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Abstract 
Generation Z, as people born in the late 1990 till mid 2000, is the next wave of youngsters arriving to 
the job market in the next few years. They have characteristics that are not exactly the same of the 
previous generations (Y, X, millennials, boomers, etc.). In fact, literature reveals that this generation 
can be characterized as being very engaged with parents, teachers and others. They are also less 
likely to resist authority relationships than Gen Yers did, but will only perform for individuals when they 
are engaged in intensive working relationships. This generation, more than any other, suffer from the 
growing gap between the highly skilled and the unskilled. The technical skill gap is huge, but the 
nontechnical skill gap is even more pervasive. Managing Generation Z requires a huge remedial effort 
on broad transferable skills like work habits, interpersonal communication, and critical thinking and a 
huge investment in remedial technical training.  

Due to their characteristics, it is time to identify the needs and expectations of both youngsters and 
employers in order to maximize the potential of the candidates and help them to better integrate in the 
job market while helping employers to understand this young generation. 

In the context of the European Project iGEN – Interwork Between Gen Z and Employers, this paper 
presents some results concerning the generation Z in Portugal at this moment as well as trends for the 
future. Data was obtained through questionnaires, interviews and focus groups. Results are compared 
with the literature review in the field and draw some recommendations for the educators and job 
market.  
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1 INTRODUCTION 
The objective of the project iGEN – Interwork Between Gen Z and Employers is to harmonize the needs 
and expectations of both job market and youngsters, labelled by Prensky [1] as “digital natives” as an 
attempt to describe their relationship with technology. These youngsters are born in the late 1990s till 
mid 2000 having now between 16 and 21 years old.  

Literature reveals that this generation can be characterized as being very engaged with parents, 
teachers and others. They are also less likely to resist authority relationships than Gen Yers did, but 
will only perform for individuals when they are engaged in intensive working relationships. This 
generation, more than any other, suffer from the growing gap between the highly skilled and the 
unskilled. The technical skill gap is huge, but the nontechnical skill gap is even more pervasive. 
Managing Generation Z requires a huge remedial effort on broad transferable skills like work habits, 
interpersonal communication, and critical thinking and a huge investment in remedial technical 
training.  

This generation also knows more parts of the world than Gen Yers ever did, but they are likely to be 
far less geographically adventurous. They are plugged into the boundary less world on-line but the key 
to engaging them in their environment tactically is a relentless focus on the local (global mind, local 
reality). The emerging Generation Z reflects a whole new way of thinking about difference. Again 
Generation Y was the transition, Gen Z is all the way there. They are less likely to fall into previously 
recognized categories and much more likely to be mixing and matching various components of identity 
and points of view that appeal to them. They are ever creating their own personal montage of selfhood 
options. 

In order to facilitate the integration of these citizens in the job market it is time to fully identify and 
understand what are their expectations as well as to deeply know what employers need from them. 
The final objective is to help bridging the gap between these two generations, helping youngsters to 
better integrate in the job market and helping employers to understand this young generation.  
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This paper is organized as follow: in the next section we characterize the generation Z in Portugal. 
Section 3 describes the research design used. Then we present the results of the study and finally 
draw some conclusions and recommendations for the job market. 

2 GENERATION Z IN PORTUGAL 
According to the projections of Eurostat [2] in 2015 the population was 10 374 822. It is expected to be 
10 209 628 in 2020 and 9 880 173 in 2030 and decrease till the end of the century. As for the average 
age, in 2015 it was 43,5 while in 2020 it is expected to be 45,7 and in 2030 49,8. As we can see the 
Portuguese population if getting older and old [3]. These figures lead us to think that the Portuguese 
population is getting old and older and that the number of citizens in the generation Z will decrease in 
the years to come.  

We crossed this information with the number of pupils enrolled in early childhood. Figures show that in 
2013 there were 266 666 pupils. This figure reduces in 2014 (265 414) and reduces again in 2015 to 
264 660 [4]. If we take into consideration the pupils enrolled in lower-secondary education figures 
show that for 2013 there were 400 478, in 2014, 383 421 and in 2015, 384 971 [5]. Finally, we also 
checked the figures for the pupils enrolled in vocational upper secondary and post secondary non-
tertiary education. In 2013 there were 182 518 pupils, in 2015, 177 169 and finally in 2015, 176 573. 
Again, this tendency for the population of Portugal to get older. 

Currently, different generations co-exist in the labor market, with differences between them being 
evident. If the generations Y and Z (the latter still not very representative in the labor market) are 
determined to challenge the rigid standards of their previous 'congeners', the older confess not to bear 
the arrogance of the younger. An analysis of Global Trends reveals that knowing the generational 
profile of workers, anticipating the needs and values of the next generation that will enter the market in 
the coming years, is an important step to increase productivity and business success. And avoid inter-
generational conflicts. Knowing and perceiving the characteristics of each of these groups (especially 
those that bring young people into the labor market) is fundamental for companies, as it allows them to 
adapt their offer to the profile they seek (and who seeks them). 

Mobility and flexibility are the "magic potions" to attract young people. 

Although separated for a considerable period, there are several aspects that these age groups (Y and 
Z) have in common, especially with regard to the conditions they value at work. Flexibility, mobility, 
and immediacy (or thirst for the "here and now") are the characteristics chosen as the most 
appreciated. Living in "real-time", combining and articulating work with personal life, is fundamental for 
these workers, particularly those belonging to generation Z, who view social networks and cyberworld 
in a way that members of previous generations cannot understand or even accept. 

Privileging well-being, they defy conventional working standards (considered rigid or not very flexible), 
for flexibility and mobility, leaving fixed working hours, but not commitment. Seeing life and enjoying 
every moment - not making a distinction between work, family and fun - is one of the great 
characteristics of these new (and future) workers, who are regulated by the maxim "work hard, play 
hard". 

The way to look for work is one of the main points of "disunity" between the two generations: a study 
by the Center for Executive Education reveals that while generation Y prefers to look for opportunities 
in specific sites for this purpose, social networks and outsourcing companies or temporary work. On 
the other hand, while the Y does not show a real preference for the size of the companies in which 
they work or intend to work, when considering a potential future employer, generation Z will be less 
interested in working in large organizations. 

Although both generations do not dispense with the world through electronic devices, their attitude 
towards technology is also very different: the former has grown with computers and is adopting the 
new technologies as they become more sophisticated; The second, in turn, was born in the digital 
world. For these so-called digital natives, a world without touch screens, intuitive gaming devices, 
mobile phones and applications is simply unthinkable. As information technology (IT) will increasingly 
become a must in the workplace, employers, present and future, will need to bear in mind the 
importance of IT about information demand, skills to collaboration. However, both generation Y and, 
most likely also Z, will continue to choose face-to-face communication with their leaders. In addition, if 
generation Y has become accustomed to the execution of several tasks at the same time, Z will be 
"compulsively" adept at multitasking. 
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Social and environmental responsibility is another major concern of these new generations. According 
to a global questionnaire on the future of talent, 70% of respondents aged 18-34 said they preferred to 
work in companies that were concerned about their social and environmental impact. A curious fact is 
that respondents in emerging markets are even more concerned about this (77%) than their peers in 
developed countries (67%). Also, engaged in "doing good" and "generating impact", generation Z 
places greater importance on social issues, seeking to articulate their functions with the resolution of 
problems such as discrimination or poverty. This is linked to the ambition expressed by both 
generations to seek inclusive enterprises that do not discriminate against their employees based on 
age, race or culture (a concern expressed by Generation X, although not so pronounced). These 
generations support diversity and see in it a learning and a tool to become better people. It should also 
be emphasized that social entrepreneurship occupies a preponderant position in terms of future 
career. 

Creative, Impatient and Transparent 

Often there are comments about the fact that baby boomers or members of Generation X still 
remember things they learned in elementary school (such as the tables, the names of rivers, railway 
stations), and that younger generations forget everything (or learn nothing) quite easily. And it is true, 
the brains of generations Y and Z are not as prepared as those of previous generations to store 
information for the simple reason that they have never had to do this exercise. On the other hand, as 
already mentioned, they are much more apt to perform several tasks simultaneously and to change 
registration almost immediately. 

However, easy access to information generates a great feeling of impatience in these generations, 
especially when they do not see their work recognized (perhaps because they are aware that nothing 
lasts forever, or because they have grown up in a "feedback culture" motivated by social networks). 
Moreover, for these generations, transparency and information are obligatory for a good working 
environment, since they do not understand or accept the traditional model which presupposes that all 
information is only accessible to the higher bodies of the companies and is prohibited to the rest 
workers. 

One of the "secrets" to attract and retain these workers is to motivate them and engage them in the 
"mission" of the company because they value the praise or constructive criticism of colleagues or 
superiors who dominate the area where they work. However, and partly motivated by the economic 
crisis, Y-generation workers are now starting to value money more for a rewarding job, contrary to the 
Generation Z elements who claim to prefer jobs or companies where they can evolve. In addition, both 
groups prefer "leaders" (who show them how to do it) to "bosses" (who tell them to do something). 

3 RESEARCH DESIGN 
In order to gather data about the Portuguese generation Z, a mixed methodology was used. First, a 
survey with a questionnaire was developed and administered. This information was complimented with 
5 in depth interviews and focus group involving 10 youngsters. 

The questionnaire comprised questions about the biography of the respondent as well as questions 
about the way he / she looked for a job and the workplace, including technology, communication and 
leadership. In the biography we also asked if the respondent already had a job experience, even being 
an internship. This was a selective question since only respondents with a previous working 
experience interested for this study since our aim is to identify the gaps between both intervenient in 
this process – youngsters and employers. The questionnaire was administered between December 
2016 and March 2017. 88 replies were obtained. 

For the interviews and focus group a script based on the questionnaire was developed. All interviews 
and focus group were recorded and transcribed. Content was analyzed. 

4 RESULTS 
In this section, we present the results in an aggregated form and not by method. 

4.1 Personality 
Respondents say that their strengths are being punctual, dynamic, collaborating, hard workers, 
dedicated and flexible. They also describe themselves has being innovative, with a lot of ideas and 
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with a potential to grow the business. They consider themselves more qualified than the previous 
generations, they have open horizons to go abroad, they think in a different way, and consider 
themselves more friendly, more inclusive, more flexible, with a capacity to learn, to use technologies. 
They are also more adventurous, brave, have an easier to access information and have more capacity 
to learn. 

On the other hand, they recognize that they are stubborn, they have more difficulty to deal with rules, 
with the order. They have difficulty to maintain the routine, they are lazy, do not want to start from the 
bottom, they are more dependents from the parents and boss (they do not mind being told what to do). 
At this moment they do not know how to fight for what they want, do not look for other opportunities, 
they are not so open and do not take chances. For them it is difficult to be patient, to wait as 
everything is for now. Finally, they do not recognize the value what they have. 

4.2 Looking for a job 
There are several places where they look for jobs but the most important one is online. One of 
interviews mentioned that he also looked at school (sometimes schools have an office dedicated to 
these matters). They can also look in the Linkedin and in the Portuguese Institute for Job and Training 
online.  

It was interesting to see that some interviewees already have a strategy to look for jobs –they look for 
areas / companies where they would like to work and search among them. They can also deliver their 
CV in person since online it will be “another one”. Another strategy is to type “jobs” in the search 
engine and send a CV to the results. In this case they do not look for particular websites. 

It was also interesting to note the way they select the job. If in some cases they do not look for any 
characteristics of the job (they are just looking for a salary and so they would accept anything) in some 
other cases this does not happen. They want already something related with their program of studies, 
a place where they can learn something and could grow. Anyway the idea of “growth” and 
“development” is present even if only implicit. Anyway, the most important issued when looking for a 
job are financial rewards / opportunities to travel followed by training and development opportunities, 
career opportunity advancement and then friendly environment. This is very curious since most of the 
international studies refers that the most important issue when looking for a job is work and life 
balance [6] [7]. 

They also refer that they still need to strengthen some skills to enter the job marked. And these are 
language skills, public speaking and negotiating.  

4.3 At the workplace 
At the workplace they value the working method adopted. They like it well organized; they like respect 
and sympathy. It is important that all persons at the workplace follow the same working method, the 
same rhythm. They also like open offices since this promotes interaction, improves communication.  

As for communication, it should be done outside the social networks. It should be done in person or by 
phone. They do not like the communication via email. However, they recognize the advantage of using 
email, google drive, etc. These help to build team work but also can be a source of misunderstanding, 
conflict. It is a barrier. 

They are looking for opportunities to grow, to learn. And for this, they clearly prefer the experiential 
learning and field visits, followed by brainstorming and team practice.  

The most preferred forms of support in the workplace are to have the opportunity to learn from team 
members on the job followed by be trained on the job.  

As for the leader, this person needs to be available, to have patience, be a supporter, a teacher and 
give feedback (meaning to tell them what is right or wrong, to explain). Other qualities are respect, 
supportiveness, communication and confidence. As a matter of fact, the idea of supportiveness was 
mentioned several times – respondents are looking for someone that is at the same time a boss, a 
leader, a teacher and a mentor. Someone that treats them with respect, that listens to them and gives 
feedback so they can learn and evolve.  
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As for the co-workers, they need to be open minded, to accept ideas, and be dynamic. Working with 
older people is good since this means an opportunity to learn new things from the experience of the 
other.  They are also more patient, are available to teach and are more friendly. There is a huge 
competition among younger people. The idea of learning something from older people is recurrent.  

They like diversity at the workplace since this might represent an opportunity to learn; it is a way to 
share. But this diversity should have a limit – they do not want extreme situations. Diversity means 
that they need to learn to adapt to the people and to the context. 

They also prefer to work in an office (not at home). It forces them to get out, to go to a different place. 
At home they are more relaxed and can become lazy. They like flexibility in hours (not a 9 – 5 job).  

As for the technology, they do not consider themselves technological experts. Nevertheless, it is 
useful to communicate, to work with colleagues even at distance (and for that technology is useful). It 
is important to be aware of the news regarding technologies. A student should know very well how to 
use technology – how to exchange of information, knowledge, share. They also refer that some 
employers are not experts in using technology. 

The greatest / least challenges in the workplace are the work / life balance, the boss / manager / 
leaders’ attitude and the flexibility in hours. As for the work / life balance it is curious to know that this 
emerges since they have seen the previous generation – their parents – to take work at home leading 
to a blur of the work and family time. And this generation do not want to repeat the same situation. 
Both moment need to be clearly separated.  

The key factors to make the respondent loyal to the workplace are the environment and the 
opportunity for development. As for the rewards that can work as an incentive, respondents prefer the 
moral recognition, followed by the education and training and then the advancement and bonus 
holiday. The less important are the sports facilities followed by the recreation during the work. Again, 
this idea of personal growth and learning is recurrent. 

Finally, we asked them how well school prepared them for work. Respondents said that generally 
speaking they had no big complains, although some gaps in the education were identified, in particular 
with the use of certain applications. Perhaps the most important problem is the lack the practice.  

5 CONCLUSION 
As a conclusion, we can say that Portuguese Z generation is self-confident and have an 
entrepreneurial spirit. They like to use Facebook to communicate with their friends but when they need 
to communicate with work colleagues and boss, they prefer to do that in person or email, since it 
allows to get answers to questions faster. 

When they are looking for a job, usually they look in the employer websites. They feel that school have 
prepared them well for the job market as for technical skills. Related to the soft skills they feel that they 
lack some of the important competences mostly those concerning communication. When they are 
learning, they prefer experiential learning than other kind of training practices.  

They give more importance to have a job which they like and where they feel fulfilled rather than 
having a very well paid job. In the workplace, they value the opportunity to learn from team members. 
They also value the importance of the respect among the workers to create a good working 
environment. Sometimes, they feel that employers do not understand the needs of the young people. 
Related to the leadership, they appreciate the opportunity to learn from older generation to get 
professional knowledge and the skills to solve working problems. For them it is also important to have 
a boss that recognizes their effort and work. They underlined the importance of the leaders’ attitudes 
and the balance between work and lifetime. When they must work in a group, they prefer a small 
group of 2-3 people 

The next table sums up the most relevant aspects as a SWOT analysis. 
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STRENGHTS  WEAKNESSES 

Gen Z are innovative 
Gen Z are adventurous 
Gen Z like to learn with older people 
Gen Z like to do different tasks 
Flexible and willing to work 
Can bring digital skills to the workplace 

Lack of languages skills 
Lack of Public Speaking skills 
Difficult to deal with rules 

OPPORTUNITIES THREATS 

Gen Z are well prepared for the job market by 
schools 

Do not mind going abroad if they get more work opportunities. 
Need to feel recognized 
Need to much support 

Finally, we draw some implications for companies and education. 

As for the companies, results show: 

• The most important items when looking for a job are financial rewards and opportunities to 
travel as well as training and development opportunities.  

• The most preferred forms of support in the workplace are to have the opportunity to learn from 
team members on the job followed by be trained on the job  

• Gen Z prefer to work in small groups, between 1 and 3 people  

• What makes Gen Z loyal to the workplace are the environment and the opportunities for 
development  

• As for the rewards that can work as an incentive, Gen Z prefer the moral recognition, followed 
by the education and training and then the advancement and bonus holiday  

As for education, results show that Gen Z prefer experiential learning, field visit and brainstorming. 
They need to strengthen their communication skills and practice should be more valued at school. 
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