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DETERMINATION OF WORK VALUES OF GENERATION Z USING THE DELPHI

Mehmet YILDIRIM®

ABSTRACT

This research has been conducted with the aim of uncovering work values using the Delphi method. When
examining the methods of previous research on work values, it is observed that most of these methods are aimed
at revealing the majority opinion. While these methods contribute significantly to the categorical classification
of work values in the literature, they contain significant gaps in terms of revealing values that all participants
agree upon. This study aims to fill this important gap in the literature, contribute to the literature, and provide
guidance for future studies. As a result of the study, a consensus has been reached on 37 work values that have
been categorized into seven different categories consistent with the classification of work values in the literature:
social needs, stability, leisure time, external, internal, altruistic, and managerial values.
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Z KUSAGININ CALISMA DEGERLERININ DELPHi METODU iLE BELIRLENMESI

OZET
Bu arastirma calisma degerlerinin Delphi metodu ile ortaya ¢ikarilmasi amaci ile gergeklestirilmistir. Calisma

degerleri lizerine daha Once yapilan arastirmalarin yontemleri incelendiginde bu yontemlerin ¢ogunlugun
gorilislinli ortaya ¢ikaracak yontemler oldugu goriilmektedir. Bu yontemler, ¢alisma degerlerinin kategorik
siniflandirilmasi i¢in literatiire Gnemli katkilar sunsa da biitiin katilimcilarin uzlasmaya vardigi degerlerin ortaya
¢ikarilmast baglaminda 6nemli bosluklar icermektedir. Bu ¢alisma literatiirdeki bu 6nemli boslugu doldurarak
literatiire katki yapmayir ve sonraki caligmalara rehberlik etmeyi amaglamaktadir. Calisma sonucunda
literatiirdeki ¢aligma degerleri siniflandirmasi ile uyumlu olarak sosyal ihtiyaclar, istikrar, bos zaman, dissal,

icsel, 6zgecil ve yonetimsel olmak iizere yedi farkli kategoride siniflandirilmis 37 ¢aligma degeri iizerinde bir
uzlas1 saglandig1 goriilmiistiir.

Anahtar Kelimeler: Calisma Degerleri, Z Kusagi, Delphi Metodu
1. INTRODUCTION

Since each generation’s expectations of work are different from each other, management techniques that
apply to older generations may not work for younger generations. At the same time, old recruiting techniques
may no longer be useful for today’s generations. Therefore, understanding work values can be helpful for
organizations on how to structure jobs, working conditions, compensation packages, and human resources
policies to attract these young individuals (Twenge, Campbell, Hoffman and Lance, 2010: 1122). For that reason,
having information about the working values of the Z generation, which will occupy many positions of
organizations in the future, will help organizations in developing more effective policies.

Employee values are another variable that influences organization policies. Values such as job, profession
or work values express a series of tendencies that guide young people in some decisions that affect their future
achievements (Johnson and Monserud, 2012: 46). Therefore, awareness of these values can be considered as a
skill that will offer organizations a strategic advantage in both recruitment processes and organization
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commitment policies. It can be said that organizations will be successful to the extent that they can
ability to fit the values of employees and the organization and to meet the needs of employees.

Considering the studies on work values (Ros, Schwartz and Surkiss, 1994; Twenge et al, 2010; Wahab,
Quazi and Blackma, 2016; King, Murillo and Lee, 2017; Maloni, Hiatt ve Campbell, 2019) it is seen that it is
generally revealed through values that reflect the opinion of the majority or it is determined by making a
classification as a result of qualitative studies. In addition, some of these studies were designed to confirm the
predetermined categorical classifications and evaluate the results on the axis of these classifications. Therefore,
no research was found examining the work values of the Z generation in order to reach a consensus. This indicates
a literature gap on this subject. Even though previous studies on work values have made significant contributions
to the literature on categorical study values, these values can be made more specific by consensus-based
classification. This research aims to conduct a Delphi study with the Z generation members and to reveal the
work values that the participants agree on. Considering this aspect, it is thought that this research will make a
significant contribution to the literature and guide further research.

2. WORK VALUES AND Z GENERATON

The groups that share key events and critical developments regarding these events as of the birth date are
defined as generations. It can be argued that there is a consensus regarding the existence of four distinct
generational cohorts in the present era. These are commonly referred to as Baby-boomers, Generation X,
Generation Y, and Generation Z. Leaders must consider that different generations have different values and
different demands of work. In addition, these generations respond differently to ordinary events. Because
productivity decreases with job satisfaction when managers or employees don’t understand generational
differences. For this reason, managers or employees should have a perspective on generational differences
(Kupperschmidt, 2000: 65-66; Bejtkovsky, 2016).

Generation Z is a concept generally used for people born in 2000 and later. Therefore, it is stated that this
generation has some differences to previous generations in terms of mentality and character. This generation
demands more flexibility in working life (Ozkan and Solmaz, 2015: 476). One of the most distinctive features of
the Z generation is expressed as technology addiction, freedom, trust and individuality (Berkup, 2014: 223).
Considering that this generation consists of people born between 1995 and 2012, the youngest member of the
generation is 11 and the oldest is 28 years old as of 2023. Therefore, positions in working life have been filled by
these generations (Gabrielova and Buchko, 2021: 490).

Generation Z is also defined as the digital generation because they do not experience an environment
without the internet. Therefore, the Z generation is a generation accustomed to communicating and interacting
with technological developments (Turner, 2015: 104).

Each generation has its own unique worldview, attitude towards authority and perspective on work.
Therefore, employees from the same generation are likely to share similar norms. This brings with it the
possibility that their work values and attitudes towards work are affected by the generation they belong to. Thus,
the possibility of changes in the job structure increases (Gursoy, Maier and Chi, 2008). From this point of view,
managers in today’s business world may face challenging processes. Because managers seem to need to manage
generational differences at the same time. In addition, they seem to shape their processes by considering each
generation’s work value.

Work values refer to eventual situations such as high pay or final behaviors such as working with people.
Different goals related to working life are defined as guiding principles for evaluating the results and environment
related to working life and choosing among different jobs (Ros et al, 1999: 54).
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When choosing a job, employees start with ideas about what is important to them. It is assume
are few broad tendencies under these ideas. For this reason, researchers focus on a number of study values to
determine these trends. Work values, on the other hand, are seen as special reflections of individual values in the
work environment. Therefore, although basic work values are named differently by different researchers, they
are addressed in four basic dimensions: openness versus conservatism, self- improvement versus self-
transcendence. Openness to change consists of self- management and stimulation sub-dimensions, while
conservatism consists of sub-dimensions of security, conformity and tradition. On the other hand, while the self-
development dimension consists of universalism and benevolence sub-dimensions, the self-transcendence
dimension consists of power and success sub-dimensions. Hedonism sub-dimension, on the other hand, is
evaluated under both dimensions as it includes the elements of both openness to change and self-development.
In addition, work values, which reflect individual values, are discussed by researchers through their categorical
classification as social, prestige, intrinsic and extrinsic values (Ros et al, 1999).

Elizur, Borg, Hunt, and Beck, (1991) see work values as the values of a particular social group. These
values, on the other hand, express an entity such as an object, situation or behavior that this group attaches
importance to. In addition, work values are evaluated in three categories: cognitive, emotional and instrumental.

Maloni et al (2019: 2-3) consider the individual’s work values within the framework of person-job fit.
They evaluate work values within the scope of person-environment fit, which includes person-organization fit,
person-work fit, person-manager fit, and person-job fit. In addition, it is stated that there are seven different work
values most commonly used by researchers in the literature: internal, external, social, altruistic, leisure,
supervisory and stability.

Intrinsic Values: A person’s intrinsic values show that he or she values the content of the job more than
the general conditions of work. For this reason, it is expressed as an internal reflection of external work values
(Gesthuizen, Kovarek and Rapp, 2019: 62). While external values are seen as a way to achieve goals outside of
work life, when it comes to internal values, the main target of the employee is work itself (Miiller and Heelden,
2013: 181). Examples of these values are learning, maintaining skills, seeing results, and creativity (Maloni et al,
2019: 3). Therefore, these job-related characteristics represent motivational factors employees should consider
for individual development.

Extrinsic Values: These values show that employees are motivated by the tangible or instrumental
aspects of their job. These aspects include salary, promotion, awards, bonuses, transportation opportunities, meal
fees. These values are interpreted as a way of earning an income and obtaining other guarantees (Health insurance,
retirement plans, job security, career development, etc.) necessary for maintaining life. At the same time, these
external factors such as working environment and working conditions, good wages, ensuring job security, good
physical working environment, not too much stress and pressure, good working hours and generous holidays are
expressed as very important factors to reduce the undesirable features of the job (Taris and Feij, 2001: 55; Halman
and Miiller, 2006: 119).

Social Need Values: This value expresses the evaluation of a job through factors such as making new
friends, having friendly or helpful co-workers, and receiving personal attention from colleagues (Twenge et al,
2010; Kalleberg, 1977: 128). Therefore, this value actually includes an evaluation of the employee’s relationships
with his colleagues in his working life.

Altruistic Values: These values mean to benefit a society or humanity (Chen and Choi, 2008: 611).
Therefore, this value can be interpreted as an indication that employees do not act only to receive or protect their
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personal interests when evaluating a job. With this value, employees evaluate a workplace by consi
beneficial it is to society or humanity.

Supervisory Values: These values refer to manager-employee interaction and supervisory oversight. A
few examples of these values are feedback, directives given by managers, and personal loyalty with managers
(Maloni et al, 2019: 3). In summary, supervisory values refer to the evaluations of the manager’s approach to
employees, management style, and the degree of supervision and surveillance made by employees. As a result of
these evaluations, employees’ judgments about the management and supervision aspects of a job emerge.

Stability Values: These values refer to elements such as a sound retirement plan, an adequate social
welfare and health plan, and a predictable future (deBoer, Bordoloi, Dallmann, and Hengshen, 2021: 10).
Therefore, these values express the elements that remove the future anxiety of employees in working life and the
uncertainty at the end of working life, in addition, support them in the health and safety problems that will arise
during their working life and contribute to working life in this direction.

Leisure Values: These values represent the opportunities offered to spend time after work days. Values
such as the opportunity to vacation, spare time for other things and a slower paced job can be cited as examples
(Maloni et al, 2019: 3). Therefore, these values can be interpreted as an indication that employees seek a balance
between their work life and non-work life.

3. METHOD

A Delphi method, which combines qualitative and quantitative methods, was used in this study. The
Delphi method aims to reach consensus on the views put forward by social group members. Because it is possible
to achieve consensus by the group rather than achieving majority of the group through the Delphi technique.
Furthermore this technique can be considered as a future-oriented research method that provides a clearer
prediction about the future, revealing the options and wishes that shape the future. Thus, at the end of the process,
consensus is reached among the respondents (Lund, 2020; Tunali and Kiraz, 2017). It therefore allows us to
explore the present, predict the future, or make decisions about a subject. This technique is expressed as a
scientific technique that is structured on the basis of determining the needs of an organization, identifying
management problems, making decisions or policy making, and reaching consensus on an issue or problem
(Fallah and Ocampo, 2020: 49). Within the scope of the research problem, in the first Delphi tour, ”What are the
conditions that you consider the most essential that will enable you to choose a workplace?” By asking the
question, it was tried to determine the working conditions that individuals within the scope of the Z generation
give importance when deciding to enter and stay in a job. This information obtained after the first round of
interviews was subjected to content analysis via the Maxqda 3 program and codes were created. Based on the
codes that emerged as a result of the content analysis, a five-point Likert-type questionnaire was prepared as 1-
Extremely not important, 2- Not important, 3- Moderately important, 4- Important, and 5- Absolutely essential.
It was distributed to participants in the second round of inter- views. In order to determine the level of agreement
of the participants on the expressions within the scope of the Delphi method, the median, standard deviation and
interquartile range values of the expressions were calculated using the SPSS 22 program. As a result of the second
round, it was decided to conduct the third round of interviews, as there were expressions outside the threshold
values determined before. As a result of the third round of interviews, there was no need for another round, as a
great deal of consensus has been reached on the statements. As a result of the second and third round Delphi
interviews, the threshold values of the consensus levels were taken as minimum 4 for median, maximum -/+1 for
standard deviation and maximum 1 for interquartile range (Bahar and Demir, 2021).
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a. Research’s Aim

Generation Z is considered a cohort group consisting of more flexible, collaborative, interactive and
innovative individuals, both in their professional and personal lives (Diaconu and Dutu, 2020). According to
OECD 2021 data, while the number of people aged 10-20 is approximately 1.2 billion worldwide, this number is
12 million 682 thousand in Turkey (OECD, 2021). Therefore, these results show that generation Z may have an
increasing importance in working life, both in Turkey and around the world. In the literature review, it is seen
that different studies have been carried out on the perceptions of the Z generation about work life conditions.
However, it is seen that these researches are mostly based on quantitative methods (Pekel et al, 2020), in-depth
interviews (Bekman and Gunduz, 2022), and focus group interviews (Yildirimalp and Guvenc, 2020). When
studies on work values are examined, it is observed that these studies are mostly conducted using methods that
reflect the majority’s opinion. Therefore, no research was found in which a method reflecting a consensus on
work values was used both in the context of generation Z and in terms of work values. In this study, Delphi,
which combines qualitative and quantitative research methods, was preferred. In the Delphi technique, instead of
the majority’s opinion, the participants reach consensus on the subject (Lund, 2020). For this reason, it is thought
that this research will fill an important gap in the literature and make a valuable contribution to the literature.
Since this is a research in which participants imagine their working life, this research will provide some valuable
insights to practitioners and researchers.

b. Research’s Sample

There are different opinions about the number of Delphi participants. Opinions on the number of
participants reach 7 and over 1000. However, since in the Delphi method, the quality of the participants is more
important than the number of participants, representation ability is not sought (Fallah and Ocampo, 2020: 50). In
addition, the Delphi method is viewed as an ideal method for working with small groups. Although it is stated
as an ideal number that the number of participants is between 10 and 20 in general terms, it is also stated that this
number can be 100 or more, with a minimum of 7 (Erpolat, 2011: 1841). In this study, individuals who are
university students with the idea of entering working life were selected to determine the working conditions that
stand out in working life for the Z generation. Participants were randomly selected on a voluntary basis from
university students representing Generation Z. For this purpose, a preliminary briefing about the study was
conducted by reaching out to university students studying during the academic year 2022-2023. Subsequently, a
list of those willing to participate voluntarily in the study was compiled. Following this, communication was
established with the identified participants through online means and data was collected. In this context, this study
was conducted with a sample of 36 university students.

4. RESULTS

To determine the level of agreement, median (Mdn), interquartile range (IQR), and +/-1 standard deviation
range were preferred as central tendency criteria. The median was determined as at least 4 and the interquartile
range as maximum 1 (Bahar and Demir, 2021). It is stated that there is statistical agreement when the interquartile
range is less than 1 (Raskin, 1994: 77). It is suggested that the standard deviation should be in the range of +/- 1
for an acceptable level of fitness (Chuenjitwongsa, 2017: 2; Hasson, Keeney and McKenna, 2000: 1011). In
Delphi studies, the number of tours also varies depending on the participants’ agreement. However, it is stated
that three rounds are generally sufficient (Kalleberg, 1977).

The questionnaire, which was prepared based on the codes related to the factors affecting employees’
decision to choose a workplace and stay at work, was distributed to the participants in the second round. Table 1
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shows the median, standard deviation and interquartile range values of survey data from the second ro
interviews.
Table 1: Median, Standard Deviation, and Interquartile Range Values of Factors Affecting Employees
When Deciding to Prefer and Stay at a Job After the Second Delphi Interview
Items Median gtedv.iation Il;efre];(guart”e
1 | A workplace giving high salaries to the employees 4,0000 ,714203 1,00
2 | Aworkplace is close to where | want it 3,0000 ,82308 1,00
3 | A workplace has health insurance for employees 4,0000 ,73104 1,00
4 @]g\gor;lg:(l)aﬁee;hat the employer gives what is their rights to 5,0000 68036 1,00
5 | A workplace that employees have annual leave rights 4,0000 , 716707 1,00
6 | A hygienic workplace 4,0000 ;91398 1,00
7 | A workplace has a safe place of work 4,0000 82717 1,00
8 | A workplace that pays employee salaries regularly 5,0000 ,68036 1,00
9 ,COE) Vn:?c?r(tﬂlbal(;e has an environment where employees can feel 4,0000 89382 1,00
10 9;\:}2&%22&)?%22‘?;:;:nge benefits such as 4,0000 1,02992 2,00
11 | An organized and tidy workplace 4,0000 ,88852 1,00
12 | A workplace where working hours are determined 4,0000 ,93153 2,00
13 | A workplace where the workload of employees is low 3,0000 ,89307 1,00
14 | A workplace that gives people confidence 4,0000 ,87243 1,00
15 | A workplace with working hours suitable for me 3,0000 ,96986 1,00
16 | A workplace that gives respects to its employees 4,0000 87475 1,00
17 | A workplace that trusts its employees 4,0000 ,86388 1,00
Ly | i e s e e AROSE a0 [ naze | 100
19 | A workplace where employees are treated fairly 5,0000 ,64262 1,00
20 | A workplace with a position related to my profession 4,0000 ,97194 1,00
21 ?ﬁworkplace where employees do not work on their days 4,0000 1,07229 1,00
22 | A workplace where employees feel a sense of belonging 4,0000 ,90209 1,00
23 | A workplace known to everyone 2,0000 1,14236 1,00
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24 | A workplace that values its employees 4,0000 ,719046 1,00
25 | A workplace that offers career opportunities to its employees |4,0000 ,66835 0,00
26 | A workplace where employees are responsible 4,0000 ,82062 1,00
27 | A workplace with smile-face managers 4,0000 1,09347 2,00
28 A V\{orkplace that has a happy and peaceful working 4,0000 01766 2,00
environment
29 A workplace that has employees who trust each other and are 4,0000 88852 1,00
loyal to each other
30 | The growth period of the workplace 2,0000 1,16864 2,00
A workplace where employees have the opportunity to
31 boost their careers in a short time 3,0000 1,09532 2,00
32 | A workplace that supports social responsibility projects 3,0000 ,98230 1,00
33 | aworkplace that has a mission and vision that suits me 4,0000 1,02992 2,00
34 | A workplace that cares for and supports employees 4,0000 ,91619 2,00
35 |2 workplace where there is an openness of the workplace to 4,0000 84413 2,00
innovations
36 | A workplace that provides halal income for itself 5,0000 1,00404 1,00
37 | A workplace with innovation-focused activities 3,0000 1,03449 2,00
38 A wo_rkplgce where | can get an environment related to 3,0000 05866 1,00
working life
39 | A workplace that honest with the employee 5,0000 ,88013 1,00
40 | A workplace that strives for employee motivation 4,0000 ,95936 2,00
41 A workplace that distribute roles according to the abilities of 4,0000 04501 1,00
the employees
42 | A workplace where managers don’t mistreat employees 4,0000 ,84253 1,00
43 | Aworkplace where working from home is possible 3,0000 1,04810 1,00
44 A workplace with managers who give confidence to their 4,0000 66734 1,00
employees
45 | A workplace that is welcome by all 4,0000 ,95018 1,00
16 A workplace that contributes to the development of its 40000 83286 2.00
employees
47 | Aworkplace with honest managers 4,0000 , 77407 2,00
48 A wquplace that gives employees the right to vacation on 40000 09459 2.00
special days
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49 | A workplace that promises its employee development 4,0000 ,85446 1,00
50 | A workplace that has employees who have moral values | 4,0000 ,92863 2,00
51 | A workplace that has a goal 4,0000 ,99459 2,00

Since the median value was below 4, the standard deviation value was greater/smaller than +/- 1, and the
interquartile range value was greater than 1 as a result of the second round interviews, the same questionnaire
was sent to the participants along with the statistical results of the second round interviews, and the third round
interviews were started. The median, standard deviation and interquartile range values of the third round of
interviews are shown in Table 2.

Table 2: Median, Standard Deviation, and Interquartile Range Values of Factors Affecting Employees
When Deciding to Prefer and Stay at a Job After the Third Delphi Interview

Items Median SDt(;j\/.iation glz:re];(guartile
1 | Aworkplace giving high salaries to the employees 4,0000 ,67288 1,00
2 | Aworkplace is close to where | want it 3,0000 ,68404 1,00
3 | A workplace has health insurance for employees 4,0000 ,74096 1,00
4 ,:\mvgforl;g)éice that the employer gives what is their rights to the 5,0000 70458 1,00
5 | A workplace that employees have annual leave rights 4,0000 ,90355 1,00
6 | A hygienic workplace 4,0000 711712 1,25
7 | Aworkplace has a safe place of work 4,0000 ,78079 1,00
8 | A workplace that pays employee salaries regularly 5,0000 , 74336 1,00
9 A workplace has an environment where employees can feel 4,0000 69375 1,00
comfortable

10 ﬁ; ;Ac/i(')%[;;ellce that offers fringe benefits such as transportation, 4,0000 76986 1,00
11 | An organized and tidy workplace 4,0000 53737 0,00
12 | Aworkplace where working hours are determined 4,0000 ,73613 1,25
13 | A workplace where the workload of employees is low 3,0000 ,79884 1,00
14 | A workplace that gives people confidence 4,0000 , 75761 1,00
15 | A workplace with working hours suitable for me 3,0000 ,85957 1,00
16 | A workplace that gives respects to its employees 4,0000 ,69631 ,50

17 | A workplace that trusts its employees 4,0000 ,67354 25

18 ,:\mv(\)/ggksllfgfn \F/)vlr;(;r:eghere are friendly and positive relationships 4,0000 75111 1,00
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19 | A workplace where employees are treated fairly 5,0000 ,70458 1,00
20 | A workplace with a position related to my profession 4,0000 ,72883 1,00
21 | A workplace where employees do not work on their days off 4,0000 ,78363 1,00
22 | A workplace where employees feel a sense of belonging 4,0000 ,64030 1,00
23 | A workplace known to everyone 3,0000 ,99419 1,00
24 | A workplace that values its employees 4,0000 ,62694 0,00
25 | A workplace that offers career opportunities to its employees | 4,0000 ,60964 1,00
26 | A workplace where employees are responsible 4,0000 ,71213 1,00
27 | A workplace with smile-face managers 4,0000 ,80606 1,00
28 A workplace that has a happy and peaceful working 4,0000 64030 1,00
environment
29 ﬁ %?;I;rzelzgﬁ g:zte ras employees who trust each other and are 4,0000 57658 0,00
30 | The growth period of the workplace 3,0000 ,95533 1,00
3L | Goos their carcers in ashorctime 030000 166220 100
32 | Aworkplace that supports social responsibility projects 3,0000 , 714635 1,00
33 |aworkplace that has a mission and vision that suits me 4,0000 56723 1,00
34 | A workplace that cares for and supports employees 4,0000 ,62694 0,00
35 gworkplace where there is an openness of the workplace to 4,0000 49237 0,00
innovations
36 | A workplace that provides halal income for itself 5,0000 ,86164 1,00
37 | Aworkplace with innovation-focused activities 3,0000 ,66220 1,00
38 @ (;/:Eirrl:é)llziaf(;e where | can get an environment related to 3,0000 70962 1,00
39 | A workplace that honest with the employee 5,0000 ,81704 1,00
40 | A workplace that strives for employee motivation 4,0000 ,66822 1,00
41 tAhE;/\/e}onzlgriéa;:eee;hat distribute roles according to the abilities of 4,0000 60006 0,00
42 | A workplace where managers don’t mistreat employees 4,0000 ,79661 1,00
43 | Aworkplace where working from home is possible 3,0000 ,77850 0,00
44 ?mvgtl)orlgs:;ce with managers who give confidence to their 4,0000 57036 0,00
45 | A workplace that is welcome by all 4,0000 ,87141 1,00
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16 ,:\mvgi)orlgglaice that contributes to the development of its 4,0000 64860 25
47 | A workplace with honest managers 4,0000 ,62122 25
48 SAp(\e/\(/:(i);:(g:;cse that gives employees the right to vacation on 4,0000 71213 25
49 | A workplace that promises its employee development 4,0000 ,59108 ,25
50 | A workplace that has employees who have moral values 4,0000 ,60006 0,00
51 | A workplace that has a goal 4,0000 77621 0,00

12th, 13th, 15th, 23rd, 30th, 31st, 32nd, 37th, 38th and 43rd statements have been found to be below the
previously determined threshold value. As a result of the third round of interviews, it was not necessary to hold
another round, as a great deal of consensus has been reached on the items.

After the Delphi study, the factors that generation Z consider when deciding to start or continue a business
are shown in Table 3 together with their main categories. The values obtained represent the values on which a
certain number of participants have reached consensus, as stated before. The study values obtained as a result of
the study are not superior to each other. For this reason, only a certain classification of the obtained values has
been made. The classification of study values was carried out using the most cited study values classification in
the literature (Maloni et al, 2019). Thus, a scale on which the same classification can be used has been added to
the literature.

Table 3: Median, Standard Deviation, and Interquartile Range Values of Factors Affecting Employees

When Deciding to Prefer and Stay at a Job After the Third Delphi Interview

Std. Interquartile
Working Values Categories Median
Deviation Range
1 AV\_/orkaace that provides halal income Altruistic 5 0,86164 1
for itself
9 A workplace where _there is an openness | - et 4 0,49237 0
of the workplace to innovations
3 | A workplace that gives people confidence | Altruistic 4 0,75761 1
4 | A workplace that is welcome by all Altruistic 4 0,87141 1
5 | A workplace that has a goal Altruistic 4 0,77621 0
5 A workplace giving high salaries to the Extrinsic 4 0.67288 1
employees
7 A workplace that pays employee salaries Extrinsic 5 0,74336 1
regularly
8 A workplace that o_ffers fringe benefits Extrinsic 4 0,76986 1
such as transportation, road, meal
9 A workplac_:e t_hat the employer gives Extrinsic 5 0,70458 1
what is their rights to the employees
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10 | An organized and tidy workplace Extrinsic 4 0,53737 0

11 | A workplace that offers career Extrinsic |4 0,60964 1
opportunities to its employees

12 A workplace that gives respects to its Intrinsic 4 0.69631 05
employees ’ ’

13 | A workplace that trusts its employees Intrinsic 4 0,67354 0,25

14 A_workplace where employees are treated Intrinsic 5 0,70458 1
fairly

15 A workplace where employees feel a Intrinsic 4 0,6403 1
sense of belonging

16 | A workplace that values its employees Intrinsic 4 0,62694 0

17 A workplace that honest with the Intrinsic 5 0,81704 1
employee

18 A w_orkplace that strives for employee Intrinsic 4 0,66822 1
motivation
A workplace that distribute roles

19 |according to the abilities of the Intrinsic 4 0,60006 0
employees

20 A workplace tha_t contributes to the Intrinsic 4 0,6486 0,25
development of its employees

21 A workplage with a position related to Intrinsic 4 0,72883 1
my profession

99 A workplace that promises its employee Intrinsic 4 0,59108 0,25
development
A workplace that has a mission and I

23 vision that suits me Intrinsic 4 0,56723 1

24 A worlfplace that employees have annual Leisure 4 0,00355 1
leave rights

o5 A workplac:_a where employees do not Leisure 4 0,78363 1
work on their days off

26 A workplace _that gives e_mployees the Leisure 4 0,71213 0,25
right to vacation on special days

o7 |A workplace that has a happy and Social Needs |4 0,6403 1
peaceful working environment
A workplace where there are friendly and

28 | positive relationships among all Social Needs |4 0,75111 1
employees

29 A workplace where employees are Social Needs |4 0,71213 1

responsible
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A workplace that has employees who

30 |trust each other and are loyal to each Social Needs |4 0,57658 0
other

31 A workplace that has employees who Social Needs | 4 0,60006 0
have moral values

30 A workplace has health insurance for Stability 4 0,74096 1
employees

33 | A workplace has a safe place of work Stability 4 0,78079 1

34 | A workplace with smile-face managers | Supervisory |4 0,80606 1

35 A_workplace where managers don’t Supervisory | 4 0,79661 1
mistreat employees

36 A W(_)rkplace W|th managers who give Supervisory | 4 0,57036 0
confidence to their employees

37 | A workplace with honest managers Supervisory |4 0,62122 0,25

When the values and their classifications in Table 3 are examined, it can be said that it supports the
classification used to characterize employee values created by Maloni et al (2019). Therefore, this study reveals
the significance of this categorical model. However, the adoption of a value type also shows that it is not always
necessary to treat that value type as a unique category (Dominick, lordanoglou, Prastacos and Reilly, 2021: 78).
What is critical here is the extent to which organizations turn these values into a organizational culture. They use
these values as a strategic tool while forming their policies.

5. CONCLUSION
The Delphi method can be expressed as an ideal technique that can be used to reveal the common
tendencies of the participants and the points they attach importance to regarding the researched subject (Gencturk
and Akbas, 2013: 347). One of the strongest aspects of the study is its use of this method. Because, in the literature
review, no Delphi study has been found that revealed that all participants agreed on the working values of the Z
generation. For this reason, it is thought that the results of this research will fill this gap in the literature and guide
further research.

According to the data obtained as a result of this study, the theme of “factors considered important when
deciding to start and stay in a job” consists of 37 codes belonging to 7 categories: social needs, supervisory,
stability, leisure, altruistic, intrinsic and extrinsic. In addition, according to the research results, there has been a
consensus of all participants on 37 statements that emerged as important factors when deciding both to start a job
and to continue working in a job.

Considering the possibility of Z generation members occupying key positions in working life in the
coming years, all these factors should be taken into account to establish and maintain employee loyalty during
and after recruitment as required by an effective human resources policy. According to this research, extrinsic
rewards are among the issues the Z generation emphasizes while choosing a job. Therefore, factors such as travel,
food, transportation, salary, insurance, and vacation opportunities for the Z generation are among the factors
important when choosing a job. These findings show some parallels with other studies in the literature. For
example, in a study conducted by Korkmaz and Cevik (2014), one of the most important issues for the Z
generation when choosing a job is that the company has a favorable wage policy, career opportunities, working
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environment, and job security. In another study, career opportunities, wages and job security are amon
employees consider when choosing a job (lorgulescu, 2016).

This study also found that factors related to the manager’s fairness, honesty, reliability, moderateness, and
support are important factors in choosing a job. These results partially support the study that generation Z prefers
transformational leadership (McGaha, 2018). Transformational leaders help employees realize their dreams and
talents. In addition, transformational leaders show genuine interest in employees (Celik, 1998: 4).

Flexible working, paid leave and a fun working environment are among Generation Z’s most sought-after
features in working life (Gabrielova and Buchko, 2021: 490). This study supports this. Because, according to the
results of the research, among the factors that affect the preferences of the Z generation when choosing a
workplace, there are factors evaluated in the leisure time category, such as annual leave rights, vacation
opportunities on special days, not being called to the office on days off, and a happy and peaceful working
environment.

The critical point in terms of work values is to realize that no work value has priority over another. For
this reason, it is a necessity for organizations understand employees’ work values and make these values shared
by organizations an organizational culture for future generations. In addition, organizations should use these
values as a strategic tool when determining their policies. In this way, organizations will be able to meet
employees’ needs and will have a strategic advantage.

This study was designed as a Delphi study and was carried out to determine the statements agreed upon
as a result of several interviews. Delphi studies require a relatively long time as they combine qualitative and
quantitative methods. For this reason, the sample size of this research could not be kept very large due to the time
constraints of the participants and researchers. This can be expressed as one of the research limitations. Another
limitation of the study is the assumption that the participants expressed their opinions clearly during the
interviews. All analyses are based on this assumption. If it is possible to reach larger samples for future research,
stronger evidence for the Z generation’s work values can be gathered. In addition, it is thought that the values
obtained as a result of this study will be the basis for the development of a scale in future studies. Thus, it may
be possible to verify categorical classifications made on larger samples.
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Cikar Catismasi Beyani: Bu ¢alismada taraf olabilecek herhangi bir kisi, kurum veya kurulus arasinda bir ¢ikar
catismasi bulunmamaktadir.

Destek ve Tesekkiir: Calisma icin herhangi bir kurum ya da kurulustan finansal destek alinmamustir.

Etik Kurul izin: Bu calisma etik kurul izninden muaftir.

Katki Orani: Bu makale tek yazar tarafindan hazirlanmigtir.

Sayfa 626




