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Abstract:

Today's global business expectations are changing by keeping up with the
rapidly changing world. In this respect, different business areas take shape and the
competencies expected from the recruited people also diversify. Therefore, it is more
important for organizations to find individuals with high potential to recruit and keep
them within the company. Generation Z has now been added next to the X and Y
generations, which cover the largest part of the business world. Although it is not
clear how this generation will affect the business world, many researches have been
made on this subject and are still being interpreted in this context. The purpose of this
research is to understand the perspective of Generation Z towards the business world
and their expectations from the organization which they will work with. The universe
of the research embraces the university students between the ages of 18 and 21. An
online questionnaire was applied to gather information from the participants and the
results were analyzed with the Pearson Chi-Square Test program. Within the scope of
the study, the findings were also examined according to age and gender factors, and it
is thought that certain factors may differ according to gender. However, it is possible
to say that there are no definite differences between the Z group participants whose

peers are very close to each other.

Keywords: Generation Z, Culture, Internship program, Perspective, Employee

expectations, Motivation factors, Human Resources Management



Ozet:

Giiniimiizde kiiresel is diinyasinin beklentileri, hizla degisen diinyaya ayak
uydurarak degismektedir. Bu yonden, farkli is alanlar1 olusmakta ve ise alinan
kisilerden beklenen yetkinlikler de ¢esitlenmektedir. Bu nedenle, organizasyonlar igin
ise alacaklar1 potansiyeli yiiksek bireyleri bulmak ve onlari sirket igerisinde tutmak
her gegen giin daha fazla 6nem arz etmektedir. Is diinyasindaki en biiyiik béliimii
kapsayan X ve Y jenerasyonunun yanina simdi de Z kusagi dahil olmustur. Bu
kusagin is diinyasini nasil etkileyecegine dair net bir bilgi olmasa da bu konuda birgok
arastirma yapilmig ve bu baglamda bu konu hala yorumlanmaya ¢alisilmaktadir. Bu
aragtirmanin amaci, Z kusaginin is diinyasina karsi bakis agisini ve ¢alisacaklari
kurumdan nasil beklentileri oldugunu anlamaktir. Arastirmanin evrenini 18 ile 21 yas
arasi iiniversite 0grencileri kapsamaktadir. Katilimecilardan bilgi toplamak i¢in online
anket uygulanmis ve sonuglar Pearson Chi-Square Test programiyla analiz edilmistir.
Calisma kapsaminda Z kusaginin demografik bilgileri, karakteristik 6zellikleri ve
caligmak isteyecekleri kurumdan beklentilerine dair bilgiler elde edilmistir. Elde
edilen bulgular, ayn1 zamanda yas ve cinsiyet unsurlarina gore incelenmistir ve belirli
faktdrlerin cinsiyete gore farklilik gosterebilecegi diisiiniilmektedir. Ancak yasitlari
birbirine oldukga yakin olan Z grubu katilimcilarin arasinda kesin farklarin olmadigini

sOylemek miimkiindjir.

Anahtar Kelimeler: Z kusagi, Kiiltiir, Staj programi, Bakis agis1, Calisan

beklentileri, Motivasyon faktdrleri, Insan kaynaklar1 yonetimi
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1.

Introduction
Something obscure is seen as a source of fear and threat to people because

fighting with the unknown is harder. The more we know about what will be
encountered, the easier it will be to manage it. This is also the case in organizations.
The attitudes and behaviors of employees in an organization are actually whole of a
system of norms and all these attitudes and norms of behavior that emerge in an
organization procreate a common culture. Before talking about company structure, it
IS important to understand the culture. Although culture is seen as a very general
definition, it is possible to make it more subjective by defining it on the basis of
institutions. It gives us important information about the culture of organizations, their
goals, strategies and business ethics. As human resources employees, it is essential to

understand this culture and to make changes in this culture when deemed necessary.

Today, everything is changing rapidly at any moment. The society in which
we are born and the existing culture affect our potential behavior. At the same time,
people impose on culture, and in some cases change occurs as a necessity. People
born in the 70s, born in the 80s, or born in the 90s witness similar events during their
lifetime. Therefore, each generation differs in itself. However, the previous generation
leaves a legacy to the next generation. Culture is not a rapidly altering phenomenon.
This includes long processes. Past wars, revolutions, inventions or diseases have
helped to define generations over the years. We can compare long-term change to
climate change. Naomi Stanford (2012) tried to explain long and short-term

organizational changes with NASA's definition of weather and climate.

“Weather includes short-term changes measured over a period of minutes or
months and is used to describe air temperature, humidity, precipitation, cloud or wind.
These situations can vary from season to season” (Stanford, 2012). This situation is
similar to the tension that occurs before important meetings in organizations or the
formation of a cheerful atmosphere after a successful business deal. “Climate is the
change in weather averages over a long period of time” (Stanford, 2012). The extent
to which short-term and long-term changes in organizations affect company success is
also an important issue. For example, a company's executive change will affect the

culture of the organization. In a study, the positive and negative effects of a change of



manager on the company in a short and long time were examined (Hughes & Hughes,
2010). Often, boss or CEOs blame the manager for the cause of poor company status
and underperforming employees. Therefore, he can dismiss the current person and
replace him with a new one (Hughes & Hughes, 2010). A success is expected from
this new person in a short time, but even if a short-term project is successful, it is
instant, like the weather. This success cannot be sustained in the long term because it
may be due to a shortage of organizational culture and it takes some time to change
this situation, such as climate change. We can describe the definition of climate as all
the building blocks that form the skeleton of an organization. These building blocks
are formed by elements such as company mission, vision, strategy, employee

diversity, and it appears as a longer-term order.

As diversity in the workplace increases, innovative ideas increase, but
conflicts also arise. Within the scope of this research, the expectancies of Generation
Z from organizations will be mentioned because this generation is defined as the
youngest generation entering the business life today. Organizations need to make
some changes in their structures and bring innovations to understand them and to take
advantage of them in the most efficient way possible. Thereby, in order to distinguish
the difference of a generation from others, it is necessary to recognize and define
other generations whose existence is recognized and has important effects in business
life. First a short description of all generations will be made and some generational

theories will be mentioned along with it in the continuation of this research.

The famous futurist, Alvin Toffler, has a theory under three wave headings.
According to Toffler, humanity has undergone three major waves of change so far.
Each of these has destroyed previous cultures and civilizations and replaced them
with new life forms that would not have come into their minds before (Kaplan &
Carikg1, 2018). While the first wave covers the agricultural society and a very long
period of 10 thousand years ago, the second wave represents the industrial society 300
years ago and the third wave represents the information society that started with the
digital age (Kaplan & Carike¢i, 2018). At this point, the opinion that the new culture
that will come will completely destroy the previous one is open to discussion. So

much so that this progress could not have been like this without a solid ground



underneath. Although the changes in the first and second waves do not disappear, they

are made more developed by keeping up with the new change.

Besides that, if we look at the waves of generations starting from baby
boomers (Baby Boomers), maybe it could be more revealing. In one study, generation
waves were examined through baby boomers. “This generation, born after the Second
World War, dominated the culture of the next 50 years with a high population
explosion. An extreme consumption frenzy began with them. They not only
consumed, but also transformed consumer trends” (Dychtwald). At this point, it can
be said that it is possible to talk about a generation that significantly affected the
global universe just before the transition to the digital age. "Baby booms not only just
buy products, but also they transformed many industries and became what they are
today" (Dychwald). Today, in addition to this consumption craze, young people prefer
both to produce and to consume. The intention of producing should not be thought of
only as a substance. New ideas are put forward every day on the online platform and
thus different projects emerge.

Toffler continues his definition as follows: "The velocity in the first wave is
not seen as important, the second wave is important, but the third wave is defined as
too fast, even beyond impetus” (Kaplan & Carikg1). In terms of speed, if we compare
with the past, everything is spreading and changing much faster today. A natural
disaster or a great technological development in people's life requires change in a
short time and adaptation to this situation. The passage of these waves occurs through
major fractures. “However, since the third wave is beyond speed, the fractures within

itself are very fast” (Kaplan & Cariker).

The baby boomer generation consists of people born between 1946 and 1964
years. Generations born during the population boom years just after the Second World
War refer to this generation. Their loyalty is high, contentious, and they can work in
one place for a long time. (Adigiizel, Batur & Eksili, 2014). This generation has been
an important generation that has politically influenced the course of the world.
According to the ERC's 2011 report, this generation constitutes a hard-working,

idealistic and consistent audience. At the same time, feelings of authoritarianism and



selfishness come to the fore. This generation thinks that working long hours is better

than other generations” (Celik & Giirctioglu, 2016).

Generation X is classified as the generation born between 1965 and 1979
(Alwin, 2002). Generation X individuals are at peace with technology and knowledge,
entrepreneurial, goal-oriented and independent (Adigiizel, Batur, & Eksili, 2014).
“This generation is very sensitive to social events and respects authority. Since they
are raised by baby boomers, they have the potential to solve problems on their own
and display independent attitudes” (Celik & Giirciioglu, 2016). Generation X has
faced the dynamics of a rapidly changing world. They are productive, socialist and
idealistic individuals. Personality traits are generally loyal, ambitious, but positive.
They can work in a job for many years. These people have high job motivation and
job satisfaction. They are respectful to authority and they want to take leadership roles
from time to time (Adigiizel, Batur, & Eksili, 2014). Considering the characteristics of
this generation, the concepts of being loyal and ambitious can explain being more
satisfactory in their business life and their work commitment being higher than the

next generations.

Generation X also cares about the balance between family and work life. They
have undergone radical changes in their social life. For example, they witnessed
technological developments, but it can be said that they do not like change. They
prefer to do what they know in their safe space. Considering their commitment to
business life, loyalty and long-term potential, it is common for technological
developments to discomfort this generation, because with these technological
developments, new professions started to emerge and the functions of many
conventional professions began to change. This situation may turn into a fear that
comes with anxiety in individuals, and in this context, we can say that this situation is

a normal reaction.

Generation Y includes people born between 1980 and 1999. Now almost all of
them have graduated from schools and are employees, managers and even employers.
The most important characteristics of generation Y people is that they desire to work
in a more free and comfortable environment instead of working long hours (Seymen,

2017). The Y generation, which we see that it is sharply separated from some of the



features of the X generation, which educates them, appears as a generation that thinks
more individually and tries to adapt the concept of balance to their lives. Generation
Y, who has been working steadily for many years and observing the X generation,
which is considered to be loyal, obedient, may have wanted to take a different attitude
than the X generation by evaluating the satisfaction achieved as a result of all these.
Looking at the past generations, each generation shows that it directly or indirectly

affects the previous generation with similar or different results.

“Believed to be born between 2000-2020, the first members of the generation
Z will enter the working life in the next five years. Currently, this generation is
graduating from universities” (Adigiizel, Batur, & Eksili, 2014). “This generation,
also known as the Internet generation, was born in communication and transportation
facilities with new technological possibilities. It is also referred to as Generation
Crystal. Generation Z likes to take risks. They are not sensitive to violence. They are
confident and optimistic. This generation is the most equipped generation in the world
in terms of technology and education. These individuals, who have open
communication skills, are hasty, creative and highly social individuals in the virtual
sense” (Seymen, 2017). “Generation Y has lived in better economic conditions than
Generation Z and has been less affected by the economic crises and terrorist incidents
in our country and the world in recent years. Generation Y has experienced the
development process of the digital world very closely and has followed the

development of technology throughout its development” (Seymen, 2017).

“Generation Y is known for constant job change. In fact, one of the reasons for
this is Generation Y's desire to improve themselves. They are more dissatisfied people
in terms of job satisfaction compared to the X generation” (Seymen, 2017).
"Generation Y exhibits a more individual attitude than other generations. This
generation likes to have fun and does not like to work hard. In this respect, they are
especially different from baby boomers. Freedom and the existence of technology that
facilitates them are very important for them" (Celik & Giirciioglu, 2016) “The
important thing for them is not to do the same job and to be the best where they work.
Another important thing for them is to develop and achieve something. While the

previous Generation Y creates your customers and employees today, Generation Z,



born entirely in digital, is your future customers and form your employees” (Seymen,
2017).

1.1 The Importance of the Research:
The birth of the generation Z has been in the digital world with smartphones,

videos, internet and visual technology. There will be potential employees and
managers of the future who adopt innovation rapidly and whose vision is constantly
changing. Learning the expectations of the new generation in business life is an
important phenomenon in terms of rapid production and development. Nowadays,
with the effect of environmental factors, internet usage has gained more importance
and it has been observed that it is difficult for people to adapt to this situation.
However, the generation Z born on the internet does not have any difficulties thanks

to its rapid adaptation.

In addition, we can say that technology has positively changed the horizons
and business expectations of the Z generation. This generation will constantly look for
different experiences and try to draw its own path in this direction. Values such as
flexibility and well-being also affect the worldview of this generation. Generation Z
would be better defined by their ability to think with a wide horizon, have a social
identity that is far from limited thought patterns and open to multiculturalism.

Companies consider the generation Z, which is considered the representative
of the future, as fully equipped in terms of education, development and technology.
The Z generation, which is thought to have the ability to make quick decisions, is
thought to be the secret of their success at this point as it will minimize the loss of
time (Tas & et al., 2017). “Generation Z completes their tasks rapidly thanks to their
ability to use technology at an advanced level. Thanks to the rapid change and
transformation of the world, they have the ability to adapt to changes faster than other
generations” (Celik & Giirciioglu, 2016). So much so that being born in a fast
technological era and witnessing rapid developments may have forced people to act in
this direction and get used to this situation. One of the most important criteria that is
always considered to be important in the business environment is communication.
With good communication, many problems can be disentangled and successful

decisions can be made thanks to healthy exchange of ideas. While it is quite easy for



the generation Z to communicate and express themselves in a social environment,

they may experience the lack of this in face-to-face communication.

1.2 The Goal of the Research:
The aim of this study is to find out the criteria that will enable Generation Z to

adapt to the business world faster and to provide a guide for employers to determine
the regulations they need to make and the anticipates of Christal Generation from the
business lives. In this study, it is aimed to prevent the known generation biases of the
generation Z and to try to understand their expectations from the workplace and to

create mutual satisfaction and the opportunity to achieve the highest efficiency.



2. Theoretical Framework

2.1 Culture and Organization Culture:
Every person is dedicated and has subjective characteristics. According to

Tylor's definition of culture (Naibei, 2014), it can be said that common values,
language, tradition and customs affect all individuals in a society and form attitudes
and behavior patterns belonging to that society. Differences between generations are
also directly proportional to this definition of culture. The influence of generations on
the society in which they were born is reciprocal. It also brings about the change and
development of the generation born to economic, political, social and technological
changes and developments. Thus, each new generation takes to the field in a better
equipped manner than the previous generation. "Generation Z, defined in an article
that mentions its features in the literature in connection with the Internet, can also be

defined as the generation of change" (Dolot, 2018).

The concept of organizational culture is not different from the definition of
culture. Organizational culture is the set of common values that include the values,
behavioral patterns, mission and vision perspectives within an institution. Thanks to
this common culture, individuals in the working environment communicate more
easily and this situation is effective in their socialization. In addition to abstract
concepts, clothes, colors and other materials are also shaped according to the
organizational culture. This culture is often spontaneous and managers are thought to
have little influence (Linstead, 2001; p.10930).

According to another definition, organizational culture creates a structure that
has characteristic features that appear spontaneously in every company. This culture
formation is often uncontrollable and can occur unexpectedly. In addition, a certain
organizational culture can be created by conscious managers. The cultural values
created in a company are important because they significantly affect the morale and
motivation levels of employees. A well-built organizational culture is an important
element that distinguishes that institution from other companies. In this context, this
culture formation has the potential to gain an advantage in the competitive business

environment (Morcos, 2018).



2.2 Diversity in Organizations:
The environments in which generations grow up cause their value judgments

and world views to differ. Each generation can therefore perceive and accept change
differently (Beaman, 2012; Ludviga & Sennikova, 2016). For example, job security is
important for baby booms (Tolbidze, 2008; Ludviga & Sennikova, 2016). They were
affected by the crises experienced when they started working and therefore started to
act more cautiously. These generations may not resist change, but it can be said that
they are less enthusiastic than the new generations (Buahene, 2013; Ludviga &
Sennikova, 2016). Generation X is concerned with the benefit that change will bring
them. If the change will affect them negatively, they will show resistance (Buahene,
2013; Ludviga & Sennikova, 2016). However, in general, this generation is very keen
on change. Generation Y was born and raised in a rapidly changing world (Bourne,
2009; Ludviga & Sennikova, 2016). Generation Z quickly adapts and supports the
changes in institutions. Otherwise, Y generation does not like the rules in the
workplace, wants to be more comfortable and gives importance to education. In
general, this generation is open to change (Ludviga & Sennikova, 2016). As can be
understood from each sentence above, each generation has its own basic
characteristics. It is normal for conflicts to be possible when these different
characteristics of generations are confronted in the business environment. However,
this should not be seen as a problem and should be properly managed. Thus, people of
all generations can work together in cooperation.

Diversification in organizations has often been a complex issue for employers
and employees. This is because how to manage diversity is unknown. It is inevitable
for companies to have people of all age groups with different feelings and thoughts,
values and cultures. Therewithal, it is thought that every 10 or 20 years a new
generation joins the business life by shaking the balance a little. In fact, under all
problems lies the communication problem. “Conflicts arising from generational
differences in the workplace are possible situations and should be considered normal.
However, if the reasons are known, it can be managed properly. Conflicts arising due
to mutual distrust, poor communication or misunderstanding result in low job
satisfaction or turnover” (Sakdiyakorn & Wattanacharoensil, 2018). Hypothetically
speaking, dominant cultures in an organizational culture (manager) may experience

contrast with subcultures, and this can cause conflicts in the company. This situation



10

is seen in institutions that attach importance to and implement diversity and it is very
difficult to manage this diversity. So much so that it is difficult to talk about a single
corporate culture in international companies with different cultures. In this context,
corporate culture can be divided into headings: top management - official institution -
workplace organizational culture. When it comes to organizational culture, it can be
said that it emerges in the workplace environment and this culture generally resists the

upper corporate culture (Linstead & Grafton-Small, 1992; Linstead, 2001).

If generations try to listen to each other and think based on empathy, problems
can be resolved before they grow. In a study, it is mentioned that the differences in the
labor market create some difficulties. In this article different views and characteristics
of Generation Z are brought together and analyzed. This generation, unlike others, has
witnessed rapid technological developments and was born in the internet age (Dolot,
2018). This research was carried out in collaboration with Grupa Aterima, a Polish
business organization. 1162 people participated in the study and 72 percent of these
participants are women. The most prominent feature of this study, in which people
born in 1990 and later participated, is that it is a population that actively influences
and changes social values despite its young age. "In line with the results, 23 percent of
the participants think of moving to a different country than the country they live in.
The research has reached non-generalizable results and only confirmed some
theories" (Dolot, 2018). “At the same time, according to the results of this research,
Generation Z has a very active role in the business world despite its young age. This
situation also affects their lifestyles and causes them to mature in a short time” (Dolot,

2018) This inference should not be taken as a criterion as it is highly generalized.

There is no one rule or one culture that can be taught to manage diversity in
organizations. Every culture has its own special features and there is no one true
culture. Just because successful companies have happy employees doesn't mean they
act in the same cultural context. Every company can achieve this success by following
different paths. Culture is also an organic element and in this context it must be
constantly nurtured and developed. Company cultures change depending on
environmental factors. However, this change should be done in a controlled manner
by the senior management. In this context, diversity in companies can be organized

more easily and conflicts are avoided (Morcos, 2018).
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Diversity in organizations has often been a problem for employers and
employees. This is because how to manage diversity is unknown. It is inevitable for
companies to have people from all age groups, with different feelings and thoughts,
values and cultures. And considering that every 10 or 20 years a new generation joins
the business life by shaking the balance a little, the problem of communication lies at
the heart of all the problems. If generations try to listen to each other and think based
on empathy, problems can be resolved before they grow. One of the scopes of this
research aims to obtain information about the characteristic features of Generation Z
by targeting only the 18-21 age range. The increase in this and similar researches will
enable managers to direct their employees in the right way, while maximizing work

efficiency and workplace peace.

2.3 Communication in Organizations:

Another topic that is thought to be substantial in terms of emphasizing the
value of this research is communication. The importance of communication in
companies is very effective in almost every field. So much so that every company is
affected by environmental, political and social changes. Change should be seen as an
integral part of working life (Dawson & Andriopoulos, 2014; Ludviga & Sennikova,
2016). These changes affect and change the cultural structure of companies. This
situation is sometimes seen as a problem for employees. The flow of change in the
workplace should be communicated to employees in an appropriate way. Effective
communication is what is needed for this because changes cannot be made without
the support and will of employees (Seijts & Roberts, 2011; Ludviga & Sennikova,
2016). In this context, it should be emphasized how important the human factor is in
terms of change. If good communication networks are established with employees, it
will be easier for senior management to understand and manage them. It is important
to know that this situation differs between generations (Dawson & Andriopoulos,
2014; Ludviga & Sennikova, 2016). Ignoring this fact leads to failure (Ludviga &
Sennikova, 2016).
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Managing employees starts from knowing them. Each generation's reaction to
change is different. In this context, both the organization and the employee level
should be analyzed well. The characteristic features of the individual in adapting to
the organizational culture should be considered (Ludviga & Sennikova, 2016).
According to the association theory developed by the social psychologist Fritz Heider,
the main reasons behind the behavior of individuals should be investigated and
interpreted. This attitude supports the idea that people tend to make inferences from
behaviors (Gilbert & Malone, 1995, p. 21; Kagiteibasi, 2010, p.248; Ariker &
Toksoy, 2017). Since people know that their own behaviors arise due to various
effects, they look for a reason under the behavior of others (Ay & Kahraman, 2014,
p.115; Ariker & Toksoy, 2017). In this context, people develop attitudes (Kelley,
1973, p.127; Ariker & Toksoy, 2017). For example, getting approval and feedback at
the same time is an important issue for Generation Z (Dolot, 2018). This assumption
can be considered correct. For example, this generation shares every product they buy
and every activity they do on social media and expects their likes, approvals and
comments. Therefore, feedback is one of the important factors that guide and sustain

this generation.

In another study related to communication, which advocates that academics
need to know the characteristics of Generation Z in order to better understand and
communicate correctly, it provides general information to design effective policies,
programs and activities (Grace, 2017). So much so that the role of trainers who train
Generation Z cannot be denied as much as employers. An instructor who has a
decently understanding of the characteristics of the generation Z can communicate
with them more clearly and accurately. Thus, mutual satisfaction and information
exchange can be achieved more easily. "Generation Z can be defined by things
realistic and often practical and pragmatic. Also, they think on the basis of
socialization, so they voluntarily participate in everything. They have a closer bond
with family members. Their profile can be described as individualistic,

entrepreneurial and creative™ (University of Waterloo).

Communication is one of the important building blocks in an organization.

Teamwork takes place through interdepartmental information flow, communication
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with positive or negative effects. Information transfer and sharing with human
resources should be observed in companies and the points of concern should be
intervened. According to Davenport and Prusak (1998), sharing information is
unnatural because people consider their personal information valuable and important.
Therefore, it is natural not to rely on information from others” (Bencsik & Horvath-
Csikos & Jubasz, 2016). This discourse is a matter of debate. This would pose a
serious ego-personality problem if there were no inherent sense of sharing. Therefore,
it would be better to leave this inference aside for now.

In addition, it is a great opportunity for corporate companies to share
information as a managerial necessity, but also as an element of pressure (Bencsik &
Horvath-Csikos & Jubasz, 2016). It is very important to build trust between
individuals and institutions in sharing information, whose positive aspects are

considered to be more dominant.

University students entering the business world in the studies conducted after
2016 aim to establish their own businesses instead of working in a company and take
steps in this direction. It was concluded that adequate infrastructure should be taught
to this group of entrepreneurs. Increasing the desire to be self-employed or have a
profession may cause changes in the business world (Grace, 2017). For example, this
generation can be introduced by presenting a demonstration-based video-based
learning style. Another way to attract the attention of generation Z is to offer them
attractive internship programs. Because students want to directly enter the business
life after graduating from university. For this, appropriate internship programs can be
created for university students. “A student prefers the internet to learn something”
(Grace, 2017). This is a common judgment that applies to most people today, but it is
necessary to keep other sources of communication and information open at all times.

This research aims to help employers attract Generation Z by addressing such issues.

2.4 Attitude and Behavior Patterns in the Business World:
Generations' behavior and attitude patterns differ in this area as well as all

other characteristics and generations tend to influence the next comer. For instance, in
a study by comparing the effects of Generation Y in the business world with

Generation Z, the conditions that the next generation will demand from employers
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and similar and different points in the behavior and attitudes of this generation are
mentioned. According to the author, the attitudes, forecast and behaviors of
generation Y have an effect on the attitudes and behaviors of Generation Z”
(Kirchmayer & Fratricova, 2017). According to the Institute for Emerging Issues
(2012), Generation Z has the potential to use any form of communication, informal,
individual or direct. According to a study, this generation is more sociable, adaptable,
reliable than the generation Y and their motivational motives do not come from
money (Schawbel, 2014; Singh & Dangmei, p.2). People show tendencies similar to
the culture in which they were born, and drastic social change is not common. Social
values gradually take shape according to the conditions of the time. These

configurations also affect people's behavior and attitudes.

According to Kirchmayer and Fratricova (2017), it is mentioned what has
changed in this process when Generation Y entered the business life 10 years ago.
With the generation Y, a generation that cares about work-life balance, changes have
been made in working hours, wage structure, organizational values and sub-branches
that concern many other human resources departments. Since Generation Z is how
seen in connection with technology, many companies have rapidly transitioned to the
virtual environment. Following technological developments, conducting transactions
and meetings online are the basic innovations implemented by many companies. This
research is based on the perspectives of university students (Generation Z) on work-
life balance, skills and competence development, their relations with the employer
and job security. “According to the results, the generation Z wants to live their social
relations outside of the work environment. At the same time, Generation Z thinks it is
very important to be autonomous in what they do. This generation defines success as
achieving something meaningful and producing useful things. However, they have
some difficulty in problem solving and being team members” (Kirchmayer &
Fratricova, 2017). While the generation Z is defined as characteristic; It is defined as
impatient, spontaneous, less ambitious, dependent on technology, with short-term
attention level, more individual cogitation and attention deficit (Generational White
Paper, 2011; Singh & Dangmei). But besides this, Generation Z is more sensitive to
environmental events than other generations. This generation tends to raise awareness
about water scarcity and hunger problems around the world (Mihelich, 2013; Singh &
Dangmei, p.3). Unlike Kirchmayer and Fratricova (2017), Joseph Coombs (2013)
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argues that Generation Z has a good understanding of technology but lacks problem-

solving skills (Singh & Daingmei, p.3).

Managers are aware of the difficulties arising from the coexistence of different
generations but often do not know how to manage this situation (Deal & et al., 2010;
De Hauw & et al., 2010; Valickas & Jakstaite, 2017). In this context, companies
should both create a friendly communication network among employees and create a
working environment connected to it. If this is achieved, organizational goals can be
achieved more easily. According to Strauss and Howe (1991), who developed the
generation theory to understand the generations, environmental factors affecting them,
family factor and value judgments should be considered. For example, Generation Y
has in many ways similar attitudes to Generation X that raised them, but still has the
characteristics of a completely different generation. Generation Y is committed to
career goals but has some trouble with corporate commitment. This generation says:
"What can | learn?" or "How can | improve myself?" searches for questions.
Therefore, every workplace is a temporary stop for them (Valickas & Jakstaite, 2017).
Later, they want to move to another organization and do not want to encounter the
problems they encounter again (Parry & Urwin, 2011; Valickas & Jakstaite, 2017).
The best way to retain this generation is to assign them tasks that offer training and
development opportunities (Tolbize, 2008; Parry & Urwin, 2011; Valickas &
Jakstaite, 2017). The work they will work for this generation must mean something to
them. For this reason, it would not be wrong to say that as an important rule of
ensuring the loyalty of the generation Y, they should be given jobs that will attract
their attention. Nevertheless, it is possible to say that working in the same institution
for many years is difficult for this generation (Valickas & Jakstaite, 2017). All these

features can be taken as a reference for the Z generation following the Y generation.

2.5 Definition of Generation Z in the Literature:
In this period of increasing global connectivity, differences between

generations are considered an important criterion in determining behavior. The new
generation has a primary impact in consuming and communicating with brands that
influence and direct all other generations. According to a study examining the effect

of Generation Z on consumption habits in Brazil: (The survey covers the generation Z
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in the country's three major cities.) (The aim is to find out how much it affects the
other large population, although it makes up a small portion of the population)
(Francis & Hoefel, 2019). Thus, four basic Z generation behaviors have been

determined.

This generation seeks truth and values individual expression. They believe in
the conflict-solving effect of dialogue and act with an analytical mindset when solving
problems. Generation Z is less confrontational and more likely to accept different
points of view than the previous generation, Gen Y. This generation knows how to
quickly access information. 70 percent of the respondents make their brand or product
consumption from institutions they consider to be ethical” (Francis & Hoefel, 2019).
For generation Z, the product is not just a commodity. The attitude of brands or
institutions is also very important in the process until the product reaches the
consumer, including the production processes. This information is an important
information that can be given to many organizations that want to address Generation
Z” (Francis & Hoefel, 2019). Knowing these characteristics of Generation Z in an
organization will ensure the motivation and happiness of the employees as an

employer and to satisfy the targeted customer base.

According to researches, the Z generation is more affected by environmental
factors than other generations. For example, families of the generation Z put more
pressure on them about their education, but according to Singh (2014), they cannot
affect their education choices. The use of social media is thought to play an important
role. Generation Z emerges as a master user on social media platforms such as
Facebook and Instagram and exhibits an attitude that constantly produces and wants
to create an impact. This generation also has the ability to manipulate the environment
to generate new ideas. Generation Z socialize on social media, read news, watch

videos and live online creating different identities (https://www.occstrategy.com).

According to the literature, the workplace preferences of the Z generation
differ. Generation Z places emphasis on transparency, flexibility and personal space

in the workplace. Otherwise, this generation, whose productivity will decrease
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rapidly, may lose employee loyalty. At the same time, the generation Z wants their
voices to be heard, that is, they want to be taken into account (Bascha, 2011). They
will try to prove themselves in the workplace to gain appreciation from their
managers and colleagues (Mihelic, 2013). It is important to be considered for this
generation. Therefore, they prefer face-to-face communication (Schawbel, 2014;
Singh & Daingmei, p.3). Although this generation is very active on the online
platform, it would not be wrong to say that face-to-face communication is very
important for them.

Generation Z will prefer to socialize with colleagues in a workplace
environment and to benefit from flexible work programs (Bridges, 2015; Singh &
Daingmei, p.4). They attach importance to honesty of managers (Half, 2015) and pay
attention to the action they display in the social responsibility projects of the

institution they will work with (Middlemiss, 2015; Singh & Daingmei, p.4).

2.6 Recruitment and Retention in Organizations:

The needs of the business world are changing and diversifying day by day.
Against newborn needs, new recruitment and retention techniques have become more
difficult and therefore more important (Blacksmith & Peoppelman, 2014; Sidorcuka
& Chesnovicka, 2017, p. 807). Recruitment processes are more strategic and target-
oriented today (Sunderberg, 2014; Sidorcuka & Chesnovicka, 2017, p.807).
Companies recruit by paying attention to the fact that the employees they will recruit
contribute to the success of the company because this directly affects the competitive
advantage of the organization in the market (Osoian & Zaharie, 2014; Sidorcuka &
Chesnovicka, 2017, p.807).

According to the data of a study, the expectations of Generation Z from
recruitment programs were investigated. So much so that it is not unusual for
organizations that want to host Generation Z for a long time to do so with past
programs. Therefore, in this study, the personal opinions and thoughts of the
participants stand out as more subjective. “An interpretative approach was adopted in
the study, and it was aimed to understand the expectations of Generation Z from

orientation programs and to bring the new generation together with a better system.
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The orientation program of an institution is a very determining factor for the
personnel to be recruited. In this program, the company's mission, vision, strategies
and values should be conveyed to the person. Recruiting talent is an important step to
the success of any company. Time, money and energy are spent at this stage”
(Chillakuri, 2020). Therefore, this step should be organized by following the right
steps and strategies. “Recruitment procedures are different in every company, and
every company has different values, goals, rules and responsibilities. Correct
recruitment procedures are important for both parties to avoid uncertainty. With this
work, firms can make rectifications to their recruitment programs, provide a suitable
environment for the next generation, and organize an effective post-recruitment

orientation program” (Chillakuri, 2020).

Understanding Generation Z is essential to managing them properly. With the
right management, companies can retain their employees longer. As a successful
recruitment strategy, the characteristics of the organizations should match the
satisfaction criteria of the candidates to be recruited. For example, companies that
provide development opportunities, fringe benefits and job security, generally
increase organizational attractiveness (Robertson & et al., 2015; Sidorcuka &
Chesnovicka, 2017). This should be an important criterion for the future of
companies. Regardless of the area, as long as the internal customer is comfortable and
happy, the external customer will also be comfortable, satisfied and happy in this
direction. It is the companies that will make the greatest benefit from this situation.
“Generation Z attaches importance to career development and continuous learning.
This occurs as a motivating criterion in the workplace. In this respect, they should not
be expected to work in boring and static jobs” (Chillakuri, 2020). Based on this
information, it is extremely important for employers to provide programs to equip

themselves with a range of knowledge and skills

2.7 Employee Management in Organizations:

One of the key concepts of a successful company depends on employee
management. The more accurate the employee management is, the closer the

company gets to its goals. Companies that hire or are preparing to hire Generation Z
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need to know: This generation wants to take responsibility. For this generation,
feedback is a significant issue so, they want to improve their work. They attach
importance to sincerity in the business environment. They want to go abroad and get
to know the global business areas. It is too early to talk about the professional

commitment of Generation Z to a company (Singh, 2014, p.62).

In a study of Bencsik et al. similar and different features of Y and Z
generations are emphasized. “Understanding and telling these generations is essential
for corporate success and competitive operation in the long run. According to the
Researchers, there are differences that appear with sharp lines as well as similarities.
This study explored the challenges these two generations faced in collaborating with
each other and with the older generations that preceded them. The main question of
this research is about human resource management. How should this generation be
handled in terms of human resources?”” (Bencsik & Horvath-Csikos & Jubasz, 2016).

“Today, as the retirement age progresses, individuals of different ages have
started to work in the same environment and in this case at least three generations
have had to work in the same environment. Age differences have been shown as the
source of various conflicts in terms of thought, attitude, behavior, technical
knowledge and system of values, and often employers and the human resources
department have had difficulties in managing these conflicts” (Bencsik & Horvath-
Csikos & Jubasz, 2016). However, many changes have been made to overcome these
issues. Firms have developed a system that allows them to spend less time in the same

environment / same office by adopting flexible working hours.

“It is assumed that information management systems in corporate firms
manifest themselves in building trust and cooperation in culture. In this context,
knowledge management is a culture and depends on knowledge to develop trust”
(Bencsik & Horvath-Csikos & Jubasz, 2016). By agreeing with this argument, it is
possible to say that the information management system and information sharing is
something that can be improved and can significantly affect the success of

institutions.

Human resources management is on its way to become a department that

constantly dev