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Ockinbku HOB8e NOKOJIIHHA hpayigHuKig ysiliuio 8 poboue cepedosuuje, numaHHs npodyKmueHoi cnienpayi pi3HUX noKo/NiHb
cmace sce 6inbw i 6inbw gaxcaugum. Memoro daHoi po6omu € docaidxiceHHs 83aEMOOIT Misx npedcmasHUKAMU PI3HUX NOKOAIHb,
wo dae 3mozy po3pobumu pekomeHdayii wjodo HA.1A200xHCeHHS 83AEMO0ii Mmixc pobomodasysimu ma npayieHukamu. Y
docnidxceHHI BU3HA1EHO, W0 00HIE 3 KAKY08UX NPO6AEM CYHACHUX KOMNAHIU € 3MIHA NOKOJIIHb Y pO6OYUX KOIEKMUBAX, SIKA 8
6azamvbox sunadkax npuzeodums do 3HUMCEHHS ehekmusHocmi disabHocmi Komnawill. Takum HUHOM, 04151 Kpaujo2o po3yMIiHHS
ocobsiugocmell KOX#CHO20 3 HUX HABeOEHO OCHOBHI XapaKmepucmuku YomupboxX nokoaiHb. OKpecseHo CycninbHO-noAimuyHi
nodii, wo eniuearms Ha pi3Hi NOKOAIHHS, SIKI chopmysaau pucu Xxapakmepy Yiaux NOKONiHb, 30KkpemMa, ix cmasieHHs 0o npayi.
BcmaHosseHo, wo 0415 ho6ydosu eheKmusHUX 8I0HOCUH i3 NEPCOHA/AOM, AKUU HAAeH UMb 00 YOMUPLOX PI3HUX NOKOIHb,
pobomodasysm Heob6xidHO susHayumu 6a3o8i nompebu npayisHukis, ix yiHHocmi, apaxosyryu, wo po6omodasyi, sk npasu.io,
HaJexcams 00 cmapuwux NoKo/IHb, Hidxe ixHi npayieHuku. lJo6 yHUKHYmMU Henopo3yMiHb, KepiBHUKU NOGUHHI 3HAMU nompe6u
ma 6axcaHHsl c80ix nidaezaux, siKi Hasexcamsv 00 M0100020 NOKONIHHS, W06 edhekmusHo opzaHizysamu po6oyuil npoyec. Y
cmammi po32/1stHymo ma 8uceim./1eHo Cu/bHi ma cAabki cmopoHu nokoJiinb BB, X, Y ma Z, chopmy1608aH0 0CHOBHI 04iKy8aHHS
ma HadaHo pekomeHOayii wWodo mozo, sik KepieHUKaM KOMNAHIi Kpauje Has1azodumu KOMyHIikayiro ma edpekmugHy cnisnpayro
3 mpydosumu Ko/Jekmusamu, Wo cKkaadarmucsl 3 npedcmasHUKI8 pi3HUX NOKOAIHb, Y8aza npudinsiemscs NOKOAIHHIO Z, siKe
Hewj00asHo 8UliW/I0 HA PUHOK Npayi, momy wo MeHedxcepu NOSUHHI 6ymu 20mogi 0o cheyu@ivHux 8uMo2 Yyb020 NOKOAIHHS 8
poboyomy cepedosuwji ma nog8uHHI yceidomareamu 0co6au80cmi Yb0o20 NOKOAIHHS, 80K Momusayiio 3pobumu disabHiCMb
KOMNAHIi 6i1bw npodyKMuU8HOH. 8Ci MOXCAUBI PIGHI.

Kaiouoei cnoea: meopisi nokoiHb, pi3HOMAHIMmMs NOKOAIHb HA po6oYOMY Micyl, 83aEMODis NOKOATHb, pUHOK nNpayi.

As the new generation of workers has entered the working environment so far, the issue of productive collaboration of different
generations rises up becoming more and more crucial. The purpose of this paper is to study the interaction between
representatives of different generations, which makes it possible to develop recommendations for establishing interaction
between employers and employees. The study defines that one of the key problems of modern companies is the change of
generations in the work teams, which in many cases leads to a decrease in the efficiency of the companies’ activities. Thus, main
characteristics of four generations were given for better understanding the peculiarities of each one. Social and political events
that influences different generations were outlined, which formed the traits of whole generations, in particular, their attitude to
work. It was established that in order to build effective relations with personnel belonging to four different generations,
employers need to determine the basic needs of employees, their values, taking into account that the employers as a rule belong
to elder generations than their employees. To omit misunderstanding, managers should know the needs and wants of their
subordinates belonging to younger generation to organize the working process effectively. In the article the strengths and
weaknesses of the BB, X, Y and Z generations were considered and highlighted, the main expectations were formulated and
recommendations were made on how company managers can better establish communication and effective cooperation with
labor teams consisting of representatives of different generations. The attention is paid to Generation Z that has entered the labor
market recently because managers should be ready for specific demands of this generation in the working environment and they
must realize the specific features of this generation, their motivation to make the company activities more productive at all
possible levels.

Keywords: theory of generations, diversity of generations in the workplace, interaction of generations, labor market.
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Introduction

According to the latest report, the key global demographic trends today are the increase of
lifetime, as well as the retirement age and percentage of aging population. Considering UN data,
expected lifetime for the world population as a whole was 45.7 years in 1950, 64.2 years in 1990, and
72.6 years in 2019; the retirement age in almost all developed countries reaches 65-67 years now [1].
These circumstances lead to a longer active economic life of a person than before, people work longer,
and several generations interact at the working place at the same time.

The most important one is the fact that young people do not exert such pressure on labor
markets as before. First of all, due to the fact that it is not enough and, besides, it is partially oriented to
foreign markets. Moreover, young people are more reserved than other generations when it comes to
such motives as career, earnings, and responsibility. Instead, young people focus on such values as
interesting work, free time, and a flexible schedule. The paradigm of sharing, not ownership, is also quite
common among young people. In general, unprecedented age diversity will mean that age will either
lose its decisive importance in the labor market, or will be present in the market in the form of expanded

requests such as "energetic young person”, "experienced specialist”, "expert in the prime of life", etc.

Formulation of the goals of the article

The goals of the article are to propose the contemporary approach to the generations transition
and cooperation at modern working place.

Presenting main material

Nowadays actual tendency is the transition from Baby Boomer (BB) generation to generation X
because the Baby Boomer generation will retire in the nearest future, leaving the subsequent
generation X to take over, continue and possibly change the jobs and positions through their own values
and attitudes.

A number of scientists investigate characteristics and features of different generations such as
Absolventa, Berkup, Einramhof-Florian, Holste, Mangelsdorf, Y. Scholz, Schnetzer Simon and others [1-15].
Comparative analysis of the four generation’s working at the modern labour market characteristics is
presented in Table 1.

Table 1. Comparative analysis of main characteristics of the current generation occupying
working places

Criteria Generation BB Generation X Generation Y Generation Z
Pe;i‘;’t‘lil"f 1946 - 1964 1965 - 1979 1980 - 2000 2000 - 2015
Imprint 1957 - 1979 1976 - 1994 1991 - 2015 2011 - 2030
Period
Current Age 55 - 73, years 40 - 57, years 19 - 39, years 4 -19, years
Work enthusiasm Overprotective by parents
Insistence Triggering of rigid hierarchies | Long protective phase Dangers are tried to be
Education Rules Early independence Protected by the averted
Clear division of Relaxed parenting parents Supported in making
hierarchy decisions
Reunification of Germany in 1989
. . |Disintegration of the Soviet Union,| Global financial and
First moon landing o
0il crisis 1991 economic crisis, 2008
. Watergate scandal, USA Climate change and
Cuba crisis . .
Assassination of Arms race of the Great Powers |environmental disasters Events around
Formative | F.Kenned Events of the Cold War Terrorist attack Haiti and Fukushima
Events nu.cllear dan yer Rise of the VW 11.09.2001 in NY Terrorist attacks and
Cold Warg Golfin 1974 War in and Afghanistan environmental crisis
rising prosperit Continuing economic crisis Joining the European
rowgir? StZI:bili Y Explosion of the Challenger, 1986 Union
& J v Reactor accident Introduction of the Euro
Chernobyl, 1986
Time of economic Digital time . .
: - . ) Ongoing economic and
upswing Economic and financial i - -
> S L. financial crisis
Progress in Increase in divorces crisis Environmental crisis
. technology Open protests Possible freedom of| ~ Wars in Iraq and R
Environment - - . ) The age of digitalisation
Growing stability expression Afghanistan .
s S . . . Climate change
Political protests Trend towards individuality =~ [Environmental disasters .
. ; - Raw materials and energy
Changing social Terrorist attacks .
o crisis
order Uncertainties
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Continuation of table 1

Indicators Generation BB Generation X Generation Y Generation Z
Developing
education policy Wave of unemployment
Questioning everything Critical to mode.rn tec.hnology
L Personal relationships are
Thinking about the important
Helpful future and how to deal mp s
. . : Critical to politics
high social with each other .
Loner ) Demanding
competence . Self-confident
Able to work in a Works consciously Disoriented Respectful
Self-reflective Trustworthy
team . Overwhelmed - S
L. . Egocentric Individualistic
Characteristi High career Rebellious Independent Tolerant
cs ambitions Changeable and .
. Cheeky Impatient
Ready for action e adaptable )
Complaining : Self-confident
Performance- i Fickle
. Impatient Cheerful
oriented Well educated .
. Lazy : Environmentally aware
Career-oriented Demanding Intellicent
Leadership quality Willing to learn Innovagtive
Selfish : :
Spoiled Project-oriented
P Creative
Setting Optimistic Pessimistic Optimistic Realistic

Further, we will discuss working conditions for a good cooperation in generation’s transition at
the working place.

Some differences and similarities between the four generations in the labour market currently
are important for cooperation. In order to determine what demands are on the working environment
and what attitudes towards the employer are present, the following features are considered: attitude
towards work, organisational structure, motivational factors, technology, cooperation, communication
and technology.

According to the Edge study [4], generation BB is significantly more likely than generation X to
have the freedom to conform at work while generation X has a higher need for authenticity and balance.
It was also found that the three generations BB, X and Y put less emphasis on intrinsic motivation at
work than previously thought. It was a widespread assumption that generation X is inquisitive and has
great value on being able to learn at work. Generation X’s attitude to work is inspired by social change
in the company if it matches their personal passion and commitment, whereas generation BB is more
likely to be influenced by major social or political changes. Generation BB people are seen as committed,
MAs who enjoy working [2], who are willing to work hard and do overtime. This was confirmed by a
study [5].

If we compare the generations on the operational readiness now, we can see that this has
changed significantly over the generations. Since the BBs were brought up in a time of discipline and
obedience, they are ready to show full commitment in the field of work, because they are fixed to their
professional success and the achievement of their personal goals. For payment they are also prepared
to work overtime. The attitude of generation X, on the other hand, is somewhat different. Generation X,
who are also characterised by a high level of commitment, but for whom time with family and friends is
also important. Since they spent little time with their parents in their own childhood, as they spent a lot
of time working, it is important to them not to repeat these mistakes. For these MAs, the flexible
organisation of working hours is important in order to be able to organise their private life freely. For
generation Y, the motivation to work is characterised by opportunities for personal development. Young
people are interested in finding personal fulfilment in their professional life and to have professional
success. However, unlike the Baby Boomers, they have little interest in fully committing themselves to
professional life. They are eager to complete the tasks assigned to them, but they want to determine the
implementation and time allocation themselves. Compared to previous generations, generation 7 is
anxious to complete their tasks in a fixed working time, not to work overtime, and to have a clear
separation between work and private life. In exceptional cases, they are also willing to work overtime,
but they demand a free working day for that [8].

In terms of loyalty to the employer, generation X is inclined to keep the job because of the
positive relationship with colleagues. For them, unlike generation BB, it is not the opportunity for
development that is in the foreground, but the atmosphere in the team. Generation Y is comfortable with
the idea of having several employers in their professional life. Due to the economic volatility, the loyalty
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towards the employer has decreased [5]. Generation BB MAs are described as loyal, committed and
competitive workaholics [9]. Due to their good education, generation Z is not dependent on a specific
employer and thus also has the freedom to change jobs if the working conditions or well-being suit them
no longer. This flexibility is an advantage for young adults, but a great challenge for companies and
managers.

Parry and Urwin mentioned that generation BB is part of the understanding of their work ethic
when taking on responsibility and because of their good leadership skills, they currently make up the
majority of managers [9, pp. 79-80]. Generation X does have career success as a goal; however, due to
their openness to a quick change of job, this is often not only possible with their current employer.
Compared to their predecessors, generation Y and generation Z have no ambition to take on major
responsibilities. In particular, generation Z shows clearly an increase in rejection of taking on
responsibility, because fewer and fewer young people want to take on leadership positions even though
they have a better level of education. Generation BB hardly has a clear idea of what the younger
generations are, how work is to be done and how assigned tasks must be completed. The understanding
of other attitudes is often not present due to the lack of knowledge about the younger generation. The
younger ones want to organise and organise the completion of the tasks assigned to them themselves
[8, p. 126]. Transparency, autonomy and flexibility are particularly important to generation Z in their
professional environment and are considered non-negotiable. Without consideration of these factors,
morale and commitment will be significantly reduced.

The personal motivation of the generations is shaped differently. Whereas the Baby Boomers
tend to act out of personal interest, generation X cares about the impression they make on their
environment. Generation Y, like generation BB, has personal motivating factors such as luxurious status
symbols and clothing. Generation Z, on the other hand, is anxious to satisfy the wishes and ideas of their
parents and to make them be proud [8, pp. 14-23]. Thus, Einramhof-Florian identified seven factors that
contribute significantly to the work motivation of generation [5, pp. 61-65]: challenge in the workplace,
remuneration for work performance, collegial working environment, company location, career
opportunity, work-life balance, further training opportunities.

According to Edge study, generation X is less patient than their predecessors, generation BB, as
they are not willing to wait long for promotions, and they are clearly more dissatisfied with their careers
progression. They usually demand immediate recognition for their work efforts through praise,
promotion or more salary. Generation Y feels neglected in the recognition of their performance and feels
that the respect they receive is too little [4, pp. 144-145]. Job stability, interesting tasks and the
possibility of a fast career move are strong motivating factors for generation Y, as they are willing to
make a commitment to their professional success. For them, success, career and money are the most
important things to get ahead in the consumer society. For generation Z, on the other hand, career is not
at the forefront of their motivation. They want to change the world and value job stability more.
However, it is also important for them to develop their own talents, to receive recognition or even a
promotion. For generation BB and generation X, a high salary, as well as stability and security in the
workplace are the most important motivating factors as the main motivators for generation Z are fun,
passion and also money.

Generation X wants to be independent and self-reliant and sees hierarchical levels mainly as a
career goal. To achieve these goals, they prefer to work for themselves and require very little
management control. However, they expect to be told exactly what is expected of them so that they can
work efficiently on the realisation of the goals. Due to the lack of role models, due to their resignation
because of the economic crisis, they are distrustful of the leaders and often ask the existing authorities
[8, pp. 14-23, 142-143]. Generation Z, on the other hand, needs mentors as leaders in order to be able to
share their ideas openly and to satisfy their desire for recognition. Whereas generation Y would rather
be independent and prefer freedom of development [10, pp. 480]. Generation BB has grown up under
clear hierarchies, subordinates itself to the existing structures and can work well with them. They want
to adhere to the structures so that they can move up the career ladder [8, pp. 14-23, 142-143]. In
comparison to other generations they perceive flat hierarchies as very important [13, p. 7]. The
following generations are more sceptical about strict hierarchies. The younger generations were found
to reject being subordinated by hierarchical structures. They prefer subordination on the basis of
performance or expertise, which reduces acceptance of the seniority principle [13, p. 11]. Generation Y
wants performance to mean more than age and work experience and therefore disagrees with the
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seniority principle practised in many companies for the most part. As the following figure below,
generation Y is primarily against preferential treatment according to the seniority principle [13, p. 11].
The younger generations have no understanding for hierarchies, based on seniority and not on
experience and knowledge.

The following is a summary of the generational characteristics and factors related to the work
environment presented in Table 2.
Table 2. The summary of the generational characteristics and factors related to the cooperation

of generation representatives at the working place

Criteria Baby Boomer Generation X Generation Y Generation Z
team-oriented
communicative team-oriented
promotion-oriented individualistic communicative team-oriented
performance-oriented family-oriented career-oriented communicative
professionally self- solution-oriented . project-oriented
sacrificing ready for action goal-oriented critical
f . . self-confident .
I ready for action impatient . ready for action
Characteristics patient flexible open-minded willing to perform
- e . versatile -
sensitive to criticism egocentric . s environmentally aware
structured self-reflective Inquisitive questioning
social independent adaptable virtual
. uestionin . .
helpful money-motivated qcommittedg innovative
committed promotion-oriented : intelligent
money-motivated money-motivated
responsible
Motto for life live to work work to live First live then work |Work is only one part of life
Work-relevant characteristics of the generations
Motivation intrinsic extrinsic (expectation intrinsic extrinsic
(personal success) of parents) (materialism) (social environment)
Ready for action universally applicable
. Loyalt; o - Loyalt;
Attitude s yay but not self-sacrificing Values & Goals oyaty
Willingness to sacrifice . Striving for
towards , . Effective at work, must be part of the oo
High work ethic o . . Self-realisation
the employer critical of existing personal attitude

High commitment to work in private life

structures fit personal fulfilment
Stability Stability, demands
Stabilit Open to criticism and | regular, constructive Stability
1O feedback Feedback demands regular,
. Fairness o : ;
Expectations o Local proximity Opportunity for constructive
Value stability N 2.
of the o and good accessibility further training Feedback
Appreciate justice ot i . i
employer . Possibility of Opportunities for Meaningful activities
Opportunity for - . :
advancement further training promotion Project work
Opportunities for Freedom of decision |Development opportunities
promotion Interesting tasks
Behaviour Authority is recognised Authority is accepted Authorl.ty is qu_es_tlons Authority is ignored
towards Structures are s : questions existing
. critical of authority breaks structures
hierarchy adhered structures

When it comes to the introduction of new technologies, older people are often cited as the cause
of conflict. It is said that they do not know what to do with it because of their age. Often, they are unable
to understand the application due to short learning times [13, p. 8]. Due to age, they are often described
as technology-phobic, which can be attributed to the increasing scepticism in old age. However, this
conflict can be used for improvements and adaptations. Generation BB is often assumed to have a low
willingness to learn. Generation BB has often come a long way in professional life without technical aids,
but now they have also recognised the advantages of modern technologies and are willing to learn how
to use them. The younger generations are often confronted with digital tools from an early age and have
learned to use them. They already know how to use the digital advantages. Generation X likes to use new
tools to organise their lives efficiently. They are tech-savvy, have learned to deal with technology from
scratch. As a result, they readily use the new technological tools and digital communication media unlike
generation Y who can use any new technology but lack an understanding of it. Generation Z is also very
well acquainted with the use of technology and is considered to be constantly connected, which means
that their attention span is considered to be strongly influenced [8, pp. 145-147].

Generation BB is very interested in passing on their knowledge and experience to the younger
generations, even if they have lost their knowledge edge due to technological progress. In general, it can
be said that the exchange among each other is desired irrespective of generation and age. In a survey,
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those involved in generation BB mentioned respectful interaction as a challenge, whereby the younger
generations are considered to be the cause [13, pp. 7-8]. On the subject of collaboration, exchange and
feedback the three younger generation X, Y and Z are clearly different from their BB predecessors. The
generation BB likes to work in teams and exchange ideas personally, but is critical of feedback and tends
to reject it. Generation X prefers to work for themselves and exchange ideas via digital means. They are
open to feedback and constructive criticism [8, p. 165]. In comparison, generation Y is again more
inclined towards teamwork and personal exchange. They demand open and regular feedback.
Generation Z’s thirst for information is a challenge for leadership, especially for older supervisors.
Generation Z has high expectations of their leaders, who need them for inputs and extensive feedbacks,
they also prefer to conduct preferably face-to-face meetings. This generation likes to work on
projects [2, p. 29]. The different preferences and attitudes are of great importance for generation
transition because it shows that especially an employee of generation X is likely to be dissatisfied in
teamwork.

Conclusion

Today, employers and managers have to show flexibility, which requires large-scale systemic
changes: cultural and operational, together with adoption of a new way of thinking, openness in
demonstrating socially responsible behavior, creating a new corporate culture that would support
cultural diversity, recognition, development and opportunities for alternative employment.

With generation Z, a completely new type of employee enters the labor market. Unlike previous
generations who worked hard and made a commitment to their company, Generation Z does not want
to give too much of themselves to the company. It tries to separate private life and work, to which it does
not want to devote too much time. To organize the best interaction of different generations in the
workplace, it is necessary to understand what employee behavior the company needs to achieve its
goals, identify the "pain points" of employees that prevent them from being effective, and work with the
problems of each generation, taking into account their needs, which, having one and the same source of
the problem can be completely different.

The direction of further research in this field is to identify the peculiarities of the interaction of
generations in the conditions of online work.
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