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Abstract: Values define the directions of human activities and are related to people’s motivation to undertake specific
activities and roles (Schwartz, 1994; Brown, 2002). Researchers and employers observe differences in motivation to
work among representatives of different generations and genders (Twenge, Campbell, & Freeman, 2012; Gursoy
& Karadag, 2013). In this research project, the authors asked what motivated contemporary employees, whether the
intensity of their motives was different in different generations, what relationships there were between the dominant work
motives and employees’ dominant values, and whether there were differences between women and men regarding work
motives. To verify the hypotheses, they conducted a study with a sample of 307 professionally active people. They used
their own Types of Work Motives Questionnaire designed for the purposes of the study and the Valued Living
Questionnaire (VLQ; Wilson & Murrell, 2004). The obtained results indicate that younger employees choose the kind of
work that gives them comfort and adequate pay. Regardless of age, however, social security support is the most
important for all groups of respondents. For women, security and social security support are important at work.
Moreover, the study has shown that there is a relationship between work values and work motives. For example people
who appreciate values such as friendship and stability are motivated to work by good relationships and security, those
who value recreation and stability are motivated by comfort and salary, those for whom respect and education are
crucial are motivated by the possibility of development etc.
Keywords: gender differences, work motivation, work values, generational differences

Introduction
One of the most important questions asked by
managers and employers is why people work and what
motivates them to work. The answer to this question has
inspired research in work psychology since the 1950s. The
theories concerning motivators at work indicate that the
motivators are employees’ needs and values (cf. Maslow
1954/1990; Herzberg, 1968; McCleland, 1987, cited in
Warr, 2007). Two different sources of motivation have
been distinguished: intrinsic (autonomous; activity is
undertaken by personal choice, out of passion and
commitment) and extrinsic (instrumental; activities are
undertaken under compulsion or in order to obtain
reward); scholars argue, however, that it is extrinsic
motivation that ensures the employee’s well-being (Deci
& Ryan, 1985).
*

The constant socioeconomic changes taking place in
the job market change employers’ and employees’
expectations (Roczniewska & Retowski, 2014). The
system of consumer capitalism, functioning in economically developed countries, defines the objective of organizations as maximizing the profit and permanent development; what it points to as the way of achieving this
objective is individuals’ focus on their own interest and
support for competition between individuals (Kasser et al.,
2007). This kind of consumer capitalism system also
promotes values and goals pertaining to extrinsic motivation – striving for financial success, fame, and career (cf.
Zawadzka, Niesiobędzka, & Godlewska-Werner, 2014).
Research on intergenerational differences shows that
employees’ work motives change from generation to
generation: from intrinsic to extrinsic (Badora, 2010;
Twenge, Campbell, & Freeman, 2012; Twenge & Kasser,
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2013). Studies show that women and men have different
ideas of success, which may translate into different
motivations to work (Dyke & Murphy, 2006).
Therefore, considering the findings of previous
studies, which revealed that socioeconomic changes
change motivation to work, we decided that the aim of
this paper would be to answer the questions of whether the
importance attributed to work motives—extrinsic (associated with comfort and money and with social security
support), intrinsic, and relational—differs across younger
and older employees, whether it differs between women
and men, and what personal values each of these motives
is related to.
To the authors’ knowledge, there is a scarcity of
publications in Polish psychology that would answer these
questions. The present study is meant to fill this gap.

Theoretical Background
Motivation to work. The concept of motivation to
work refers to how much effort a person puts into doing
their duties and how hard they try to do their work well.
Classics of motivation research agreed that motivation to
work stemmed from the possibility work offered to satisfy
human needs (Maslow, 1954/1990; Neff, 1985; McClleland, 1965, cited in Warr, 2007). Among these, the one
usually mentioned as the first is the material need, which
determines existence and the possibility of fulfilling the
most basic human needs. Besides, salary provides
information about the organization’s values and translates
into its employees’ well-being (Wiley, 1997). Work is not
merely a way to earn a living, however. Reflection should
also encompass the need for social affiliation, the need for
interpersonal relations, and interpersonal needs associated
with development and building one’s own worth. In
a number of professional development theories it is
possible to observe the considerable significance of career
in the process of the development and crystallization of
personal identity, self-concept, and self-efficacy (Super,
1994; Paszkowska-Rogacz, 2003). The further needs that
are named include the need for prestige, recognition, and
activity itself, as work is undeniably related to satisfaction
with life and to meaning in life (Peplińska & Wołoszko,
2014). Nowadays, in the most widely popularized theories
of motivation to work, work motives are sought among
environmental factors that ensure employees’ well-being
(cf. Warr, 2007). The factors distinguished include: the
possibility of exercising control, the opportunity to use
one’s skills, externally imposed objectives, diversity,
environment transparency, opportunities to establish and
maintain interpersonal relations (both an excess and
a deficiency of these relations decreases the employee’s
well-being), as well as the availability of financial
resources, physical security, and a high social status
(the higher the levels of these, the higher the employee’s
well-being). Motivation to work is also investigated from
the point of view of whether it is intrinsic (autotelic
motivation) or extrinsic (instrumental motivation; cf. Deci
& Ryan, 1985). The perception of work is therefore
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differentiated also according to attitude towards work as
such (Czerw, 2013)—autotelic or instrumental. In the case
of the autotelic attitude, work is perceived as a value in its
own right and a source of personal development; it is
a way of living and it is significantly linked to self-fulfillment (Makuch, 2014). The instrumental attitude
consists in treating work merely as a condition of satisfying the individual’s basic needs: a means of supporting
oneself, fulfilling the need for security, and fulfilling other
needs outside the work environment. This means work is
an instrument that serves the purpose obtaining financial
resources, which can be used in other important domains
of the individual’s life.
Motivation to work has been changing over the years;
in the 1940s, what employees valued the most was the
recognition they received for the work done, while the
least motivating factor for them was discipline (Wiley,
1997). In the 1980s employees were motivated by the
opportunity to do interesting work, and in the 1990s—by
high remuneration. The elements that motivate employees
to work are frequently those that are consistent with their
system of values (Wiley, 1997).
Personal values and work values. Personal values
are a person’s desired goals that determine the principles
and directions of activity (Schwartz, 1994). They provide
the criteria that a person is guided by in his or her
judgments and activities and that constitute the factors
motivating him or her to engage in particular actions.
Values are described in terms of two dimensions: selfenhancement vs. self-transcendence and openness to
change vs. conservatism. These dimensions are associated
with a focus on oneself vs. a focus on others and with
orientation towards growth vs, orientation towards self-protection (Cieciuch, 2013). Personal values are actualized during the employee’s performance of occupational
roles (Brown, 2002). The analysis of values performed by
various authors revealed three types of work values:
intrinsic, extrinsic, and relational (George & Jones, 1997).
It has been found that these three types of work values
correspond to specific dimensions of personal values. The
openness dimension of personal values corresponds to
intrinsic work values (e.g., independence at work, diverse
tasks, interesting work, helping others, and responsibility);
the conservatism dimension of personal values corresponds to extrinsic work values (e.g., salary, work security,
prestige). Finally, the self-transcendence dimension of
personal values corresponds to relational work values (e.g.,
good atmosphere, good relations at work) (cf. Ros,
Schwartz, & Surkis, 1999). People who prefer intrinsic
values focus on task performance, whereas those for whom
extrinsic values are more important care about comfort and
family security (George & Jones, 1997).
Values and attitude to work: Generational differences. In the contemporary job market there are four
generations with different needs, values, and skills. In the
literature on the subject it is possible to find various
classifications of and names for these generations. The
terms usually used are: veterans (born 1930–1945), baby
boomers (1946–1969), Generation X (1970–1979), and
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Generation Y (born after 1980) (Iain Kennedy, 2007;
Stachowska, 2012; Baran & Kłos, 2014). Some also
distinguish Generation Z, comprising people born after
1995, who are only starting to engage in their first
occupational activities (Hysa, 2016). However, we must
be aware that the age ranges are approximated because of
the differences found in literature (e.g. Twenge, Campbell, & Freeman, 2012). The differences between these
generations stem not only from the developmental aspect
(i.e., from the specific stage of life they are in, which
determines their different needs, different skills, and
different levels of engagement in various life roles), but
also from the specific social, economic, and political
conditions in which their members grew up and reached
maturity. Sociological analyses made it possible to
develop profiles of employees’ values, goals, and
attitudes, pinpointing the differences between the generations. For employees representing the generation of baby
boomers the most important values are independence,
optimism, and commitment (Baran & Kłos, 2014).
Research has shown that this generation values work
centrality significantly higher compared to the remaining
generations (Gursoy & Karadag, 2013). They usually
follow the principle of “I work in order to survive” in their
life. What they often expect from their employer is
cooperation and active communication. They feel well in
a stable environment and in the performance of tasks that
require patience as well as adherence to rules and respect
for authority (Hildt-Ciupińska & Bugajska, 2013; Hysa,
2016). The life motto of Generation X is “I live in order to
work.” Its members are characterized by a focus on
personal development, independence, diversity, and initiative. For members of Generation X, independence and
security are more important than for the remaining age
groups (Gursoy et al., 2013). They prefer stable employment and they are loyal to their employer and organization. They are considered to be conscientious and
independent employees, active in the occupational and
social domains, which is supposed to be a form of coping
with the anxiety of losing their job (Hysa, 2016). In their
opinion, professional success is determined by hard work,
which they are willing to devote themselves to even at the
cost of personal life. They are prepared to wait patiently
for recognition and promotion, however (Hysa, 2016). For
Generation Y, the life motto is “I work in order to live.”
The most important values for this generation include
idealization, optimism, diversity, ambitions, creativity,
innovativeness, education, and initiative (Baran & Kłos,
2014). What they expect from the employer is high salary
as well as good atmosphere in the workplace, satisfying
interpersonal relations, teamwork, diversified work, the
latest technology, and a flat organizational structure
(Reisenwitz & Iyer, 2009; Baran & Kłos, 2014). They
lack the ability to make independent decisions, which is
why they expect the employer to clearly set their
objectives and to help them in their professional
development. They have a strong sense of self-worth,
high self-esteem, and high expectations from the employer. They do not want to devote themselves to work: it is

work that should be adjusted to their needs. Therefore,
members of Generation Y are described as people with
low work ethics, characterized by low decision-making
ability and an entitlement mentality (Hysa, 2016).
Members of the last of the generations, Generation Z,
are characterized by high openness to the environment,
curiosity about the world, and fast ways of finding
information, which is why they cannot focus on one
activity and quickly move from one task to another (Hysa,
2016). They avoid effort and lack patience, which is a result of permanent access to an abundance of information
in a short period of time. For this reason, knowledge is not
that important for them. What they value is teamwork.
Still, they are a group whose motivation to work is
difficult to assess, because only a small percentage of
them are professionally active.
The characteristics of generations provided by
sociologists are reflected in research findings. A study
on the key aspirations of two consecutive generations
(1994–2010) showed that the importance of interesting
work corresponding to personal interests was decreasing
(from 59% in 1994 to 39% in 2010), while the importance
of career and high professional status was increasing (from
19% in 1994 to 34 % in 2010; Badora, 2010). Research on
generational differences in the type of preferred goals and
values (Twenge, Campbell, & Freeman, 2012) showed
that, compared to the generation of baby boomers
(b. 1946–1969) and Generation X (b. 1962–1981),
millennials (Generation Y, born after 1982) regarded
extrinsic goals (i.e., financial success, popularity, and
appearance) as more important in life than intrinsic goals
(i.e., interpersonal relations and community). This means,
in other words, that the importance of concern about other
people’s good and the desire to pursue group goals and
engage in group activities is decreasing from generation to
generation. Extrinsic values, such as money or status, are
the most strongly preferred in Generation X, while
members of Generation Y value them significantly higher
than baby boomers (Twenge et al., 2010). Intrinsic values
(e.g., interest in work) and social values (e.g., friendship)
are the least significant for Generation Y, compared to
Generation X and baby boomers. It has also been found
that generations differ from one another in terms of the
desire to possess wealth and in terms of attitude to work
(Twenge & Kasser, 2013). It has been established that
work itself is not a value for the younger generations—the
younger the generation, the less willing its members are to
engage in work and effort and the more strongly they
desire material reward. The presented findings of studies
on generational differences reveal a change of motivation
to work, from intrinsic (autonomous) goals to extrinsic
(instrumental) aspirations.
Work values and attitude to work: Gender differences. The studies conducted to date have also revealed
that women and men have different motivations to work.
Analyses show that women attach greater importance to
interpersonal needs at work and to the possibility of
maintaining work-life balance than men do (Lubrańska,
2014), whereas men attach greater importance than women
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to financial success at work (cf. Dyke & Murphy, 2006).
Women prefer flexible working hours and less demanding
occupations; they pay attention to family-friendly policy in
the organization, which will allow them to combine
various roles (Chusmir & Parker 1991). Also, women
value the possibility of doing work that is conducive to
their well-being as well as ensures security, respect, and
friendship from their co-workers and praise from their
superiors (Linz, 2004). For men, these aspects of work are
much less important. What is the most important for
women, apart from good working conditions, is the
recognition received for the work they have done, and
what matters the most for men is the opportunity to do
interesting tasks (Wiley, 1997).

The Present Study
The aim of this paper is to answer the questions of
whether the importance attributed to work motives—
extrinsic, intrinsic, and relational—differs between younger and older employees, women and men, and what
personal values each of these motives is related to.
Based on the findings of previous studies presented in
the article, concerning generational differences in terms of
extrinsic and intrinsic work-related motivations (Twenge
et al., 2012; Twenge & Kasser 2013), we formulated the
first two hypotheses:
H1: Younger employees will value extrinsic work
motives associated with comfort and money as well as
intrinsic ones higher than older employees.
H2: Older employees will value relational motives
and extrinsic work motives associated with social security
support higher than younger employees.
Based on the findings of research on differences in
work motivation between women and men (cf. Dyke
& Murphy, 2006), we formulated the third hypothesis:
H3: Extrinsic motives associated with comfort and
money will be more important for men than for women,
while family-friendly aspects will be more important for
women.
Given that the dimensions of openness to experience,
conservatism, and self-transcendence correspond to the
types of work values – intrinsic, extrinsic, and relational,
respectively (cf. Ros, Schwartz, & Surkis, 1999), we also
made certain assumptions concerning the relationships
between the types of work motives distinguished in the
article and the importance attributed to different life
domains, formulating the fourth, fifth, sixth, and seventh
hypotheses:
H4: Intrinsic work motives will be positively related
to the importance attributed to education and training.
H5: Extrinsic work motives associated with comfort
and money will be positively related to the importance
attributed to financial success.
H6: Extrinsic work motives associated with social
security support will be positively related to the importance attributed to family.
H7: Relational work motives will be positively
related to the importance attached to security.
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Method
Sample
The sample consisted of 307 subjects: 203 women
and 104 men. The subjects’ mean age was 33.10 years (SD
= 8.8). The largest group among them (72%) were
members of Generation Y, aged up to 37; their mean age
was 28.6 years. The next largest group (20.5%) were
members of Generation X, aged 38 to 47, whose mean age
was 41.8; finally, the smallest group (approx. 8%) were
participants aged 48 and above, with a mean age of 51.7—
members of the generation of “baby boomers” (further
referred to as BB). Participants with higher education
accounted for 65% of the sample; the next largest group
were participants with secondary education (20%), followed by subjects with a bachelor’s degree (13%). The
strong majority of the participants held independent
specialist positions (31%) or executive white-collar
positions (30%); 4% of the subjects reported a different
form of employment—six people studied and worked at
the same time, one person reported working as an artist,
one participant was on a maternity leave, and one person
was a doctoral student. The largest groups of participants
were employed in education (13%), state or local
government administration (11%), and services (9%). As
many as 78% of the subjects had employment contracts,
14% had civil-law contracts, and 8% ran their own
businesses.
Instruments and Procedure
Procedure. The study was conducted online, in the
second quarter of 2017. The invitation to take part in the
study was published in a local daily and on project
partners’ websites; it was addressed to working people.
The participants completed two kinds of questionnaires
and a respondents’ particulars survey concerning their
occupational situation and educational path.
Measurement of work motives. To measure work
motives, we used a work motives questionnaire designed
for the purpose of this study. Based on a review of the
literature on motivation to work (Jonge & Schauffeli,
1998; Sousa-Poza & Sousa-Poza, 2000) and a pilot study
(individual interviews with employees of two Gdańskbased organizations), we prepared a list of work characteristics important in motivation to work. The respondents
indicated their answers on a 7-point scale (from 1 – not
important for me to 7 – very important for me), specifying
how important each of these characteristics was in their
motivation to work. To test the internal validity of
the questionnaire, we performed a confirmatory factor
analysis. The analysis showed a good fit of the four-factor
model to the dataset (χ2 = 68.45, df = 21, p = .00; RMSEA
= .09, GFI = .95, CFI = .95). The correlations of the tested
model with the factors ranged from .52 to .95. This means
the questionnaire measures four work motives: extrinsic
motives associated with comfort and money (i.e., salary,
flexible working hours), extrinsic motives associated with
social security support (i.e., additional remunerations,
medical insurance and sports package, prospects of
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promotion), intrinsic motives (challenges and self-fulfillment, improving one’s qualifications), and relational
motives (good relations with co-workers; good relations
with the superior). The values of the reliability coefficients
were as follows: α = 80 for intrinsic motives, α = .69 for
extrinsic motives associated with comfort and money, α =
.83 for relational motives, and α = .73 for extrinsic motives
associated with social security support. For all factors the
estimated values of Cronbach’s α are either close to or
above .70, which means they are acceptable (cf. King
& Minium, 2009).
The measurement of personal values. To measure
personal values, we used the Valued Living Questionnaire
(VLQ; Wilson & Murrell, 2004). The questionnaire
comprises ten life domains: Work, Financial success,
Recreation, Family, Parenting, Marriage, Friendship,
Education, Spirituality, Citizenship, Physical self-care,
Respect/prestige, and Stability / security. The respondent
rates the importance of each of the 10 life domains
on a 7-point scale from 1 – not important, to 7 – very
important.

Results
Motivation to Work and Generational Differences
We decided to look for the answer to the question of
whether the specificity of the generation (referred to as X,
Y, or BB) that the employees belonged to was significant
to the importance of particular groups of motives
distinguished in the model. Due to the considerable

disproportion in the number of subjects from different
generations, we performed a nonparametric Kruskall–
Wallis test for independent samples using SPSS 24
package. In order to make detailed intergroup comparisons, we used post-hoc Dunn’s test with the Bonferroni
correction. The results of the comparisons of means across
the generations as well as the distribution of differences
are presented in Table 1 and Figure 1 below.
In order to make detailed comparisons of results
across the groups in terms of work motives associated
with comfort and money, we applied post-hoc Dunn’s test
with the Bonferroni correction. We corrected the values of
significance using Bonferroni’s method (level of significance: p < .05). The results are presented in Table 2
below.
As the above results show, statistically significant
differences were observed in the case of one of the groups
of work motives: extrinsic motives associated with
comfort and money (χ2 = 7.4, p < .05). This means that
the generation employees belong to plays a significant
role, above all, in their approach to financial issues (mainly
salary) and working hours (employer’s “flexibility”).
Young people (Generation Y) turned out to attribute the
greatest importance to these work motives, particularly in
comparison with older employees (Generation BB).
Based on the presented results, it can be noted that
Hypothesis 1 has been partially confirmed, because
representatives of the younger generation are motivated
to work to a greater extent by extrinsic motives – comfort
and money, whereas intrinsic motives are not stronger in

Table 1. Comparison of the Generations of Employees in Terms of Mean Scores on the Four Groups of Work Motives
Work motives

Generation Y

Generation X

Generation BB

M

SD

M

SD

M

SD

Kruskal–Wallis
test

Intrinsic motives

11.84

2.39

11.35

2.45

11.83

2.94

3.57

Extrinsic motives – comfort and
money

11.33

2.36

10.71

3.19

9.57

3.11

7.47*

Extrinsic motives – social security
support

16.67

3.75

16.05

3.86

17.09

3.23

1.95

Relational motives

12.21

2.01

12.67

1.61

12.22

1.93

2.20

Note. Level f significance: * p < .05, M – mean, SD – standard deviation

Figure 1. The distribution of significant differences across the generations in terms of extrinsic motives associated with
comfort and money (source: authors’ research).
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Table 2. Detailed Comparisons of the Generations in Terms of Mean Scores on Extrinsic Motives Associated
With Comfort and Money, Using Dunn’s Test With the Bonferroni Correction
Test statistic

Standard error

p

p-corrected

BB – X

40.31

21.40

.06

ns

BB – Y

51.63

19.25

.007

.02*

X–Y

11.32

12.55

.37

ns

Sample 1 – Sample 2

Note. level of significance: * p < .05, BB – baby boomers, X – Generation X, Y – Generation Y, ns – not significant

their case than they are for the remaining generations.
Hypothesis 2 has not been confirmed, because representatives of the older generation do not differ from the
remaining groups in terms of the importance attributed to
extrinsic motives associated with social security support
and to relational motives.
Motivation to Work and Gender Differences
In the next stage, we tested the hypothesis concerning differences between women and men in terms of the
four groups of motivations to work. The results of the
analysis of intergroup differences using Student’s t-test
(SPSS 24 package) for independent samples are presented

in Table 3 below, and their distribution is presented in
Figure 2.
As shown by the above data, significant differences in
the results between women and men were observed in the
case of two groups of work motives, namely: relational
motives (t = 2.58, p < .01) and motives associated with
social security support (t = 2.55, p < .01). This means that,
compared to men, women indicated these two types of
motives as more important for them.
The statistical analysis showed that the third hypothesis was not supported: extrinsic motives associated with
comfort and money are equally important for men and for
women.

Table 3. Comparison Between Women and Men in Terms of Mean Scores on the Four Groups of Work Motives
Types of work motives

Women

Men
t

M

SD

M

SD

11.87

2.32

11.47

2.69

1.36

11

2.82

11.21

2.29

-0.71

Extrinsic motives – social security
support

16.96

3.58

15.82

3.94

2.55*

Relational motives

12.53

1.74

11.87

2.33

2.58*

Intrinsic motives
Extrinsic motives – comfort
and money

Note. Level of significance: * p < .01, M – mean, SD – standard deviation

Figure 3. The distribution of significant differences between women and men in terms of the groups of work motives
(source: authors’ research)
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Motivation to Work and Preferred Life Values
In order to determine the relations between the types
of work motives and employees’ preferred life values, we
performed correlation analyses – all significant correlations are presented in the Table 4. There is no significant
relationship between marriage and spirituality and all types
of work motives.
Next, we performed four linear regression analyses.
We entered life values as independent variables and the
types of work motives, one by one, as dependent variables
(cf. Table 5). In the analysis, we controlled for the
participants’ age and gender.

The model of regression analysis for intrinsic motives
was statistically significant (R = .61, R²=.38, (F(14, 292) =
12.53, p < .001) and explained 35% of the variance
observed in the sample. Intrinsic motives were positively
related to the value of education as well as respect and
negatively related to age (cf. Table 5).
The model of regression for extrinsic motives
associated with comfort and money was statistically significant (R =.35, R²= .12, F(14, 292) = 2.88, p < .001) and
explained 8% of the observed variance. These motives were
positively related to the significance of recreation as well as
stability and security and negatively to age (cf. Table 5).

Table 4. Correlations between Life Values and Types of Work Motives
Intrinsic motives

Extrinsic motives –
comfort and money

Extrinsic motives –
social security support

Relational motives

Financial Success

r = .19; p≤.001

r = .21; p≤.0001

r = .12; p≤.03

r = .31; p≤.0001

Family

r = .18; p≤.001

r = .21; p≤.0001

r = .19; p≤.001

Friendship

r = .19; p≤.001

r = 31; p≤.0001

r = .26; p≤.0001

r = .16; p≤.005

Parenting

r = .12; p≤.03

Recreation

r = .2; p≤.0001

r = .16; p≤.007

r = .2; p≤.0001

r = .15; p≤.008

r = .26; p≤.0001

r = .33; p≤.0001

Education / Training

r = .55; p≤.0001

Citizenship

r = .25; p≤.0001

r = .17; p≤.004

r = .15; p≤.007

Physical Well-Being

r = .21; p≤.0001

r = .22; p≤.0001

r = .23; p≤.0001

Respect

r = .42; p≤.0001

r = .14, p≤.01

r = .24; p≤.0001

r = .35; p≤.0001

Stability And Security

r = .18; p≤.002

r = .15, p≤.009

r = .38; p≤.0001

r = .25; p≤.0001

Table 5. Regression Coefficients for Life Values as Predictors of the Types of Work Motives
Intrinsic motives
Life values

Extrinsic motives –
comfort and money

Extrinsic motives –
social security support

Relational motives

Β

t

Β

t

Β

t

β

t

Age

-0.17

-3.3***

-0.16

-2.69**

-0.09

-1.63

-0.04

-0.65

Gender

-0.03

-0.53

0.06

0.99

-0.10

-1.92

-0.05

-0.94

Financial success

0.008

0.15

0.12

1.89

0.17

2.89**

0.04

-0.68

Recreation

-0.02

-0.44

0.14

2.23*

0.04

0.75

0.007

0.12

Family

0.02

0.36

-0.04

-0.61

0.02

0.28

-0.005

-0.07

Parenting

0.09

1.30

-0.03

-0.42

0.17

2.32*

0.03

0.43

Marriage

-0.04

-0.55

0.10

1.20

-0.15

-1.99*

-0.05

-0.70

Friendship

-0.08

-1.46

0.05

0.79

0.07

1.18

0.19

3.04**

Education / training

0.46

8.11***

0.09

1.29

0.16

2.60**

0.11

1.72t

Spirituality

-0.001

-0.02

0.001

0.01

-0.05

-0.75

-0.003

-0.06

Citizenship

0.06

0.95

-0.08

-1.17

0.008

0.13

-0.02

-0.23

Physical well-being

-0.05

-0.87

-0.04

-0.53

0.04

0.59

0.02

0.26

Respect

0.23

4.14***

0.04

0.53

0.16

2.53**

0.08

1.34

1.10

0.13

1.96*

0.07

1.16

0.27

4.15***

Stability and security 0.06

Note. Levels of significance: t - tendency, * p < .05, ** p < .01, *** p < .001
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In the case of relational motives, the tested model of
regression was significant (R2 = .45, R²=.21, F(14, 292) =
5.41, p < .001) and explained 17% of the observed variance.
These motives were positively related to the value of
friendships and social relations as well as stability and
security (cf. Table 5). Finally, in the case of the extrinsic
motives associated with social security support the model of
regression was also statistically significant (R2=.50, R²=.25,
F(14, 292) = 6.91, p < .001) and explained 21% of the
observed variance. These motives were positively related to
the values of parenting, financial success, education and
training, as well as respect and negatively related to the
value of marriage and the female gender (cf. Table 5).
Based on the presented results, it can be concluded
that Hypotheses 4 and 6 were partially supported, whereas
Hypotheses 5 and 7 were not supported.

Discussion and Conclusions
The aim of the study was to try to answer the
question of how work motives differ across generations
and between women and men as well as how they are
related to life values. Statistical analyses have shown that
there are generational differences in terms of the
investigated work motives, mainly between members of
Generation Y and baby boomers—that is, between the
relatively young and the oldest people in the job market.
This refers, above all, to extrinsic motives associated with
comfort and money. It is for Generation Y that comfort
and the financial aspect are the strongest motivation. This
is consistent with many theories, in the light of which
Generation Y expects high salary because work is not
what gives meaning to their life (Reisenwitz & Iyer, 2009;
Baran & Kłos, 2014). Our results, consistent with
previous studies, show that Generation Y is more strongly
oriented towards extrinsic goals than towards intrinsic
ones (Twenge, Campbell, & Freeman, 2012). Members of
Generation Y value personal life and care about their
needs, which translates into looking for an employer who
will ensure the expected comfort regarding flexible work
organization. In contrast, baby boomers tend to be
oriented towards work itself, which makes them open to
cooperation and patient in striving for their work to be
fruitful (Gursoy et al., 2013; Hysa, 2016). The absence of
significant differences in work motives between Generation X and baby boomers was also observed by Twenge
and colleagues (2010). In the presented study we have
observed no intergenerational differences in terms of
relational work motives and in terms of extrinsic motived
associated with social security support. These were the
two most highly rated motives in all four groups. This
confirms the earlier observations that employees are the
most strongly motivated by the opportunity for contact
with others and by the sense of security and stability,
which are components of the motivator referred to in the
present study as relational motives (Moczydłowska,
2007). As other authors in previous studies, we have
found that social security support was also one of the top
motivators (cf. Dolot, 2014).
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In on our study we observed significant gender
differences in work motives. We found that women were
motivated to work by good relations and social security
support to a greater extent than men. This result is
consistent with previous studies, which showed that women
valued the opportunity to do work conducive to their well-being, job security, and positive relations with co-workers
and superiors more highly than men (Linz, 2004). What is
surprising is that the results of the present study did not
show that extrinsic motives associated with remuneration
and comfort were more important for men than for women,
as had been stressed in the literature (cf. Dyke & Murphy,
2006). Our results may indicate a change in women’s work
motives; it turns out that salary and comfort are an equally
important motive for women as they are for men.
Values explained extrinsic motives associated with
comfort and money to the smallest degree (8%) and they
explained intrinsic work motives to the highest degree
(35%). Statistical analysis showed that extrinsic motives of
comfort and money were linked to employees’ younger
age and that they were less strongly related to the
importance of financial success in life than to the
importance of stability, security, and recreation. Intrinsic
work motives concern the importance attached to the values of education and training as well as respect; like
extrinsic motives of comfort and money, they are linked to
employees’ younger age. Relational work motives are not
significantly related to age and concern the importance
attached to friendship, stability, and security. Finally,
extrinsic motives of social security support are related to
attaching importance to the values of financial success,
parenting, education and training, and stability and
security; they are stronger in women, and their significance
for employees decreases with an increase in the importance attached to marriage. It can therefore be concluded
that the explanation of intrinsic and relational motives as
well as extrinsic motives associated with social security
support lies in the employee’s values, while predictors of
extrinsic motives associated with comfort and money
should be sought beyond the employee’s values.
As any other study, the present one has its limitations.
One of them may be the different sizes of the generational
groups and the smaller number of men compared to
women in the sample. The lower number of participants
representing the generation of baby boomers reflects the
situation in the labor market; reports show that one person
in three aged over 50 is no longer professionally active.1
As regards the lower number of male participants, it may
have been due to men’s lack of motivation to take part in
the survey. We used a material reward to increase this
motivation (i.e., for taking part in the study, the respondent
took part in a prize-drawing), but men responded to the
invitation to participate in the study less often than women,
anyway.
Considering the significance of generational differences in work motives found in the test, in a future study
1
http://zielonalinia.gov.pl/upload/50plus/CD_raport-diagnoza.pdf
(retrieved May 13, 2018)
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the sample should be expanded to include the youngest
generation, entering the labor market: Generation Z. The
number of employees in the sample should be larger too, so
that it becomes possible to analyze the work motives across
different lines of business and types of organizations.
The results concerning employees’ work motives,
generation, gender, and values lead to the conclusion that
younger employees prefer work that ensures comfort and
an adequately high salary to a greater extent than older
employees and that women tend to choose jobs ensuring
good relations and social security support. What is worth
stressing is the fact that intrinsic work motives (associated
with challenges, self-fulfillment, and improving one’s
qualifications) are important for all employees, regardless
of age or gender. The obtained results are a clue for
managers and human resources departments regarding
differences in employees’ motivation depending on
generation and gender. They will make it possible to
design effective motivational systems based on employees’
values.

References
Badora B.: Młodzież 2010. Plany, dążenia i aspiracje. Materialne
warunki życia i dostęp do technologii informacyjnej. CBOS.
Warszawa 2010
Bańka A.: Kapitał kariery – uwarunkowania, rozwój i adaptacja do zmian
organizacyjnych oraz strukturalnych rynku pracy. W: Z. Ratajczak,
A. Bańka, E. Turska [red.]. Współczesna psychologia pracy i organizacji. Wydawnictwo Uniwersytetu Śląskiego, Katowice 2006,
ss. 59-117
Baran M., Kłos M.: Pokolenie Y – prawdy i mity w kontekście
zarządzania pokoleniami. Marketing i Rynek, 2014; 5: 923-929
Bedyńska S., Książek M.: Statystyczny drogowskaz 3. Wydawnictwo
Akademickie, Warszawa 2012
Brown D.: The role of work and cultural values in occupational choice,
satisfaction, and success: A theoretical statement. Journal of
Counseling & Development, 2002, 80: 48–56
Chusmir L. H. & Parker, B.: Gender and situational differences in
managers’ values: A look at work and home live. Journal of Business
Research, 1991, 23: 325-335, doi: 10.1016/0148-2963(91)90018-S
Cieciuch J.: Kształtowanie się systemu wartości od dzieciństwa
do wczesnej dorosłości. Wydawnictwo Liberi Libri, Warszawa
2013
Czerw A.: Co ludzie myślą o pracy zawodowej? Konstrukcja metody
diagnozującej postawy wobec pracy. Psychologia Społeczna, 2013,
8, 2(25):219-233
Deci, E. L., & Ryan, R. M.: Intrinsic motivation and self-determination in
human behavior. Plenum. New York 1985
Dolot A.: Wybrane czynniki motywowania do pracy w świetle badań
empirycznych. Zeszyty Naukowe Politechniki Śląskiej, Seria:
Organizacja i Zarządzanie, 2014, 71(1917): 63-73
Dyke L.S., MurphyS.A.: How We Define Success: A Qualitative Study
of What Matters Most to Women and Men. Sex Roles, 2006, 55
(5):357-371, doi: 10.1007/s11199-006-9091-2
George J., Jones G.: Experiencing work: Values, attitudes, and moods.
Human Relation, 1997, 50(4):393–416.
Gursoy D., Chi Ch G., Karadag E.: Generational differences in work
values and attitudes among frontline and service contact employees.
International Journal of Contemporary Hospitality Management,
2013, 32:40-48, http://dx.doi.org/10.1016/j.ijhm.2012.04.002
Hildt – Ciupińska K., Bugajska J.: Evaluation of activities and needs of
olders workers in the context of maintaining their employment.
Medycyna Pracy, 2013, 64(3):297–306, http://dx.doi.org/10.13075/
mp.5893.2013.0025

Hysa B.: Zarządzanie różnorodnością pokoleniową. Zeszyty Naukowe
Politechniki Śląskiej Seria: Organizacja i Zarządzanie, 2016, z. 97,
Nr kol. 1964, s. 385-398
Iain – Kennedy J.: Job Interviews for Dummies. John Willey, Hoboken,
New York 2007
Jonge J. Schaufeli W.B.: Job characteristics and employee well-being:
a test of Warr's Vitamin. Model in health care workers using
structural equation modeling. Journal of Organizational Behavior,
1998, 19(4):387-407
Kasser T., Cohn S., Kanner A. D., Ryan R. M.: Some costs of American
corporate capitalism: A psychological exploration of value and goal
conflicts. Psychological Inquiry, 2007, 18(1):1-22. http://dx.doi.org/
10.1080/10478400701386579
King B.M., Minium E.W.: Statystyka dla psychologów i pedagogów.
Wyd Naukowe PWN, Warszawa 2009
Konarski R.: Modele równań strukturalnych Teoria i praktyka. Wydawnictwo Naukowe PWN, Warszawa 2010
Linz S.J.: Motivating Russian workers: analysis of age and gender
differences. Journal of Socio-Economics, 2004, 33(3): 261-89
Lubrańska A. Konflikt praca – rodzina i rodzina - praca w aspekcie różnic
międzypłciowych i międzypokoleniowych. Medycyna Pracy, 2014,
65(4):521–533, http://dx.doi.org/10.13075/mp.5893.00040
Makuch M.: Rozważania o pracy z perspektywy współczesnego
społeczeństwa. Ujęcie psychologiczno – społeczne. W: M. Makuch
[red.] Współczesny rynek pracy. Zatrudnienie i bezrobocie w XXI
wieku. Wydawnictwo CEdu, Wrocław 2014, ss. 33-50
Moczydłowska. J.: Czynniki motywujące do pracy w ocenie pracowników mikro- i małych przedsiębiorstw Polski północno-wschodniej.
ZN WSZOP, 2007, nr 1(3):69-74
Neff W.: Work and human behavior. Aldin Pub Co, New York 1985
Paszkowska – Rogacz A.: Psychologiczne podstawy wyboru zawodu.
Przegląd koncepcji teoretycznych. KOWEZiU, Warszawa 2003
Peplińska A., Wołoszko K.: Occupational activity and subjective
perception of the quality of life in persons with motor disabilities
in Poland, Acta Neuropsychological, 2014, 12(3): 329-346
Rainey H.G.: Work motivation. W: R.T. Golembiewski (ed.), Handbook
of organizational behaviour, Marcel Dekker Pub Co, New York
2001, ss. 19–42.
Reisenwitz T.H., Iyer R.: Differences in generation x and generation y:
Implications for the organization and marketers. Marketing Management Journal, 2009, vol. 19 (2), s. 91-103
Roczniewska M., Retowski S.: Rola satysfakcji z pracy w relacji między
dopasowaniem człowieka do organizacji w zakresie strategii
realizacji celów a zdrowiem psychicznym. Medycyna Pracy, 2014;
65(5):621–631, http://dx.doi.org/10.13075/mp.5893.00152
Ros M., Schwartz S.H., Surkis S.: Basic individual values, work values,
and the meaning of work. Applied Psychology-An International
Review ,1999, 48: 49-71
Schwartz, S.H.: Are there universal aspects in the structure and contents
of human values?. Journal of Social Issues, 1994, 50(4):19-45.
Sousa-Poza A., Sousa-Poza A.A.: Well-being at work: a cross-national
analysis of the levels and determinants of job satisfaction. Journal of
Socio-Economics, 2000, 29, 517–538
Stachowska S.: Oczekiwania przedstawicieli pokolenia Y wobec pracy
i pracodawcy. HRM (ZZL), 2012, 2:33-56
Super D.E: A Life Span, Life Space. Perspective on Convergence. W:
M.L. Savickas, R.W. Lend (eds.), Convergence in Career Development Theories, CPP BOOKS. California 1994
Twenge J. M., Campbell S. M., Hoffman B. J., & Lance C. E.:
Generational Differences in Work Values: Leisure and Extrinsic
Values Increasing, Social and Intrinsic Values Decreasing. Journal
of Management, 2010, 36(5):1117-1142. doi:10.1177/
0149206309352246
Twenge J.M., Campbell W.K., Freeman E.C.: Generation differences in young adults’ life goals, concern for others
and civic orientation 1960-2009. Journal of Personality and
Social Psychology, 2012, 102 (5):1045-1062, doi:10.1037
/a0027408
Twenge J.M., Kasser T.: Generation changes in materialism and work
centraity. Personality and Social Psychology Bulletin, 2013, 37(7):
883-897. doi:10.1177/0146167213484586

Work Motives in the Context of Generational Differences, Gender Differences, and Preferred Values
Warr P.B.: Work, happiness and unhappiness. Lawrence Erlbaum
Associates. Mahwah, London 2007
Wiley C.: What motivates employees according to over 40 years of
motivation surveys. International Journal of Manpower, 1997, 18
(3):263-280, doi:10.1108/01437729710169373
Wilson K. G. & Murrell A. R.: Values work in acceptance
and commitment therapy: Setting a course for behavioral treat-

125

ment. In S. C. Hayes, V. M. Follette, & M. M. Linehan
(Eds.), Mindfulness and acceptance: Expanding the cognitive- behavioral tradition (pp. 120-151). Guilford Press. New York
2004
Zawadzka A.M., Niesiobędzka M. i Godlewska-Werner D.: Kultura
konsumpcji – wartości, cele, dobrostan. Psychologiczne aspekty
zjawiska. Liberi Libri, Warszawa 2014

