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Q 4: Does your company train apprentices? ‘ kf

REGRO\

45%
41%
40% 78% of the responding companies train
37% apprentices regularly or from time to time. 4 %
plan to train apprentices in the future. Only 18
35% % do not train apprentices.
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0% n=214
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Yes, weregulary Yes, we train apprentices Not yet, we plan to train No, we do not apprentices.
train apprentices. from time to time. apprentices in the future
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Q 5: Central human resource management tasks are handled by the

owner or by HRM. (Reading example: 46 out of 107 (= 43 %) participants indicated that task
“Personnel development” is handled out by the owner.) G \/\

43%

Personnel recruitment (52 %) isb
43%

articular focus of HRM. The mai
focus of the owner-manager (see
below) is the personnel needs planning

(55 %).

Human Resources (HR) Department
HR Management
HR or Personnel Officer

Central human resource management
tasks are often handled by the owner
or by HRM (experts).

General administration
of the company

Owner-Manager
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Millennials (Generation Y) and Generation Z — Results of/ " v,
the latest research SEG |

* QOur survey in REGROW shows that especially the task of ,, recruitment” is one of the
most important tasks of human resource management for which the owner or hrm-
experts are responsible.

* With reference to Germany and very likely many partner countries of the project we
see that two population groups are the most interesting groups for the recruitment
activities of companies.

e Generation Y or millennials (about born between 1985 - 1994) and Generation Z
(about born between 1995 up to 2009).

e But there are many more or less different survey results across generations making it
difficult to identify workable results for HR professionals and/or business owners.
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Millennials (Generation Y) and Generation Z — Results of
the latest research — the ,traditional” perspective

Generation

X
o

) 4

1965 - 1980

Work life Balance
Text Message
Loyal
Personal Computer

Generation

Y
50

b 4

1981 - 1995

Freedom &t Flexibility
Online & Mobile
Digital Entrepreneur
Tablet & Smartphone

1996 - 2012

Security & Stability
Facetime
Multitaskers
Nano Computing

Source: https://www.ihk.de/niederbayern/beratung-service/fachkraeftesicherung/arbeit40/generation-x-y-und-z-ansprueche-von-mitarbeitern-4583520
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Values of the gen z

(Overview of frequently mentioned values)

Taken from: Brademann, I.; Piorr, R.: Generation Z— Analyse der Bedirfnisse einer Generation auf dem Sprung ins Erwerbsleben. In: Hermeier, B.;

[/
AUNAR

FCGHRO)V

Heupel, T.; Fichtner-Rosada, S. (Hrsg.): Arbeitswelten der Zukunft. Wie die Digitalisierung unsere Arbeitspldtze und Arbeitsweisen verdandert. Wiesbaden

2019.S. 348

Factors influencing the work

Personal influencing factors

Personal development

Satisfaction professional
identification

Harmony

Recognition and appreciation for
training and performance

Freedom and self-determination

Welfare

Safety

Order

Structure

situation

Clear and structured tasks

Varied and challenging tasks

Project

Meaningful and fun work tasks

No responsibility

positive feedback

Attention from managers

Specialist tasks instead of
management tasks

Use of modern technologies

Avoidance of team-internal
competitions and competition

Transactional Leadership

Influencing factors in relation to an
organization / company

Collegial working atmosphere

Mentors

9 to 5 working time (fixed)

No weekend work and no 24/7
availability

Secure future and jobs

Development prospects with quickly
visible successes

Transparency

Positive corporate culture

Good remuneration (fixed salary)
with successive advancement

Partizipation

Separation of professional and
private life
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Usual consequences of study results on the peculiarities / &/
of Generation Z. SEG

With such study results, the following views and consequences are often represented.

* Companies have to accept these values and ideas of the young generation due to the shortage
of skilled workers.

* They have to adapt to this and adapt their company to these changes.

e Companies that cannot or do not want to accept this view of the younger generation will find it
very difficult to find and retain good trainees and skilled workers from this generation.

BUT

* It often remains unclear in such studies whether the generation exists at all and whether all
members of this generation share the views.

* A comparison is often made between Generation Z and Generation Y, and in some cases
Generation X, in order to show the major differences.
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Millenials (Generation Y) and Generation Z — Results of N G
the latest research SEGROV

Challenges and partly open questions of research

A scientific comparison of generations needs a common understanding of one or more comparison
criteria, e.g. the criteria of attitude, motivation, behaviour ....

*  This common understanding is only partly present

Comparisons between generations are often based on specific cultural, social, political and
economic developments and conditions that the generation in question was confronted with.

* |tis questionable whether and to what extent a transfer to other countries is permissible.

The results of studies on the generations often produce descriptions and not value judgements.

*  Sometimes, outside of science, such value-free descriptions are overinterpreted into
statements about whether it is good or bad.

A differentiated study of the different values of generations would have to look at the views of the
two groups over a comparable period of time. This would mean that one would have to look at
comparable age groups.
The key question is:
*  What values do today's 14 — 27-year-olds have compared to the previous 14 — 27-year-olds?
(To answer this question, the necessary data are usually not available!)
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Millenials (Generation Y) and Generation Z — Results of the latest

research
some results from well-founded studies

'Similarities and differences between the generation x, y and z

Having good friends, close relationships with other people > '88 %
Have fun, enjoy life
82
62,70
A happy partnership 8850(,)90
successat work |-
6620
'"48,40
socilise | 10
7,70
schieve 3 ot g 3¢ 4
0 10 20 30 40 50 60 70 80 90 100
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m Generation X (42-56 years) m Generation Y (27-41 years) m Generation Z (14-26 years)
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Which of the societal challenges are you most worried gﬁ
about?

Global Survey of Millennials on Societal Challenges 2022

Climate change/environmental

Healthcare Disease Prevention

EGROW

proportion of respondents

EMillennials in Germany mMillennials worldwide

0% 5% 10% 15% 20% 25% 30% 35% 40%

.. 26%
Cost of living °
36%

28%

Protection 25

17%
21%

Unemployment 5 00
0
. 17%
Immigration :
. . 16%
Crime/personal secuity 18%

Beschreibung: Die Lebenshaltungskosten gehérte fir die befragten Millennials zu den gré3ten Herausforderungen der Gesellschaft im Jahr 2022: Laut der Erhebung "The Deloitte Global Millennial and GenZ Survey 2022"
haben rund 36 Prozent der Millennials weltweit angegeben, dass ihnen dieses Thema die gréBten Sorgen bereiten wiirden. Dieses Problem wurde derweil von 26 Prozent der befragten Millennials aus Deutschland genannt.

M.gm . . N . -
Hinweis(e): Weltweit; 8. Januar bis 18. Februar 2021; Weltweit: 8.412; Deutschland: 300; 27-38 Jahre; Top 5 S a IS a .

eloitte
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http://de.statista.com/statistik/daten/studie/1024399/umfrage/weltweite-umfrage-unter-millennials-zu-den-gesellschaftlichen-herausforderungen

Comparison between Generation Z and Babyboomer

Which of the following social issues in Germany are particularly important to 33
you? FGROW

Multiple answers (Mentions in percent)
-Generation yA -Babyboomer

Retirement provision / pension security 53 78
Securing the health system / care 51 72
Elimination of pollution / climate change 47 49
Future-proof education

Combating social injustice

Advancing digitisation

Creating living space

Reconciling family and career

Securing jobs / reducing unemployment

Combating xenophobia and discrimination

Limiting immigration to Germany

Expansion of the military / defence

Increase economic growth

Ehrentraut, O; Lehmann, K.; Talamo, J-A. et. al.: Generationenstudie. Zukunft gemeinsam gestalten- Generation Z und Babyboomer im Vergleich. Prognos-Studie im Auftrag der R+V.
Freiburg 2022, S. 11
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Comparison between Generation Z and Babyboomer SQL
How important are the following things for you? SEG W/

Multiple answers  (Mentions in percent)
-Generation y4 -Babyboomer

Have a partner you can trust 89

Having good friends who recognize and accept you 89 86
Live and act independently 87

Have a good family life 87

Strive for security
Enjoying life to the full 83 61

Being independent from other people 82 83
Respecting law and order 81

Recognizing and respecting human diversity 80 79
Living health consciously 76 78

Allow yourself to be guided by your feelings when making decisions.

Ehrentraut, O; Lehmann, K.; Talamo, J-A. et. al.: Generationenstudie. Zukunft gemeinsam gestalten- Generation Z und Babyboomer im Vergleich. Prognos-Studie im
Auftrag der R+V. Freiburg 2022, S. 13
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Consequences of the not easy distinction of generations <
for companies SECRAY

Similar values between generations

* Many values and attitudes can be very similar between generations or individual groups of
different generations in a company.

Dealing critically with stereotypes

« Stereotypical distinctions from general values, which can affect working life in particular, should
be avoided or at least critically questioned.

Attitudes are dependent on concrete life circumstances and can therefore also be changed

* Attitudes and values are strongly dependent on the real-life situations under which people have
grown up and are currently living. But they are also changeable.

Finding and retaining employees is done by paying attention to motives and desires

* In order to attract new employees and keep old employees in the company, you should consider
the attitudes and motivations of the employees individually. Blanket assumptions — also from
studies - do not always help.

Life-phase oriented personnel development is necessary and helpful

e Personnel development should take into account the different phases of the employees' lives. A

one-fits-all strategy should be avoided at all costs when considering how to motivate and retain
employees.
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Consequences with regard to the ERG-Theory of Alderfer* ﬁ%&z
FG

(Successor of Maslows Hierachy of Needs) \\/

Self

Actualization
Achieving potential
ability and purpose

Self-esteem
Satisfying needs of the ego like
status, respect, prizes & recognition

Social Belonging
Satisfying social needs including |
~ family, friendship, belonging and acceptance

Safety Needs

Satisfying needs of safety including physical and
emotional security, housing, health and finances

Physiological Needs
Satisfying our innate and physical needs
including food, water, shelter, sleep, sex

*httis://worIdofwork.io/2019/02/aIderfers-eri-theori-of-motivation/
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Consequences with regard to the ERG-Theory of Alderfer v,
(Successor of Maslows Hierachy of Needs) )

“Clayton Alderfer developed Maslow’s Hierarchy of Needs into a
three factor model of motivation know as the ERG model.

Under Alderfer’s model individuals can be motivated by
different levels at the same time, and have their motivational
priorities change in relation to their sense of progress.

Given this, individuals should not focus on one level of need at a
time. Instead, they may wish to balance their motivations across *1940 2015
levels.

Similarly, leaders should not focus on helping the members of

their team satisfy one level of need at a time.

https://www.toolshero.com/toolsheroes/clayton-alderfer/

Self

Actualization
Achieving potential

Instead, they should be aware of the blend of needs that _ sblityandpupose______________
. . Self-est
humans can have and help their team members progress in Saisingnoeds of e e
status, respect, prizes & recognition
relation to a blend of needs, which will change over time.”* Social Belonging

Satisfying social needs including
family, friendship, belonging and acceptance

Safety Needs

Satisfying needs of safety including physical and
emotional security, housing, health and finances

Physiological Needs
Satisfying our innate and physical needs
including food, water, shelter, sleep, sex

*https://worldofwork.io/2019/02/alderfers-erg-theory-of-motivz;tiBr-'n/
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Many thanks for your attention
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