overconfident, Generation Z is stereotyped as always 

online and virtually connected (Puiu, 2016; Stanton, 2017). Due to the obsession 

with being online, this generation lacks personality and is lost (Chicca and 

Shellenbarger, 2018). 

 

Tulgan (2013) found that this generation expects humour from superiors in the 

workplace. Stereotypically, this generation is considered to be highly emotional 
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(Puiu, 2016). Tulgan (2013) found that Generation Z are stereotypically seen as 

having an escapist mentality, as they escape the pressures of reality by playing video 

games and remain constantly connected to the internet. Domagalska-Grędys points 

out that Generation Z strives to satisfy not only their own needs, but also those of 

society, which dispels one of the myths about the selfishness of the younger 

generations.  

 

This generation highly values a good atmosphere and opportunities for self-

realisation at work. It has also been confirmed that earnings are more important for 

Generation Z than for Generation Y (Domagalska-Grędys, 2017). Having witnessed 

the financial crisis that their parents faced, they do not hide the fact that salary is 

important to them (Gojtowska, 2017). 

 

Generation Y employees prefer more efficient ways of working and use innovative 

ways to accomplish tasks and goals. They are characterised by their reliance on 

technology and flexibility at work, while Generation Z is growing up with an even 

greater reliance on technology and an interest in social issues such as climate change 

and equality (Parker, Graf, and Needleman, 2019). Some research argues that there 

are similarities in the way the generations relate to their values at work (De Meuse 

and Mlodzik, 2010; Radford and Chapman, 2015). Older research finds more 

similarities than differences in work attitudes and values between generations (Deal, 

2007). 

 

There is no significant difference between Generation Y and Generation X's 

assessment of the value of work (Tang and Tzeng, 1992). Generation X and Y share 

the same motivators for work, including opportunities for advancement and 

continuity of employment (De Meuse and Mlodzik, 2010). Additionally, the level of 

engagement in the workplace is the same for all generations (Johnson and Lopes, 

2008). Similarly, health appears to be a value valued by all generations. However, 

the youngest respondents (Generation Z) consider honour to be the most important 

value (45%), followed by truth, friendship and family (considered most important by 

33% of respondents in this group). For Generation X women, in addition to family 

and health, independence (19%) and friendship (21%) are also important. 

 

Generation X, on the other hand, focuses mainly on family, independence (55%), 

health (29%) and development (32%). For 45% of Polish women, family is most 

important, with 41% saying that work is just as important to them. These figures 

show that modern Polish women are still trapped between family and work life 

(Gedeon Richter Poland, 2021). Intergenerational differences are unavoidable, but it 

turns out that successive generations of Polish women have more in common than 

divides them, according to the study 'Polish women 2021. New values for new 

times', commissioned by Gedeon Richter Polska. 

 

Although young Polish women accuse their mothers of a lack of tolerance and 

excessive attachment to social orders and prohibitions, it turns out that they consider 
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the same values to be the most important in life: health (51%), family (43%) and 

solidarity (30%) (Gedeon Richter Poland, 2021). The review of the literature on the 

subject made it possible to formulate the following theses: 

 

T1. There are differences between the professed values of Generation X, Y, Z 

employees. 

T2. There are positive relationships between the values professed by employees from 

different generations and their motivation to work. 

 

3. Materials and Methods  

 

3.1  Sample and Data Collection 

 

The study described here uses quantitative tools, based on deductive reasoning, 

using numbers to analyse and present the economic reality under investigation 

(Colander, 2000; Holt, Barkley, and Colander 2010). This was chosen because 

qualitative research, although valuable, is mainly accused of failing to meet the ideal 

of scientific rigour, as it is not fully objective, devoid of value judgements in relation 

to the reality under study (Borch and Arthur, 1995; Hoang and Antoncic, 2003). 

 

The survey was conducted in Poland among 2312 people, from Generations Y, X 

and Z, using PAPI and CAWI techniques. All respondents consented to participate 

in the research and answered the survey questions themselves, which they received 

either in hard copy or electronically (link to the survey). The respondents were 

selected for the study partly randomly (Generation Z) and partly purposively 

(Generation X, Y). Respondents belonging to Generation Z accounted for the 

highest percentage of the survey population, i.e., 45% (N=1041). 

 

Generation Y accounted for 37.5% (N=866) and the oldest Generation X 17.5% 

(N=405). Men far outnumbered men in the study population (85%). The structure of 

the respondents from the point of view of place of residence was as follows. 44% of 

the respondents resided in medium-sized towns (20-100 thousand), 22% in rural 

areas, 21% in large cities (over 200 thousand), and 14% in small towns (under 20 

thousand). Of those employed, 83% were non-managers and 17% were managers. 

 

3.2 Measures and Variables Definitions 

 

Respondents were asked to determine how important values such as family, work, 

income/wealth, health, education, fast career, intensity of life and discipline were to 

them. The level of importance to them of the values surveyed was measured by self-

assessment on a seven-point Likert scale, (Gamst, Meyers, and Guarino 2008), 

where 1 - meant completely unimportant, 2 - unimportant, 3 - rather unimportant, 4 - 

no opinion, 5 - rather important, 6 - important, 7 - very important. The level of work 

motivation was also measured by a self-assessment scale of 1 - 7, where 1 - 

completely unmotivated, 2 - not motivated, 3 - to some extent unmotivated, 4 - 
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neither motivated nor unmotivated/ difficult to say, 5 - to a small extent I am 

motivated, 6 - I am motivated, 7 - I am completely motivated. 

 

In the research conducted, terminological determinations were made regarding the 

concepts of value, motivation and generation. It was assumed that "values condition 

human behaviour, constitute an important factor of human activity, dynamise, direct 

and explain the actions of individuals and groups (generations)" (Frączek, 2011, p. 

221). When defining the concept of 'generation' at the level of an individual, the 

possibility of individualism was assumed, however, it was acknowledged that all 

representatives of a given generation are connected by the formation of a common 

consciousness as to the fate experienced, similar attitudes, rules of conduct, 

perception of reality (Hassa, 2015, p. 49). 

 

The research conducted also assumes that a generation includes age groups that 

differ in attitudes, views, recognised values, aspirations, way of life, etc., (PWN, 

1996, vol. 4, p. 948). It was considered that belonging to a generation is determined 

not only by the year of birth, but also by the community of experiences shaped by a 

particular society" (Golnau, Kalinowski, and Litwin 2010, p. 231). Thus, a 

generation was assumed to be a possible distinct group of people whose common 

denominator is a similar time of birth, which made it possible to distinguish 

Generations X, Y, Z (Lyons, Schweitzer, and Eddy 2015, p. 8; Ruth, Bolton, and 

Parasuraman, 2013, p. 247; Lingen, van 2012, p. 37).  

 

It has been assumed that Generation X are those born between 1970 and 1979; 

Generation Y between 1980 and 1989; and Generation Z between 1990 and 1999. 

However, it is important to bear in mind that such divisions are highly questionable 

and that beliefs about generations are sometimes stereotyped, i.e., hurtful and 

unwarranted generalisations in which judgements are made about the salient 

characteristics of a particular individual based solely on his or her membership of a 

particular generation (Costanza and Finkelstein, 2015). However, the desire to 

conduct research required the above findings, including simplifications. 

 

3.3 Data Analysis 

 

The method of literature analysis and criticism, the diagnostic survey method and 

statistical methods were used to answer the research questions. The research used an 

author's survey questionnaire, the preparation of which was preceded by preliminary 

research. This was a quantitative-qualitative study. They served to verify the 

research thesis formulated as a result of the analysis and criticism of the literature on 

the subject, which was that there are significant differences in the values professed 

by employees of Generations X, Y and Z, and that they have a significant 

relationship with work motivation. For all scales, the reliability coefficients (α-

Cronbach's) assumed acceptable values, allowing the scales to be considered 

reliable. 
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In the statistical analyses of the collected data, descriptive statistics were 

determined: the absolute numbers of respondents (n) and the proportion of 

respondents (p ̂_1), the proportion of responses (p _̂2) and the 95% confidence 

interval for p ̂_1 (95% CI). Associations between the values held by Generation X, 

Y and Z employees, measured on a seven-point Likert scale, and their motivation to 

work were established using Spearman's rank correlation. Significant test probability 

was assumed to be at p<0.05 and highly significant at p<0.01. Data from the 

questionnaires were statistically analysed, using PQStat software version 1.6.4.122. 

 

             4.      Research Results 

 

Respondents were asked to rate the importance they give to values such as work, 

education, income/assets, fast career, health, family, intensity of life and discipline 

on a scale of 1-7, where 1 - totally unimportant, 2 - not important, 3 - rather 

unimportant, 4 - no opinion, 5 - not very important, 6 - important, 7 - very 

important. It emerged that family was of the highest importance to respondents, 

although the importance of this value decreases with lower age, as does work and 

discipline. It is lowest for Generation Z. In contrast, the younger the respondents are 

from the younger generation, the greater the importance to them of income/wealth, 

as well as health and intensity of life. A fast career is less important for Generation Z 

than for Generations X and Y (Table 1). 

 

Table 1. Importance/importance given by respondents to individual values, on a 

scale of 1-7, where 1 - totally unimportant, 2 - unimportant, 3 - rather unimportant, 

4 - no opinion, 5 - rather important, 6 - important, 7 - very important, by generation 

(N=2312). 

Importance/importanc

e given by respondents 

to particular values 

Generation X 

(N=405) 

Generation Y 

(N=866) 
Generation Z (N=1041) 

Values Mean Std.Dev. Mean Std.Dev. Mean Std.Dev. 

Family 6,63 0,93 6,53 1,15 6,27 1,32 

Income/assets 5,52 1,41 5,56 1,45 5,72 1,24 

Fast career 6,42 1,06 6,44 1,14 5,71 1,49 

Work 5,66 1,34 5,65 1,43 5,54 1,31 

Education 5,43 1,47 5,35 1,48 5,52 1,42 

Intensity of life 5,05 1,60 5,01 1,69 5,44 1,53 

Health 4,34 1,83 4,61 1,77 5,31 1,53 

Discipline 5,43 1,45 5,39 1,47 5,06 1,56 

Source: Results of own research. 

 

The average level of work motivation of the respondents, on a scale of 1 to 7, was 

4.33. This is true for all generations X, Y and Z surveyed, with motivation levels 

between 4.52 and 4.55 (see Table 2). 
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Table 2. Level of motivation of respondents with the existing motivational system in 

the organisation, according to self-assessment, on a scale of 1-7, where 1 - 

completely unmotivated, 2 - not motivated, 3 - to some extent unmotivated, 4 - 

neither motivated nor unmotivated/no opinion, 5 - to a small extent I am motivated, 

6 - I am motivated, 7 - I am completely motivated (N=2312). 

Generation 

Level of motivation by the 

organisation's existing incentive 

system 

Generation X 4,52 

Generation Y 4,46 

Generation Z 4,55 

Source: Results of own research. 

 

The above indicates that the entire research group is hardly motivated to work by the 

existing motivational system in their organisations. The motivated and fully 

motivated are 26.6% (Generation X: 26.2%; Generation Y:26.7%, Generation Z: 

27.1%). Representatives of the different generations do not differ significantly in 

terms of work motivation (χ2= 1.81; p = 0.612, mean median Me = 5). However, 

Generation Y is the least motivated. It therefore seems legitimate to conclude that 

the motivational systems in place in the organisations of the employees surveyed are 

not fully effective and do not adequately motivate employees, regardless of 

generation. 

 

Table 3. Associations between the values held by Generation X, Y and Z employees, 

measured on a seven-point Likert scale, and their motivation to work (Spearman's 

rank correlation, two-sided significance) (N=2312). 

Values Generation X Generation Y Generation Z 

Work 0,145** 0,179** 0,193** 

0,003 0,000 0,000 

405 866 1041 

Health 0,141** 0,209** 0,080* 

0,004 0,000 0,010 

405 866 1041 

Assets/income 0,147** 0,083* 0,153** 

0,003 0,015 0,000 

405 866 1041 

Education 0,112* 0,135** 0,197** 

0,025 0,000 0,000 

405 866 1041 

Intensity of life 0,050 0,208** 0,192** 

0,315 0,000 0,000 

405 866 1041 

Source: Results of own research. 
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Analysis of the responses of people from different generations shows that 

statistically significant (p < .001) relationships were recorded between the values of 

the respondents and their motivation to work. It appeared that the higher the 

motivation to work, the more important values such as discipline (0.179**, p 

<0.001) and authority (0.178**, p <0.001) were to them. However, this is a weak 

relationship. The more important family is to respondents, the more important to 

them are: honesty (0.499**, p <0.001); health (0.472**, p <0.001) and work 

(0.376**, p <0.001). This is a relationship of medium strength. 

 

For Generation Z, the more important work is to them, the higher their motivation to 

work (0.193,**p<0.01). The more important health is to Generation Y, the higher 

their motivation to work (0.209,**p<0.01). It would therefore be worthwhile for 

employers to use solutions that support the health of their employees, in particular 

Generation Y, as a motivational factor. Similarly, the issue relates to 'Intensity of 

life'. The greater the value it represents for Generation Y employees, the more 

motivated they are to work (0.208,**p<0.01). Hypotheses H1 and H2 can therefore 

be accepted. 

 

5. Discussion and Conclusion   

 

The analysis of the results of the research carried out authorises the following 

answers to the research questions posed. Family has the highest importance for the 

respondents, although the importance of this value decreases with lower age, as is 

the case with work and discipline. The lowest importance is attributed to these 

values by Generation Z. On the other hand, the more often the respondents come 

from the younger generation, the greater the importance for them of income/assets, 

as well as health and intensity of life. The highest importance is ascribed to these 

values by Generation Z. 

 

There are therefore differences between the values espoused by Generation X, Y, Z 

employees. The crucial importance of values for employees such as family, health 

and work has already been pointed out by numerous studies (Strózik, 2014; Król and 

Ludwiczyński, 2006; CBOS, 2020; Gedeon Richter Polska, 2021), but the research 

conducted has shown that among the youngest generation on the labour market 

(Generation Z), the importance of health, income/wealth and intensity of life is 

increasing, while values such as family, work and discipline are decreasing. 

 

It is worth noting that the youngest Generation Z attaches great importance to health. 

It is of increasing importance to employees, as other studies show. This is 

particularly evident in the area of mental health. Many companies, are launching 

wellness programmes and providing access to online therapists. Psychological 

support has now become a key element in motivating employees, helping them cope 

with stress and overload. 
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The research conducted entitles us to conclude that employees are hardly motivated 

to work by the existing incentive system in their organisations, regardless of 

generation. This may indicate a certain mismatch between them and a lack of 

effectiveness. Reward and recognition systems need to be updated to reflect the 

different motivators of a multigenerational workforce, as other studies also point out 

(Chekwa et al., 2013; Giaque, Anderfuhren-Biget and Varone, 2013). 

 

There are positive relationships between the values held by workers from different 

generations and their motivation to work. The more important family is to the 

respondents, the more important to them are: honesty, health and work. It also 

turned out that the higher the motivation to work, the more important values such as: 

discipline and authority are to them. For Generation Z, the more important the value 

of work is to them, the more motivated they show themselves to work. These are 

medium and weak correlations, but they cannot be underestimated. As mentioned 

above, the research findings have some limitations, but they also have many 

dimensions of value, both scientific and practical. 

 

The findings contribute to the development of management science and quality by 

revealing the values held by employees of different generations and their 

relationship to work motivation. As a result, the article directly contributes to a 

functionalist and contextualised approach to resource-based research in 

management, especially in managerial and leadership development. The findings are 

also of significant value to managers and decision-makers, helping them to 

understand the relationship between employees' values and their work motivation, 

and thus to make informed HR decisions. 

 

This, in turn, enables them to adapt new, more diverse and personalised, HR 

practices accordingly, with regard to the different generations, in particular the 

youngest Generation Z.  The findings both corroborate the results of other studies 

and provide new insights into the phenomena studied. This combined context brings 

novelty to both the discipline and management practice. Knowledge of employees' 

values should be taken into account when organising their work and building 

systems for motivation, remuneration or creating career paths. 

 

As a follow-up to the research, it is worth considering the professed values of 

employees working in a hybrid work model (partly remote and partly stationary) and 

their relationship to motivation. This is an as yet unrecognised issue, particularly in 

relation to Generations X, Y and Z. 
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