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AN EMPLOYEE OF GENERATION Y IN THE FACE 
OF CHANGES IN THE GLOBAL LABOUR MARKET

Work is one of the important activities in human life, although not the most 
important one. Without it, one’s life may not be defined as fulfilling. Every 

generation that appears on the labour market brings a specific set of attitudes. These 
attitudes are a  result of other important values for this generation. Observing the 
contemporary labour market, we can see that for older workers the important values 
are related to stability and security. Ideal work ensures high income and this is a con-
stant tendency. This is understood as a perpetual employment contract, providing 
health and retirement benefits. Ideal work provides stabilization in which the person 
does not perceive the constant threat of becoming unemployed. It is a  job that is 
so stable that a person does not feel the need to constantly look for a new place of 
employment, but they focus on work goals and thinking about their career path. In 
ideal work, the employer appreciates the commitment and honesty of the employee. 
Then, the work gives so important stabilization, which allows to find self-fulfilment 
in professional and private life. Such perception of work is also a source of individual 
self-esteem, because it gives a sense of prestige, determining social position. Thus, 
work is “the axis of life of an individual, it designates social order and the ability to 
survive of the society as whole” (Bauman, 2006, p. 42). A person who has a job such 
as described above can focus on planning their future and is confident that if they 
will work very hard, they will realize their plans. 

Man’s approach to work is influenced not only by personal preferences. It is also 
determined by the general conditions in the labour market. According to sociolo-
gists, contemporary work is postmodern. Due to the conditions imposed by the pro-
cess of globalization, we can’t say that the working environment is similar to the real-
ization of the ideal of working which it has described above. Among the conditions 
shaping the contemporary work environment are: the mobility of capital and the 
accompanying forced labour mobility (resulting in displacement of jobs into coun-
tries where labour is cheaper), the transformations of structures of companies (flat 
and unclear structure), the changes of forms of the employments (so-called flexible, 
offering only payment for work done, insecurity in the form of permanent employ-
ment or health and retirement insurance), the domination of informatization, digi-
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talization and the mechanization, (which causes job cuts as part of the work is able 
to make machines instead of people), the situation of low-qualified workers (whose 
qualifications are rapidly outdated and there are no new job offers); the permanent 
threat of unemployment (the instability of jobs and the problem of finding new 
employment) and the necessity of permanent education (the need for continuous 
training and upgrading to meet the expectations of employers)  (Kamińska, 2012). 
These conditions make the ideal of work environment less and less real. According 
to sociologists (Beck, 2004; Bauman, 2000, 2006; Rifkin, 2001), the labour market 
becomes a place which is less predictable and more and more hostile for the people. 
A person can’t be sure of the stability of his employment. He cannot be sure that his 
efforts, commitment to work be noticed and appreciated. Each of us must be aware 
that every day our workplace will be liquidated, so unemployment becoming the 
experience of most working people.

But are the sociologists, really right? Until recently, most people would have an-
swered without a question: yes. The above described phenomena become the ex-
perience of most employees. But now the new generation is entering the labour 
market. They are so-called Generation Y. They don’t know other life than the this 
which is shaping of postmodern conditions. This is the first global generation, which 
was brought up in the company of electronics, so they don’t recognize the barriers 
resulting from time and place. This is a generation of young people growing up in 
the world of Western civilization – a civilization devoid of disturbing political events 
(war), civilization of overplus of everything and small fertility. From birth to adult-
hood the representatives of Generation Y are accustomed to the fact that the atten-
tion of adults (parents, grandparents) is focused on them, and the purpose of their 
lives is fun, entertainment and self-realization. It seems that this generation is per-
fectly prepared for living and functioning in conditions imposed by postmodernity. 
Hence, this article analyses the above-mentioned factors shaping the postmodern 
labour market in the context of the behaviour and values preferred by the Genera-
tion Y, assuming that this generation will not treat these conditions as threats, but as 
normal conditions in which modern man is able to function well. 

Mobility refers to capital and labour. It can be analysed in three aspects: migrant, 
the target of migration and the place of migration (Kamińska, 2012, p. 307–308). As 
regards the first of these aspects, capital, corporations and companies are no longer 
assigned to a place (Bauman, 2000). They move where the lower costs, primarily 
work (preferential tax systems, lack of extensive system of labour rights) are provided. 
In the context of analysing the behaviour of the youngest employees on the labour 
market, this factor should not be analysed. However, it is also important for genera-
tion Y in the range of their value system. According to Don Tapscott, the one of the 
factors defining the next generation (another name of generation Y) is the need of 
fairness (Tapscott, 2009). Thus, representatives of this generation will follow cases of 
abuse of labour rights in Asian countries, disseminate such examples on the Internet 
and oppose such practices. Thus, by developing their awareness in this area, they will 
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be less inclinable to work for an employer who patronize such practices, even if he 
offers better working conditions than the competition.

The other two factors, i.e. the purpose and place of migration, are more directly 
related to the plans for young workers. The young generation is, as I have mentioned 
above, well-educated, self-confident, and highly aspiring to the development of their 
careers. Unlike their older colleagues from Generation X, they are not willing to 
demit of their education and move abroad, when they might be work under their 
qualifications but for better money. They are the people who want to use their ca-
pabilities, either in mother land or abroad. So, they aren’t a washing-up brush gen-
eration. This is a generation that believes that they are the goal of the brain drain 
process (i.e. the process used by the most developed countries of the West, which 
involves the reception of highly educated immigrants with rare specializations that 
to reinforce the needs of their labour market). So, “working for Generation Y is 
not only a source of income, but psychological or social value – they are the people 
who are determined, flexible, mobile, who want to pursue a career and achieve their 
life goals” (Śliwak, 2016, p. 315). Generation Y treats education as an appropriable 
value, i.e. it is a good investment for the future, becomes a pass to a better life, and 
enables the world without borders in such a close for youth today. The adequate level 
of education, the knowledge of foreign languages allows them to choose their place 
of work and residence anywhere in the world and change them at any time. They 
also provide life at a sufficiently high level of material, which is not the end in itself 
for the Y generation (i.e. its representatives are not able to give up other important 
issues such as freedom for good earnings). But Generation Y representatives are the 
people with a high level of self-worth, and therefore they do not intend to work for 
low money. They do not like the so-called retirement (i.e. the attitude that we are 
able to work hard for little, in order to get promoted in the future), too. 

The last of the reasons for migration, directly related to generation Y, is its pur-
pose. Apart from work, the important purpose of migration, usually limited to time, 
is education. More and more students from Generation Y are eager to benefit from 
student exchanges, studying for a period of time (e.g. one semester, or year) abroad 
or, for students from richer families, decide to pursue the whole higher education 
abroad. Despite representatives of previous generations who are afraid of foreign 
travel because of the languages barriers, Generation Y learns foreign languages from 
childhood and it is not afraid to use them in practice. They realize that traveling 
abroad for educational purposes is a test for the future. Thanks to this type of depar-
ture students and later employees are able to adapt quickly in other countries. The 
Internet and this type of trips allow them to broaden their circle of friends, which in 
the future can be useful when looking for or changing a job. According to Ola, who 
has started a critical discussion on the article describing Generation Y: “In spite of 
inventing hard stories about difficult childhood we to step in adulthood without any 
complexity, we use a number of skills, including those acquired abroad” (Spowiedź 
pokolenia Milenium, 2013). 
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The second factor, which it is witnessing about changes in the contemporary la-
bour market, is the transformation of the structure of companies functioning in the 
global markets. Contemporary companies have changed from the big conglomerates 
with transparent structure of promotion. Their place was occupied by small business-
es, so called flat structure. In such companies, the purpose of employees is to rapidly 
advance to the highest positions in the company. The advancement has ceased to 
be dependent on, for example, the age of the worker, who was associated with the 
wisdom and many years of experience. Hence, it seems that today’s companies are 
more suited to the needs and perceptions of the world of the Y generation. It is 
a generation on the one hand impatient, and on the other willing to change existing 
reality, having specific ideas that they want to embody life as soon as possible and 
they want to be underrated for its too. “This generation has the assumption that 
they are themselves (but not the organization) are responsible for the course of their 
careers, hence the lack of attachment to one place of work is resulted” (Kopertyńska 
and Kmiotek, 2014, p. 43). 

In a company with a flat structure (in regard to its highly hierarchical predecessor) 
the loyalty is a big question. The bureaucratic, modern structure required loyalty 
from the employee, but at the same time it returned it to him. The dismissal of 
the employee was regarded as a  last resort. So, in many cases employees have tied 
their professional lives with only one company, working them from graduation to 
retirement. Today in most cases the life of companies is shorter than the  employee’s 
occupational activity – a companies are established and liquidated as quickly as pos-
sible, so they do not want and can’t be loyal to the employee. At the same time, 
such structures expect loyalty from an employee – understood as a full engagement 
in a business, even if the expense is a private life of employee. It is required that an 
employee resign from his other needs beyond the workplace’s interests. 

While older workers complain about the lack of company’s loyalty to them, they 
are also able to devote themselves to working. However, this kind of employer loy-
alty firm cannot count on younger employees. In the literature (Hutchinson et al., 
2012; Generation Y..., 2008; Kopertyńska and Kmiotek, 2014) the authors stress 
that one of the biggest problems faced by employers employing the Y generation is 
understanding loyalty. Persons from Generation Y are not attached to the workplace. 
They are engaging in work (Tapscott, 2009; Kopertyńska and Kmiotek, 2014), but 
until the workplace is compatible with their needs, which they are inclined to invest 
outside of financial means (e.g. job based on interests, focusing on worker productiv-
ity, but not hours which he must be worked, etc., work concordant with their value 
system). When their needs change, or if they find an employer whose offer the job 
more suitable for persons’ goals, they do not have the opportunity to quit suddenly 
their jobs.

It is also worth emphasizing that employers, whose management is in most cases 
older people, face a number of problems with the management of young workers. The 
first of these problems is the reluctance to spend too much time in the workplace. For 
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Generation Y, the private life (a family life, meetings with friends or spending time on 
hobbies and interests) is just as important as working life. Hence, they don’t tolerate 
staying in the workplace, so characteristic of the working style of the older generations. 
Ola (which I am quoting above) says: “I’m not a desperate workaholic. I can reconcile 
the time for the family with the time for myself and I know when I can go for this 
organic coffee” (Spowiedź pokolenia Milenium, 2013). Hence the stereotype that young 
workers are not inclined to such hard work as generation X is dominant (Kopertyńska 
and Kmiotek, 2014, p. 42–43). However, it seems that the problem isn’t the engaging 
in work but perceiving what this commitment is. As mentioned above, for older work-
ers it is related to the culture of work, expressed as the longest stay at the workplace, at 
the expense of other spheres of life, because it is accepted. For Generation Y, this atti-
tude is stupidity. They see engage in work as a fast and reliable exercise of their duties 
and to create as many ideas as possible that will benefit the organization. At the same 
time, it is a generation that is reluctant to remain at work after hours and reacts nega-
tively to the need to work on a free day (for example Saturday), if it is not a permanent 
practice. However, they don’t exclude additional commitment to work where there is 
a clear need for it (Kopertyńska and Kmiotek, 2014, p. 46).

Due to other life-systems values and their different hierarchy, there are other prob-
lems in the workplace. Among them we can find communication problems between 
employees of different generations. Young employees do not attach much impor-
tance to conventions, such as respect for senior authority, high level of personal cul-
ture, elegant speech and writing. As a result, older workers believe that they are not 
respected by the younger, and the younger also complain about the lack of respect 
for their ideas from the elders. As Ola claims: “What differentiates us from they it 
may be the impudent sincerity with which we speak directly about what we want, 
knowing what we can do” (Spowiedź pokolenia Milenium, 2013).

The incentive system is another problem resulting from generational differences 
between management and young workers. Managers are accustomed to a  certain 
amount of resources, by which they have motivated employees so far. Meanwhile, 
the younger generation, as mentioned above, does not consider financial motivators 
as the most important. “They are motivated by constant development of their com-
petences. At the workplace, they expect health and psycho-physical benefits such as 
private medical care and a sports card. They need a sense that the work provides them 
with satisfaction, it has a positive impact on their career and is widely respected and 
appreciated” (Śliwak, 2016, p. 315–316). In addition, they expect individual offers 
that are tailored to their individual needs, resulting from a good employee knowl-
edge, it isn’t means as employed by everyone. “Rewarding all employees equally may 
be convenient for the company, but the motivating effect of such practice is negli-
gible. An employee feels really appreciated only when he gets what he most desires” 
(Śliwak, 2016, p. 313). 

The problems outlined above indicate that the workplace is often seen as a place 
of struggle between employees who differ significantly in age and professional ex-
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perience. On the one hand, there are older workers in the workplace who occupy 
prominent positions in today’s businesses and have been forced to sacrifice a lot for 
their present position in the company. On the other hand, we have young workers 
who challenge the career path of older workers and do not want to duplicate it. They 
do not recognize senior staff as mentors. They do not want to use their knowledge 
because they consider it obsolete, and they think that those elements that they need, 
they can be obtained via the Internet with a few clicks. These people regard mod-
ern companies as closed to new ideas in which employees refuse to use their ideas 
and look at young issues. Accordingly, on the basis of research by Kopertyńska and 
Kmiotek, it can be stated that in today’s companies there is a problem with the man-
agement of teams of employees of all ages. There are clear tendencies towards the 
formation of rival groups of employees homogenous in terms of age and seniority in 
the company. So, as Kopertyńska and Kmiotek claim, modern managers are most 
aware of the existence of a new generation of workers, with other needs for older 
workers, but they do not understand and they evaluate them through the prism of 
negative traits (Kopertyńska and Kmiotek, 2014, p. 101).

The deepening of the above considerations may be another characteristic charac-
terizing the contemporary labour market, i.e. the change of the form of employment. 
As I have noted above, the ideal form of employment for the elderly workers is an 
employment contract, but this is not an ideal form of employment for young people, 
who may associate it with unnecessary attachment to the workplace. For young peo-
ple, permanent employment (an employment contract) is also valued positively, but 
the reasons for this assessment are different than older workers. While older workers 
are willing to stay at a permanent job place, even if the salary is lower, for reasons 
such as job and social security (health benefits, pensions, retirement benefits). These 
traits of employment are not so important for younger workers. They appreciate to 
use a preferential credit system. Therefore, for young workers, the lack of a perma-
nent contract of employment does not associate with instability and lack of social se-
curity. These workers will be more inclined to take up higher salary proposals instead 
of a permanent contract. Hence, the negative effects of non-durable employment, 
i.e. economic, psychological and social (Kamińska, 2012) – not all of them will be 
valued by the Generation Y as negative.

 Certainly, people from this generation will perceive economic factors as unfair. 
Both low wages and the lack of access to the company’s budget and lack of access to 
other employee rights that are guaranteed to full-time employees in a company (such 
as the use of sports club tickets or car service equipment, cell phones etc.), will be rec-
ognized by Generation Y for injustice. Thus, the economic effects will be perceived 
as negative in the employee’s daily existence, and thus will affect the young people as 
demotivating. Other effects, i.e. psychological and social, are not be noticed by the 
people of the described generation at all. Even if they are noticed, they do not have 
to be perceived negatively. The psychological effect in the literature is recognized as 
a lack of real possibility of changing temporary employment in permanently one. 



233An employee of Generation Y in the face of changes in the global labour market

As mentioned above, in many cases, for Y generators, when the employer ensures 
other conditions (e.g. flexible working time, engaging in interesting projects and re-
newing them, using and rewarding the efficiency and ideas of individual employees), 
the positive qualities of work can make that the flexibility of employment not be 
noticed at all. On the other hand, the social effect (the segregation of employees into 
the full-time elite and the remaining employees) is present in modern companies, but 
this is expressed in the above-mentioned age groups of employees. The attachment 
to one’s own generation is one of the characteristics of the described group. “The 
real deal only connects them with their peers, with whom they unite the meanings 
and values of youth culture, its symbols (memes) that build a community identity” 
(Kubacka-Jasiecka and Passowicz, 2014, p. 176). Thus, a contract of employment 
is part of the consideration of the employee’s loyalty to the company, since it is not 
a factor, which it decides whether the employee remains in the company.

Based on the above characteristics, which describe the value of working envi-
ronment for Generation Y, it seems that the other factors that characterize the 
contemporary labour market, such as the dominance of computerization, digiti-
zation and automatization, the situation of low-skilled workers, the continuing 
threat of unemployment or the need for permanent education, are either evident 
for generation Y or they do not matter to this generation, hence they will be 
discussed together.

The factors that are obvious to the Y generation include the dominance of comput-
erization, digitization and automatization and the need for permanent education. One 
of the social situations, on the basis of which the social scientists distinguish the gener-
ation Y in the literature, is the lack of knowledge on the so-called analogue world. The 
childhood of this generation was accompanied by computers, cell phones, computer 
games and the Internet. Hence, in today’s world, children acquire basic information 
and information skills before they learning to read, write or count. Thus, the older 
generation must learn the computer hardware, but this hardware is so natural for Gen-
eration Y, which are also known as the Net Generation (Tapscott, 2009). Hence, for Y 
generation (unlike older generations) IT and digitization are not valued – it simply ex-
ists. For this reason, people from Generation Y do not perceive a significant reduction 
of jobs place, which are no longer supported by people and they start to be handled 
automatically using computer hardware (Rifkin, 2001). Generation Y is naturally ac-
customed to handle this equipment. Regardless of the degree of complication of this 
service, they do not perceive it through the prism of fear.

Generation Y has relatively easy access to education, compared to other genera-
tions. In most cases their parents attach importance to formal education (masters 
and higher education), so most of today’s young people are convinced the thesis that 
finish the higher education is the need. Other forms of education, i.e. post-graduate 
education, they are also common for today’s youth. At the same time, the generation 
is unaware of the world in which the end of science was the beginning of work and 
these two worlds was separation. Contemporary young people are aware of the pro-
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cess of rapid updating of knowledge and information gained not only a few years ago 
in school, but also in the process of training accompanying professional work. Thus, 
people are convinced of the need to constantly update their knowledge.

 In extreme cases, we have to deal with the process of consuming knowledge and 
experience, which results in the collection of all diplomas, internships and training that 
will enrich the CV of employee and increase his chances in the labour market (God-
lewska-Werner, et al., 2014, p. 162). Hence, Generation Y employees continue to be 
students when they are employers but they have specific expectations about their edu-
cational offerings. They expect, among other things, that this will not only be theoreti-
cal education, that it not fitting for their professional experience. They are eager to take 
an active part in the class, becoming more and more difficult students and asking many 
difficult questions. They want the educational offer to be tailored to their size, widening 
their knowledge, and not just by offering another in the collection diploma. They have 
high expectations about the education which they pay for. At the same time, these are 
people who do not choose the profession once and for all, but they assume that work 
can always be changed according to current interests. Hence, the above-mentioned 
view that both work and education are subordinated to the dominant need for self-ful-
filment in the case of Generation Y is repeated. Because of the surrounding us reality, 
the multiplicity of stimuli stimulates us to seek and develop interests, and “people are 
better educated, they adapt to the changing cultural reality easier, they are to embrace 
the differences, compromise, work in coexistence easier too” (Chodubski, 2012, p. 15), 
that is why the learned and the occupation profession becomes increasingly detached 
for the Generation Y. Therefore, we concluded that the lack of a link between educa-
tion and work in the occupation is already a lasting trend.

It seems that the situation of low-skilled workers and the permanent threat of un-
employment are least affected by the representatives of the Y generation. According 
to the authoress of this text this is the result of the fact how information about each 
generation is analysed and commented on the literature. Each generation character-
istic, pointing to the positive and negative characteristics typical for its representa-
tives, is scraped off stereotype. Hence, although the Y generation is well developed 
in the literature, not only American literature, we may find the opinion that the 
characteristics of this generation: 

do not always consist of a  coherent and unambiguous image of the generation. It 
is related to their journalistic character, but it can also be due to the lack of mature 
cohesion presented by the representatives of this generation of beliefs and behav-
iours, or ambivalent attitudes and emotions. Moreover, in the articles and online 
reports, the characteristics of generation Y appear too sharp, dominated by expressive 
and even exaggerated wording as well as unfounded, often superficial generalizations. 
 (Kubacka-Jasiecka and Passowicz, 2014, p. 176) 

It seems that generation Y has been presented in the sociological, pedagogical 
and psychological literature in a reliable way, but inevitably demonstrating the 
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typical features and values of its representatives is unable to address all its rep-
resentatives. Although it is believed that this is a very well educated generation, 
with high professional aspirations, aspiring to the most prestigious posts, also 
in this generation are the low-skilled and the unemployed people. Thus, in the 
context of this generation, such persons, who are not compatible with the gen-
erally preferred perception of success, are exposed to stigmatization because they 
are unable to realize an imaginary model of life understood as a success. Thus, 
also among the representatives of the Y generation, there are people completing 
vocational education and not interested in further education (although they are 
relatively small, because according to a  survey conducted in 2011 by Krysty-
na Szafraniec, 2/3 of young people completing vocational education decides to 
continue their education (p. 99). These people leave school at lower levels of 
education and they do not finish education, i.e. non-learners, not working or 
using any form of further education (Szafraniec, 2011, p. 199). These people 
exist, though they are not included in the considerations of the Y generation as 
they do not fit in the typical image of this generation. These people are exposed 
to illiteracy and dependence on state social institutions.

The unemployed are another category of people who do not fit in the Y depicted 
in the literature. Also, the problem of unemployment, although characteristic for 
the contemporary labour market (in contemporary analyses the authors stress that 
unemployment is practically exposed to every employee), this problem does not 
seem to exist in the literature about Generation Y. A young employee from Gener-
ation Y does not lose a job, but leaves it, and they find better (i.e. more suited to his 
lifestyle) employment. Meanwhile, also in generation Y and in society as a whole, 
there are people who are exposed to the negative effects of unemployment, such 
as lack of professional experience, lost qualifications (i.e. deskilling) or exposure 
to social degradation. Although the Generation Y is portrayed as dynamic, ac-
tive self-managing, prolonged unemployment also results in apathy and passive 
attitude towards society. It is also worth pointing out that all the representatives 
of the Y generation are exposed to unemployment, not only among those who 
are under-educated, but also, they, who are after graduation, full of plans and 
hopes for a professional life. Although they are convinced of the high level of their 
qualification, self-confidence and determination, this image is not confirmed by 
the employer. The employers state that university graduates are poorly prepared 
theoretically for work.

Hence, presented by the Y generation of self-confidence in the faced with the problem 
of unemployment is not confirmed in practical activities. The level of self-confidence is 
not reflected in the opinions of other people about the Y generation. These opinion in 
many cases are rather negative and do not conform to the self-image of young people. 
The analysis of the labour market in this paper, the opinion of managers on the qualifica-
tions of Y-generation workers is particularly important. At the end of these considerations 
it is worth to cite conclusions from the study of Kopertyńska and Kmiotek (2014). Ac-
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cording to this author the longest of seniority of managers is influenced on “the weaker 
self-esteem of cooperation with Generation Y employees” (p. 103).

This article demonstrates that although the postmodern labour market in socio-
logical literature is described as unfriendly to the worker, the full-on-place, this is so 
only for older workers, i.e. 30-40 years old workers. Employees who are just begin-
ning their careers, they are unaware of stable employment and social security. They 
enter the labour market without fear, with new ideas and high self-esteem. Moreover, 
they regard as archaic, worthy of change the structures described in the literature as 
postmodern. Thus, a new paradox comes to the labour market. The older people 
perceive this sphere of activity more and more pessimistic, noting that what they 
perceive as values result from work is increasingly difficult to achieve and goes away 
in the least. The same reality by young workers is considered too stable, archaic and 
requires change.
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AN EMPLOYEE OF GENERATION Y IN THE FACE OF CHANGES 
IN THE GLOBAL LABOUR MARKET

Keywords: labour market, Generation Y, values, behaviours

Abstract: The analysis carried out in this paper focuses on two themes, usually analysed sepa-
rately, i.e. changes taking place on the postmodern labour market and analysis of the behavio-
ur of the generation Y on the labour market. Normally, the postmodern labour market (and 
the changes it has experienced in the modern phase) is perceived as a hostile and threatening 
place for modern workers. At the same time, a new generation of workers, i.e. Generation 
Y, which knows no other reality than those resulting from postmodernity, enter to labour 
market. The study concluded that people from Generation Y do not perceive the postmodern 
labour market as a place of full danger; on the contrary, they believe that the modern labour 
market is stifling and requires changes, so that the young workers would be able to make full 
use of their capabilities in its structures.

PRACOWNIK POKOLENIA Y W OBLICZU PRZEMIAN 
GLOBALNEGO RYNKU PRACY

Słowa kluczowe: rynek pracy, pokolenie Y, wartości, zachowania

Streszczenie: Analiza przeprowadzona w niniejszym artykule skupia się na dwóch wątkach, 
zwykle analizowanych oddzielnie, tj. na przemianach mających miejsce na ponowoczesnym 
rynku pracy oraz analizie zachowań Pokolenia Y na rynku pracy. Zwykle ponowoczesny 
rynek pracy (i przemiany, które na nim wystąpiły, względem nowoczesnego rynku pracy) 
jest postrzegany jako miejsce nieprzyjazne i pełne zagrożeń dla współczesnego pracownika, 
które jest wyrazem tzw. społeczeństwa ryzyka. Jednocześnie na rynek pracy wchodzi nowe 
pokolenie pracowników, tzw. Pokolenie Y, które nie zna innych realiów niż te wynikające 
z ponowoczesności. W przeprowadzonej analizie stwierdzono, iż Pokolenie Y nie postrzega 
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ponowoczesnego rynku pracy jako miejsca pełnego zagrożeń, wręcz przeciwnie uważają oni, 
iż współczesny rynek pracy jest skostniały i wymaga zmian, by najmłodsi pracownicy mogli 
w pełni wykorzystać swoje możliwości w jego strukturach. 


