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1. Introduction

The study of generational differences has garnered increasing 

interest among organizations, practitioners and researchers in recent 

years. There are many reasons for this keen interest, including the 

need to manage people from several different generations, to better 

adapt the workplace to a multigenerational workforce, to attract and 

retain new talent, and to identify the working conditions that will 

lead to positive attitudes and behaviours among younger 

generations [1]. Generation concept is defined a group that shares 

important vital events at the same birth year and critical 

developments within these events [2]. Generation Y is defined as 

those born between 1980 and 1995, while Generation Z is generally 

defined as the cohort of those born between 1995 and 2010. But in 

the national and international literature, Generation Z doesn‘t take 

place on the classify vastly. The cause of it could be the period of 

time on which researchers of that time were in or being not 

predicted of changing of improving events on the World and ways 
of life rapidly with the effect of globalization at the same time [3]. 

In most families, the behaviors and interests of children—in 

music, dress, food, and attitudes toward work-differ substantially 

from the behaviors and interests of their parents. Given that culture 

is defined as a circumstance of shared values, generational 

differences could be construed as differences between cultures, 

much like the differences between nationalities. In much the same 

way, there often seem to be differences in work values between 

employees (and managers) who are from one generation and those 

from a different generation. There has been a continuing debate 

about the extent to which gen Yers and Zers are motivated by 

similar values and processes as those from earlier generations, who 

were already in the workplace when earlier studies were conducted. 

An associated question might be whether gen Yers (many of whom 

are now working as junior and middle managers) and Zers that 

work on R&D center subscribe to similar motivational techniques 

and theories as those managers who were born in an earlier 

generation. Although there has been a great deal of speculation and 

opinion regarding the motivation of the generation Y and Z that 

work on R&D center, there has been relatively little formal 
research. 

This study firstly explains the individual and organizational 

characteristics of generation Y and Z in a comparative manner. This 

study provides comparative information on the attitude and work 

motivation of gene Y and gene Z in the workplace. The 

intergenerational differences of R&D employees who constitute the 

main axis of the study are discussed within the context of 

organizational motivational determinants. The studies and 

researches on this subject have been compiled and analyzed in a 
holistic manner. 

2. Generation Y

Generation Y is a collective termused to refer to those ―born 

between 1980 and 2000, also referred to as the Internet or dot.com 

generation‖. Generation Y grew up in a time of economic expansion 

and prosperity, but is maturing during years of economic 

uncertainty and upheavals. Many Yers have work experience while 

being a student before they graduate from school and enter the full-

time workforce. It is assumed, ―therefore, that they have clear 

expectations about what they want to do, for whom they work, and 
who they want to be in the future‖ [4]. 

They favor an inclusive management style, tend to dislike 

slowness, and desire immediate feedback about their performance 

[5]. Baruch (2004) argues that ―they seem to be less interested in a 

lifelong job, but more interested in challenging and meaningful 

tasks that help to achieve high career goals‖ [6]. Nevertheless, 

enjoying a fulfilled and balanced life also appears to be a motivator 

for this generation. They are willing to fight for freedom, and value 

home and family. Different from Generation Xers and other older 

employees, the Yers want to enjoy their work but not let it rule their 

lives. Employment flexibility is away of achieving work-life 

balance, so management and organizational culture should support 

such flexibility [7].  Generation Yers have a drive for career 
success, and crave opportunity and responsibility [8]. 

In the workplace, Suleman and Nelson (2011) described ―Gen 

Y as providing competitive advantages to companies because Gen 

Y employees are highly educated, well-versed in technology, 

innovative and confident‖ [9]. On the other hand, ―Gen Y 

employees have also been found challenging to deal with as they 

not only demand clear instruction and instant feedback (Saxena and 

Jain, 2012; Petroulas, et all, 2010) but also has a short-term focus 

and low loyalty to companies‖ [10]. 

The Ys are the first technologic and global generation of the 

world. Their most distinctive trait, which differs from other 

generations, is that they live together with the technology. 

Therefore it is remembered as the ―most technological generation‖. 

The Ys often use technology in order to carry out the tasks they are 

commissioned. We may suggest that their adaptation capacity is 

high. They are a generation who is able to keep pace with change, 

even like and want it. They are aware of speed of change. They can 

fulfil their all sorts of work very quickly. The Ys do not like waiting 

and do not know to be patient [11]. 

On the other hand, the members of the Generation Y can think 

more globally than the other generations can do as they were born 

into a globalized world. They respect other races, sexes, ethnic 

origins, cultural values and sexual choices. Depending on the 

terrorist attacks they suffered from, instabilities in politics and their 

distrustfulness for authority and politicians, the Ys prefer making 

short-run plans to long-run plans. Another trait of the Ys is that 

―they want any job they do to be fruitful and different. As they are 
resolved and selfreliant they hold their motivation high‖ [11]. 
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Thanks to the advantage of being a technological generation the 

employees of the Generation Y do not have any difficulty in 

researching and may use the information they get for their job. They 

easily may access to information and use it to solve the common 

problems of the company they work for. ―The Ys have an ability to 

compile information from different sources and use it to solve the 

problems filtering out the information they gather as they are 

exposed to information bombardment since they were born‖ [12]. 

The Y employees want to be led at the corporation they work for 
and prefer an individual work supported by coaching.  

In order to motivate the Generation Y, who challenge the 

authority, do not like the orders and hierarchy and not are impressed 

by the title and position, need a manager believing in and 

supporting them. As the children who grew up with the family 

support they want the older staff to be their manager – not their 

fellows. ―They need the fellow to have fun in the workplace and set 
up a pleasant work environment‖ [11]. 

The Generation Y expecting quick promotions because of their 

impatient personalities may easily change the job unless they are 

promoted. Changing job seems to be a normal thing for this 

generation. The Generation Y, with its character open to change, do 

not have a difficulty in adapting to the new companies in which 

they are employed. Therefore they prefer working to live to living 

to work. The members of this generation who are able to do more 

than one job at the same time and prefer multitasking jobs – even 

careers – want to be known by their careers not the job they do. The 

employees of the Generation Y attaching importance to the spiritual 

values in business life and demanding their opinion to be asked 

always want to be active in the company. ―Instead of being a part of 

a chain that is unaware of what it is doing, they choose to be in a 

critical position regarding the vision of the company and involve in 
the innovation works to improve the company‖ [13]. 

The members of the Generation Y work to become free not for 

money. They aim to improve their careers together with their 

seniors coaching them. They lean towards teamwork within the 

corporation in order to gain their personal goals. ―The Ys, who want 

to work for technology-integrated companies thanks to their 

entrepreneurial and innovative spirits, prefer using instant 

messaging and e-mail. Initially they may discourage the companies 

because of their different personalities. But soon after they start to 

work, they may make a breakthrough for the companies that 

achieve to obtain efficiency from them. The way to keep the Ys in 
the company is to motivate them‖ [11]. 

3. Generation Z

The Generation Z, ―consisting of the people born since 1995, 

are also called as Children of Internet, Digital Generation, Digital 

Natives, Media Generation, .com Generation, iGen or Instant 
Online‖ [14].  

The most distinctive traits of the Generation Z are reliance, 

freedom, individualism, addiction to technology and speed. There is 

a great difference in terms of utilizing technology between this 

generation and the Generation X, who are their parents. The Zs are 

the children of PC, GSM and Internet. The members of the 

Generation Z trying to comprehend the rapidly changing world and 

grow up in it are the generation of the future. The evaluations 

carried out regarding the Z generation cannot go beyond 

supposition as they are under age, their personalities are not 

maturated and it is not known what events may have an impact on 

them in the years to come. The Generation Z, the children of the Xs 

that were an important generation, is a complete technology 

generation as they were born into technology rather than being 

accustomed to it. They have been equipped with the technological 

devices since they were babies. ―The members of the Z generation 

who were born into a techno-global world can get contact with any 

person in any location of the world in seconds and share 

information. The Zs that may be called as the technology addict 

have a command of Internet technology, play Internet-based games, 

socialize on Internet environment, like to be online 7/24, get 
information from Internet and share continuously something‖ [11]. 

One of the positive traits contributed to this generation by the 

Internet technology is that they are able to be interested in more 

than one subject at the same time. As their ability to be interested in 

more than one issue is highly advanced, they are thought to have the 

highest motor skill synchronization for hand, eye and ear in the 

history of humanity. The Zs like activities and games allowing 

creativity. Their most distinct traits are socializing through Internet, 

consuming rapidly, practicality and speed, interactivity, efficiency, 

dissatisfaction and being result-oriented. They suppose anything 

possible in the World and can do everything thanks to their 

equipment. Their self-reliance is high. They tend to be efficient and 

innovative. ―They are expected to live under better living standards, 

longer and be wealthier than the previous generations thanks to the 
advanced technology. The Zs still continue to study today‖ [11]. 

Gamification is a delightful concept: it is a creditable idea to use 

―video game elements to improve user experience and user 

engagement in non-game services and applications‖ [15]. İncreased 

engagement is claimed to have numerous benefits like improved 

performance and greater user satisfaction [16]. The basic mechanics 

of gamification are closely related to the mechanics of game design: 

addressing the human desire for socializing, learning, mastery, 

competition, achievement, status, self expression, altruism, or 

closure [16]. An important element of games and thus gamification 
is to make small steps of progress visible and thus look greater. 

Nowadays, the theories of gamification that are closely related 

to gen Z, and these effects on their business life are important. On 

the other hand gamification is technology that can drive gen Z 

engagement at work. ―Gamification is the application of big data 

and video game mechanics to workplace activities. With many 

companies already using contests and competitions to engage their 

employees, gamification technology can help formalize a 

performance-driven culture. It can also teach new skills and 

increase transparency with real-time feedback, he added — all traits 
that appeal to those in gen Z‖ [17]. 

4. Generational Motivational Differences at the

Research and Development Services (Gen Y and Gen 

Z) 

In addition to deciding the types of HRM motivators and 

incentives to be used, unlike any other industry or field, an 

organization with employees in research and development must 

consider other underlying factors. One of these factors is 

generational differences. Studies show that ―in order for an 

organization to build an effective retention plan and keep its 

employee base highly motivated, strategies and tactics need to be 
tailored to reflect generational differences‖ [18]. 

For decades researchers have acknowledged that both pecuniary 

and nonpecuniary incentives play a critical role in research and 

development or innovative activity. In the previous chapter, we 

emphasized the personal characteristics and various determinants of 

the generation y and z. Adaptation to technological changes and 

innovative ideas that affect deeply both generations are important in 
R & D services [18]. 

According to the (2014) Millennial Branding and Randstad US' 

research, reveals other attributes that distinguish Gen Z and Gen Y 

employees. ―Gen Z has a clear advantage over Gen Y because they 

appear to be more realistic instead of optimistic, are likely to be 

more career-minded,  and can quickly adapt to new technology to 

work more effectively,‖. ―Additionally, since Gen Z has seen how 

much Gen Y has struggled in the recession, they come to the 

workplace better prepared, less entitled and more equipped to 

succeed.‖ Research (2014) by Millennial Branding and Randstad 

US provides an insightful picture of what employers can use to 
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motivate, drive and inspire this newest generation as part of their 

overall recruitment and retention strategy. ―Generations are 

increasingly separated along narrower age bands, requiring 

managers to juggle the needs and preferences of four or even five 

distinct generations working side by side‖ [19]. 

Table 1: An Overview of The Working Generations (Gen Y and Gen Z) 

Characteristics 

Gen Y 

(Born between 1980-

1995) 

Gen Z 

(Born between 1995-

2010) 

Formative 

Experiences 

9/11 Terrorist Attacks 
Playstation 

Social Media 

Invasion Of Iraq 
Reality Tv 

Google Earth 

Glastonbury 

Economic Downturn 

Global Warming 
Global Focus 

Smart Devices 

Energy Crisis 
Arab Spring 

Produce Own Media 

Cloud Computing 
Wiki-Leaks 

Aspiration Freedom And Flexibility Security And Stability 

Attitude Toward 

Technology 
Digital Natives 

‗‗Technoholics‘‘ – 

Entirely Dependent On It : 
Limited Grasp Of 

Alternatives 

Attitude Toward 

Career 

Digital Entrepreneurs – 

Work ‗‗With‘‘ 
Organisations Not 

‗‗For‘‘ 

Career Multitaskers – Will 
Move Seamlessly 

Between Organisations 

And ‗‗Pop-Up‘‘ 
Businesses 

Signature 

Product 
Tablet / Smart Phone 

Google Glass, Graphene, 
Nano-Computing, 3-D 

Printing, Driverless Cars 

Communication 

Media 
Text Or Social Media 

Hand-Held (Or Integrated 

Into Clothing) 

Communication Devices 

Communication 

Preference 
Instant Messaging Facetime 

Source:Barclays Wealth: Talking About My Generation: Exploring The 

Benefits Engagement Challenge (2013). 

According to the table (Tab.1), which shows the main 

characteristic and motivational differences of gen Y and gen Z, the 

managers and human resource planners of the R & D firms should 

take into account the significant inter-generational differences. The 

potential innovative side of the Y and Z generation should be 
evaluated separately by the managers. 

Generation Yers are generally described ―aswell-educated, 

confident, socially conscious and having integrity and setting and 

achieving personal goals matters to Generation Y‖. Research 

studies also proved that Generation Yers want clear directions and 

managerial support while at the same time, they demand 
responsibility and flexibility to get tasks done in their own way [4]. 

That this generation is career orientated is also reflected in their 

being prepared to work hard, at the expense of their work–life 

balance, at the early stages in their career so as to progress. At the 

same time, there are expectations of having some flexibility in 

working hours and of having a level of salary commensurate with 

graduate employment. Therefore Generation Ys can be seen to be 

seeking a fair effort–reward equation. ―Generation Ys apparently 

tend to seek encouraging and supportive management styles that 

would allow them to perform well in a dynamic working 

environment‖ [20]. 

The members of Z generation accessing to any kind of 

information on Internet they need are supposed to be the most 

connected generation ever born. The Generation Z perceive the 

technology as a part of usual life but not an innovation, convenience 
or a requirement one must be accustomed to [11]. 

As compared with the previous generations they start to be 

educated at the earlier age and get a developed and planned 

education. They may benefit from the advantages of the education 

they get in business life. Just a few of them can work because of 

their age. Based on the specified traits of the Generation Z, ―they 

are expected to have characteristics such as multitasking, efficient 

technology utilization, individualism (not to like the teamwork), 

creativity, global point of view and preference of non-standard and 

personalized works‖ [11]. 

The disparate life experiences encountered by different 

generations may affect each generation‘s value for extrinsic 

rewards. More recent generations have more individualistic and 

materialistic value orientations than past generations. ―On the other 

hand the notion that extrinsic rewards such as pay, material 

possessions, and prestige are the primary factors that motivate 
humans to work is as old as the scientific study of work itself‖ [21]. 

In contrast today‘s young generation is more motivated by 

innovative work than by money. Given that they saw their parents 

work too hard and spend less time at home, and that they are more 

likely to be laid off themselves, Gen Z members may believe that 

there is more to life than a big salary, resulting in a lower value for 

the extrinsic rewards by Gen Z [21]. ―Nevertheless, based on the 

belief that Gen Z cares more about volunteerism and social issues, a 

number of companies, as a way to attract younger employees, have 

introduced extensive volunteer programs that allow employees to do 
volunteer work on the company‘s time‖ [21]. 

To sum up, Gen Y and Gen Z love the idea of freedom at work. 

Whereas others may be motivated by classic career models or the 

prospect of a high salary, having meaningful work is the number 1 

motivation factor for these younger generations. Work is not an end 

in itself – it must have a deeper meaning, be fulfilling and enable 

you to achieve tangible goals. To reach these goals, the place of 

work is irrelevant. Especially if your workplace is a place that can 

improve R & D and quality services. ―Younger generations see 

traditional office workplaces with a presence culture and rigid 

hierarchies as more of an obstacle to productive work. By contrast, 

the importance of flexible working models is increasing: the content 

of the activity is detached from space and time‖ [22]. 

5. Discussion

Understanding the work values of new generation young 

individuals helps organizations appreciate how to structure jobs, 

working conditions, compensation packages, and human resource 

policies to attract Gen Z. ―What a other different generation valued 

or expected from work when he or she was young may be very 

different from what a member of Gen Z values coming into the 

workplace‖ [21]. Thus, the management techniques that were 

effective for young workers 20 years ago may not work now. In 

addition, the same old recruiting techniques outlining the same old 

jobs may not be effective for each new generation as it enters the 

workforce. ―For example, many companies recognize they should 

have a stronger presence on Internet sites such as Facebook. But 

what should those advertisements and company descriptions 

emphasize—what will be most likely to attract Gen Z? What 

motivates Gen Z to work, and what do its members want out of a 

job? The answers to these questions should drive the recruiting and 

retention techniques used by companies. Thus empirical research 

conducted on generational work values of Gen Z is needed‖ [21]. 

The limited research on generational differences in work values 

and work motivation has often relied on nonempirical data 

(anecdotes, interviews) or problematic methods (cross-sectional 
studies, which cannot separate the effects of age and generation). 

―The effects of age can be explained by generational 

differences, as younger employees may not perceive the standard 

nine-to-five working day as a norm and may be more willing to 
explore flexible working time arrangements‖ [23]. 
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Employees who want a lot of creativity intensity in their work 

may need to be given more flexibility in choosing the most 

appropriate times to realise their creative potential. Managers of 

R&D employees might discover that offering freedom in choosing 

daily and weekly working time in creativity intensive R&D jobs 
may benefit both the employer and the employee [23]. 

6. Conclusion

This study contributes to the literature with the compared 

analysis, of the work values and work motivation of Gen Z and Gen 

Y, important in R&D services. R&D employees prefer to challenge 

themselves generally to do better than others, due to the 
requirements of their roles in creativity and risk-resistance. 

Young workers are now entering the workforce with different 

values, on average, from other older generation, which may affect 

recruitment and management. The ambition and idealistic role of 

the new generations makes them able to develop in a motivational 

way. 

Managers are encouraged to both recruit R&D professionals 

who are intrinsically motivated and identify the rewards and 

recognition practices that serve to promote intrinsic motivation 

among existing employees. Unfortunately, intrinsic motivation 

cannot be administered directly; rather, intrinsic benefits must be 

provided ―more indirectly in the provision of facilitating conditions, 

through, for example, task assignments (e.g., providing more 

challenging assignments).‖ ―HRM practices should emphasize self-

actualization, self-control, and self-regulation (e.g., through the use 

of flexible working arrangements, team-based job design, and 
formalized career development)‖ [18]. 

In sum, it appears that both intrinsic and extrinsic motivation 

resources are important to R&D employees. But considering 

intergenerational differences of R&D employees design an 

appropriate mix of extrinsic and intrinsic incentives is important. 

It is important to adopt change in order to make the 

achievements of R & D studies sustainable and to prevent inter-

generational conflicts. ―Moreover, the nature of work itself, and 

creative knowledge work in particular, has changed considerably in 

recent decades, and younger professionals entering the workforce 

might be more able to adapt to those changes by using more flexible 

working time to improve their individual competitiveness in the 
creative R&D labor market‖ [23]. 

Overall, generational characteristics have a strong impact on the 

work attitude and motivation that creative R & D employees. It 

appears to be unwise to have similar working motivation factors for 

all generations. Working conditions (such as motivation and value 

factors) that ignore the generational preferences of the employee 

may make work results less efficient and could harm the well-being 

of the employee, at least in the case of the creative R&D employees 
covered by this study. 

7. References

[1] Saba T. (2013). Understanding Generational Differences in the

Workplace: Findings and Conclusions, Industrial Relations Centre
(IRC)  School of Policy Studies Queen‘s University Kingston.

[2] Kupperschmidt, B.  (2000). Multigenerational Employees:

Strategies for  Effective Management. Health Care Manager, 19,

65-76.

[3] Ozkan M. and Solmaz, B. (2015). The Changing Face Of The

Employees- Generation Z And Their Perceptions Of Work,
Procedia Economics and Finance, 26  ( 2015 )  476 – 483.

[4] Wong I. A., Wan Y. K. P. and Gao J. H. (2017). How to attract

and retain generation Y employees? An exploration of career choice

and meaning of work. Tourism Management Perspectives  23

(2017) 140 –150.

[5] Francis-Smith, J. (2004). Surviving and thriving in the
multigenerational workplace. Journal Record, 1.

[6] Baruch, Y. (2004). Managing careers: Theory and practice.
London: Prentice Hall.

[7] Maxwell, G. A. (2005). Checks and balances: The role of

managers in work-life balance policies and practices. Journal of
Retailing and Consumer Services, 12(3), 179-189.

[8] Kerslake, P. (2005). Words from the Ys. New Zealand

Management, 52(4), 44-46.

[9] Suleman, R., and Nelson, B. (2011). Motivating the millennials:

Tapping into the potential of the youngest generation. Leader to
Leader, 2011(62), 39–44.

[10] Vui-Yee K. and Paggy K. (2018). The Effect of Work

Fulfilment on Job Characteristics and Employee Retention: Gen Y
Employees. Global Business Review 21(2) 1–15.

[11] Berkup Baysal S. (2014). Working With Generations X And Y

In Generation Z Period: Management Of Different Generations In

Business Life. Mediterranean Journal of Social Sciences, Vol 5 No
19.

[12] Buckley, R. Beu D. Novıcevıc M. Sıgerstad T. (2001)

Managing Generation Next: Individual and Organizational
Perspectives", Review of Business, Vol.22/1.

[13] Schawbel, D., (2013) Millenials vs. Baby Boomers: Who

Would You Rather Hire? http://business.time.com/millenials-        

vs-baby-boomers-who-would-you-rather-hire (Date Accessed:
26.04.2019).

[14] Levickaıte, R. (2010) Generations X Y Z: How Social

Networks Form The Concept Of The World Without Borders The
Case Of Lithuania,  Liımes.

[15] S. Deterding, M. Sicart, L. Nacke, K. O‘Hara, and D. Dixon,

―Gamification. using game-design elements in non-gaming

contexts,‖ in Proceedings of the 2011 annual conference extended

abstracts on Human factors in computing systems, New York, NY,
USA, 2011, vol. 2, pp. 2425–2428.

[16] Korn O. and Schmidt A. (2015). Gamification of business

processes: Re-designing work in production and service industry.

Procedia  Manufacturing    3   ( 2015 )   3424  –  3431.

[17]https://www.cmswire.com/digital-workplace/building-a-culture-
that-attracts-generation-z/. (Date Accessed: 26.04.2019).

[18] McAllister R. B. and Vandlen C. E. (2010). Motivating

Employees in R&D, Cornell HR Review.

[19]http://millennialbranding.com/2014/geny-genz-global-
workplace-expectations-study/ (Date Accessed: 26.04.2019).

[20] Maxwell G. A., Ogden S. M. and Broadbridge A. (2010).

Generation Y‘s Career Expectations and Aspirations: Engagement

in the Hospitality Industry. Journal of Hospitality and Tourism
Management,17, 53–61.

[21] Twenge J. M., Campbell S. M., Hoffman B. J. and Lance C.

(2010). Generational Differences in Work Values: Leisure and

Extrinsic Values Increasing, Social and Intrinsic Values Decreasing.
Journal of Management Vol. 36 No. 5, 1117-1142.

[22] https://www.nfon.com/en/news/blog/blog-detail/3-common-

workplace-habits-millennials-and-gen-z-will-eliminate/ (Date
Accessed: 26.04.2019).

[23] Hazak A., Ruubel R. and Virkebau M. (2018). When would

creative R&D employees like to work?, International Journal of
Organizational Analysis, EmeraldPublishingLimited 1934-8835.

53

INTERNATIONAL SCIENTIFIC JOURNAL "INNOVATIONS" WEB ISSN 2534-8469; PRINT ISSN 1314-8907

YEAR V, ISSUE 2, P.P. 50-53 (2019)

https://www.cmswire.com/digital-workplace/building-a-culture-that-attracts-generation-z/
https://www.cmswire.com/digital-workplace/building-a-culture-that-attracts-generation-z/
http://millennialbranding.com/2014/geny-genz-global-workplace-expectations-study/
http://millennialbranding.com/2014/geny-genz-global-workplace-expectations-study/
https://www.nfon.com/en/news/blog/blog-detail/3-common-workplace-habits-millennials-and-gen-z-will-eliminate/
https://www.nfon.com/en/news/blog/blog-detail/3-common-workplace-habits-millennials-and-gen-z-will-eliminate/



