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Introduction: The Problem & The Gap

The Context: Generation Z (born 1997–2012) is 
entering the workforce with a unique profile: 
high tech fluency coupled with "heightened 
anxiety" from navigating digital/offline worlds.
The Problem: A "fundamental failure in 
managerial understanding" persists, where 
supervisors consistently misjudge what 
employees actually value.
The Goal: To identify Gen Z’s workplace 
priorities and compare them to historical 
benchmarks (1946–2007).

Methodology: A Longitudinal Framework

Design: Mixed-methods replication of a seminal 
ten-item motivational survey.
Sample: individuals with employment 
experience, recruited via LinkedIn.
Instrument: Participants ranked ten core factors 
(e.g., Wages, Appreciation, Job Security) from 1 
(most important) to 10 (least important).
Key Results: The Hierarchy of Preferences 
(see Table 7 below)

Major Findings: The "Pragmatic Pivot“

The Dual Foundation: Good Wages and Good Working 
Conditions have emerged as "non-negotiable, baseline 
requirements," separated from other factors by a significant 
margin.
The Attenuation of Appreciation: Historically ranked #1 or 
#2, "Full Appreciation of Work Done" has plummeted to #6.
Boundary Setting: Factors like "Sympathetic Help" and 
"Being in on Things" remain dead last, indicating a clear 
boundary between professional and personal life.

Comparative Trends (1997 vs. 2007 vs. Now)

Working Conditions: Moved from #7 (1997) to #1 (2007) 
and #2 (current), signaling a permanent shift toward valuing 
the quality of the physical/social environment.
Wages: Remains the "paramount factor," reflecting 
"economic and employment uncertainty”.

Descriptive Statistics and Ranking of Motivational Factors (N = 71) 

Motivational Factor M SD Variance Rank 

Good Wages 3.05 1.71 2.92 1 

Good Working Conditions 3.33 2.09 4.38 2 

Interesting Work 4.13 2.75 7.55 3 

Job Security 4.67 1.90 3.61 4 

Promotion/Growth in Organization 5.03 2.52 6.33 5 

Full Appreciation of Work Done 6.23 2.58 6.64 6 

Personal Loyalty to Employees 6.31 2.43 5.91 7 

Tactful Discipline 6.13 2.87 8.21 8 

Feeling of Being in on Things 7.85 1.98 3.93 9 

Sympathetic Help with Personal Problems 8.28 2.17 4.72 10 

 

Discussion & Implications

Back to Basics: Similar to Maslow's hierarchy, 
Gen Z is prioritizing foundational needs 
(security/wages) over intrinsic rewards 
(appreciation/inclusion) due to current 
economic volatility.

Authenticity via Environment: For Gen Z, 
"authenticity" in leadership is demonstrated 
through providing stable, high-quality working 
conditions rather than just verbal praise.

Strategic Imperative: Managers must move 
past "self-reference" (projecting their own 
motivators onto Gen Z) to reduce turnover and 
drive engagement.

Future Studies

Replicate study with Generation Alpha in 
appropriate time.

Table 7
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