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The Job Market Through Gen Z’s Eyes 

Summary 
Generation Z is entering the job market — and transforming it. Money is no longer the top priority, 

and job seekers aren’t swayed by traditional perks like meal vouchers. Today, wellbeing, continuous 

learning, flexibility, and sustainability lead the way. Young people are asking: “Does my work have 

meaning?” To stay competitive, companies and institutions must adapt to this new mindset. They 

need to offer digitalization, less bureaucracy, and, above all, genuine attention to their employees. 

Irena Krcháková 

 

     Key points 
• Generation Z is redefining what they expect from employers. A company’s reputation  

for sustainability and employee wellbeing often determines whether a job offer is accepted. 

• Keeping young employees loyal means offering mental health support and opportunities  

for self-development. 

• Traditional models of work and career growth designed for Generations X and Y no longer reflect 

the reality of the digital economy. 
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The job market has been evolving faster in recent years than at any other time in modern history. 

Digitalization, automation, and the rise of artificial intelligence are transforming how we work, learn, 

and communicate. Into this rapidly changing environment enters Generation Z — young people born 

after 1995, who have grown up in a connected, digital, and constantly shifting world. 

This generation brings new values and expectations to the workplace, fundamentally reshaping not 

only human resources but also the very nature of employment itself. Gen Z emphasizes meaningful 

work, personal growth, flexibility, and mental wellbeing, viewing money as a means to achieve these 

goals rather than as an end in itself. At the same time, Generation Z possesses exceptional 

technological skills, a strong capacity for rapid adaptation, and a deep awareness of sustainability  

and social responsibility. 

For governments, employers, and educational institutions alike, this generational shift presents  

a major challenge. Traditional models of work, education, and career progression — designed  

for Generations X and Y — no longer align with the realities of the digital economy or the evolving 

preferences of young people. Employment and learning policies must therefore adapt to new needs 

and risks: from greater flexibility in work arrangements and a stronger focus on mental health,  

to lifelong learning initiatives and an updated legislative framework for digital HR processes. 

Generation Z 

Generation Z brings a new ethos to the labor market, reshaping the relationship between employers 

and employees. Unlike previous generations, Gen Z seeks meaning, flexibility, personal growth,  

and fairness at work — not just financial security. This shift is visible across Europe as well as  

in the Czech Republic. 

At the same time, Gen Z faces a number of challenges: high levels of stress and burnout, uncertainty 

associated with entry-level positions, limited access to flexible work arrangements, and weak 

institutional support for lifelong learning. According to Forbes, more than one-third of this generation 

experiences symptoms of chronic exhaustion or depression (Šulko, 2025). 

From a macroeconomic perspective, Generation Z will play a crucial role in sustaining economic growth 

and public finances in the coming decade. The declining number of young workers and an aging 

population underscore the need for governments and institutions to retain young talent in domestic 

labor markets and motivate them to engage in long-term employment. 

Generation Z in Demography and Economics 

Meet Generation Z 

Generation Z includes people born roughly between 1995 and 2010. Today, they represent a group 

that is either completing their studies or has already been active in the labor market for several years. 

Unlike millennials, who experienced the transition from an analog to a digital world, Generation Z grew 

up in an environment of constant connectivity — they are mobile, information-saturated,  

and accustomed to instant feedback. 

According to data from the Ministry of Education, Youth and Sports, young people aged 15 to 29 made 

up approximately 18.5 percent of the Czech population in 2012, and this share is expected to decline 
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slightly over the next thirteen years (MŠMT, 2012). The Czech Republic thus faces a similar 

demographic challenge as most of Europe: a shrinking youth population alongside a growing share  

of people aged 65 and over. Employment among 20–29-year-olds in the Czech Republic stands  

at around 62.8 percent, according to Eurostat (Trading Economist, 2024). This indicates that most 

young people are active in the labor market, though many experience varying levels of job stability  

and often face uncertainty. 

Demographically, many European countries — including the Czech Republic — are confronting  

the twin trends of population aging and a declining proportion of young people. This shift means  

that Generation Z is assuming greater responsibility for the sustainability of public systems  

such as pensions and healthcare, as well as for long-term economic growth. 

Financial Security, Values, and Priorities 

Today’s twenty-five-year-olds are significantly different from employees of the same age ten or twenty 

years ago. Self-care has taken precedence over aggressive career advancement and financial gain. 

According to Deloitte, up to 70 percent of Gen Z members engage in skill development at least once  

a week, highlighting how essential continuous learning and professional growth are to them.  

At the same time, only 6 percent view reaching a managerial position as their main career goal, while 

an overwhelming majority (89 percent) say that purpose — having meaningful work — is their top 

driver of job satisfaction. 

Deloitte also reports that only half of young respondents feel financially secure, and more than half 

live paycheck to paycheck (Deloitte, 2025). This combination of high ambition and financial insecurity 

creates pressure that often manifests as elevated stress levels and higher job turnover. 

A Forbes analysis builds on these findings, showing that 37 percent of young Gen Z employees 

experience stress, depression, or symptoms of burnout at work (Šulko, 2025). 

According to ManpowerGroup, most Czech employers are already adjusting their HR processes  

to attract and retain young talent. “Generation Z is key for us. They bring new ideas and energy  

that are invaluable to our company. To attract them, we focus on authenticity, innovation,  

and meaningful stories. We aim to create an environment where young people feel valued and have 

the opportunity to develop their talent,” says Michaela Roško, Group HR Director at Wikov Industry 

a.s. (ManpowerGroup, 2025). 

The labor market must adapt quickly to the new expectations of young workers — offering flexibility, 

wellbeing, mentoring, and growth opportunities. Otherwise, a portion of the younger workforce may 

turn to independent forms of work or seek opportunities abroad. 

Work Values and Preferences of Gen Z 

Meaningful Work 

Members of Generation Z aren’t looking for just any job that provides an income — their work needs 

to have meaning and bring a sense of fulfillment. That’s why young people tend to prefer organizations 

that clearly communicate their mission, principles, and ideally also their commitment to sustainability, 

social impact, and responsibility. 
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While financial compensation remains important — Gen Z is well aware that rent, bills, and other 

expenses must be paid — salary is not among the top five factors influencing their decision to accept 

a job offer. During interviews, young candidates are more likely to ask about company culture, fair 

working conditions, opportunities for personal growth, and time flexibility. 

Flexibility 

For Generation Z, flexibility is one of the most important criteria when choosing a job. They not only 

value but expect the ability to combine remote and on-site work, take advantage of part-time 

arrangements, or enjoy more flexible working hours. Closely tied to this is their demand for greater 

autonomy — they want to decide for themselves where they work from, how they communicate  

with their supervisors, and how they manage their own tasks. 

Generation Z is also the first cohort to have grown up entirely in a digital environment. Technology  

is second nature to them, and online communication feels completely natural. They therefore expect 

a fully digital recruitment process, the ability to sign contracts via mobile applications, and streamlined 

procedures without unnecessary bureaucracy. Speed of response and user comfort are just  

as important during recruitment as they are in day-to-day work. 

Development, Learning, and Loyalty 

Generation Z views a career as a continuous learning journey. “Seventy percent of respondents report 

developing career-related skills at least once a week, compared to 59 percent of millennials (those 

born between January 1983 and December 1994). Moreover, Generation Z increasingly spends 

personal time improving these skills, with 67 percent saying they do so outside working hours — either 

before or after work, or on their days off,” states a Deloitte report (Faber, E., 2025). 

This learning often takes the form of self-education through online courses, micro-learning,  

or specialized certifications. Young employees are not afraid to change fields or switch roles if they feel 

their personal or professional growth has stalled. 

This brings new challenges in terms of loyalty. High turnover among young workers is driven not only 

by salary expectations but also by a reluctance to feel “stuck.” If a company cannot offer a clear path 

for growth, young people quickly look elsewhere — often beyond traditional employment structures. 

An increased emphasis on mental wellbeing and work–life balance is one of the most striking trends. 

For Generation Z, wellbeing has become an integral part of working conditions — they expect openness 

about mental health, space to talk about stress, and access to support (for example, coaching, flexible 

leave, or hybrid work arrangements). In this regard, perfection is not expected from employers —  

but honesty and a willingness to listen are. 

Impact on Companies 

Transformation of Corporate Culture 

The entry of Generation Z into the labor market represents one of the most significant cultural shifts 

for employers in recent years. Young workers reject rigid hierarchies, preferring open communication, 

mentorship, and a more collaborative approach. Successful companies are increasingly defined  

by a more informal culture built on trust and transparency rather than control. 
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Most young job seekers expect their work to have a broader social impact and contribute to causes 

such as sustainability and diversity. Employers who can clearly communicate these values have a much 

better chance of earning the loyalty of young employees. 

Employee Support and Workplace Benefits 

Money, flexible working hours, a multisport card, and meal vouchers — these were the top benefits 

valued by previous generations. The focus used to be primarily on financial gain: salary levels, saving 

money on lunch (meal vouchers), and free access to sports (multisport cards). Today, this list looks 

entirely different: flexible schedules and remote work, wellbeing and mental health support, lifelong 

learning, and personal development. If two-thirds of Gen Z members are committed to further 

education, this represents a clear challenge — and opportunity — for employers. 

This trend is pushing companies to rethink their approach to learning and development. Traditional 

training sessions are being replaced by microlearning formats, mentoring programs, and personalized 

development plans. Investment in internal education is becoming a competitive advantage rather than 

a cost. 

Turnover among young employees remains high, placing pressure on employers to create working 

conditions that foster retention. HR experts note that most Czech companies need to adapt their HR 

processes — particularly by introducing flexible schedules, hybrid models, and greater autonomy. 

Equally important is psychological support. Deloitte data show that 40 percent of Gen Z members feel 

stressed or anxious “most of the time,” and roughly one-third say their primary source of stress is work. 

This highlights the need for modern HR professionals to focus not only on performance motivation  

but also on burnout prevention, employee wellbeing, and a sense of psychological safety. 

International Inspiration 

The Netherlands: Flexibility as the Standard 

The Netherlands ranks among the European countries with the highest share of part-time employment 

— roughly half of all employees work part-time. Flexible work models are supported through tax 

incentives and clear legislation, which reduces administrative burdens for employers. Young people 

commonly combine their studies with part-time jobs, while the law protects their employment rights 

to the same extent as those of full-time workers. This model increases employment among graduates 

and parents while allowing companies to manage their workforce more efficiently. 

Denmark: The Flexicurity System 

The Danish labor market is built on the concept of flexicurity — a combination of flexibility  

for employers and security for employees. Dismissals are relatively easy, but the state guarantees  

a high level of social support and opportunities for retraining. 

For Generation Z, this model is particularly attractive due to its strong focus on lifelong education  

and reskilling throughout one’s career. These programs are fully digitalized and funded through  

a public–private partnership system, significantly reducing the risk of long-term youth unemployment. 
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Finland: Digitalization and Trust 

Finland is a leader in the digitalization of work processes. Electronic signatures, contracts, and HR 

documentation are standard practice, enabling fully online recruitment and management  

of employment relations. 

The state supports education through micro-credentials — short certified courses recognized by both 

employers and universities. This framework, developed since 2021, has significantly enhanced mobility 

and reskilling opportunities for young workers. 

France: Engaging Youth in Public Policy 

France launched the program “1 jeune, 1 solution” (“one young person, one solution”), which brings 

together public funding, internships, retraining opportunities, and support for youth entrepreneurship 

under a single framework. The program has helped young job seekers gain practical experience  

or secure employment. 

The initiative emphasizes not only economic activity but also the social and environmental impact  

of work — perfectly aligning with the core values of Generation Z. 

Conclusion – A Challenge for Czech Companies 

Generation Z brings a new ethos to the labor market: purpose, flexibility, mental wellbeing,  

and continuous development. However, the Czech legal framework, education system,  

and employment policies still lag one step behind. The goal of public policy should therefore be  

to create conditions that reflect these expectations while strengthening competitiveness  

and productivity. 

A key first step is to simplify and digitalize employment processes. Employment contracts, onboarding, 

and training should all be fully electronic, utilizing national digital identity tools such as BankID  

or the data mailbox system. The digitalization of HR processes would streamline recruitment, speed 

up administration, and make both companies and public institutions more attractive to young 

candidates. 

At the same time, legislative and tax support for flexible forms of work must be strengthened.  

Part-time employment, remote work, and project-based collaboration are standard modes of work  

for Generation Z. Clearly defined rules for working from home, tax incentives for part-time 

employment, and reduced administrative burdens would enable broader use of these models —  

and in turn, increase youth employment. 

Another crucial area is the development of a lifelong learning system. The Czech Republic needs  

a framework that recognizes short-term and informal learning formats (micro-credentials). Integrating 

these qualifications would improve young people’s ability to adapt to a changing labor market  

and boost the competitiveness of the national economy. 

Employment policy should also reflect Generation Z’s emphasis on mental wellbeing and meaningful 

work. Companies and institutions should be encouraged to introduce programs that support wellbeing, 

mental health, and work–life balance. Allowing these initiatives to be tax-deductible or integrated  

into employee benefits could serve as a strong incentive. 

Overall, the Czech Republic should move toward a model that connects digitalization, flexibility,  

and education as the three pillars of a modern labor market. Generation Z is not a threat to traditional 
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models, but rather an opportunity to move the Czech economy toward greater innovation, 

productivity, and social sustainability. 
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and public sphere through professional and open discussion. 
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society today. 

 

 


