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ABSTRACT

Research background: Public administration across Europe faces growing pressure to modernize employment frame-
works in response to Generation Z, whose expectations regarding flexibility, autonomy, and meaningful work challenge
traditional public-sector structures. While these dynamics are widely discussed, empirical evidence from Central and
Eastern Europe remains limited.

Purpose of the article: This article examines work arrangement preferences of Generation Z in the Czech Republic and
analyzes how the trade-off between flexibility and income stability shapes these preferences. It also evaluates implica-
tions for labour-market policy and public-sector workforce modernization.

Methods: The study is based on a quantitative survey of 317 respondents conducted in autumn 2025. Data were collec-
ted through an online questionnaire focusing on work preferences, flexibility orientation, income stability, and attitudes
toward platform work. The analysis applies descriptive statistics and chi-square tests to examine associations between
key variables.

Findings & Value added: The results show a strong preference for hybrid work arrangements combining stability with
flexibility. While flexibility is highly valued, it does not translate into significant interest in platform work, which is percei-
ved mainly as a supplementary activity. Respondents prioritizing flexibility are more open to alternative work forms, whe-
reas those emphasizing income stability prefer traditional employment. Importantly, Generation Z does not perceive
flexibility and security as mutually exclusive but seeks balanced employment models. The study also finds support for
moderate regulation of platform work, emphasizing the role of public institutions in ensuring protection without limiting
flexibility. These findings highlight the need for labour-market policies that integrate structured flexibility with social pro-
tection and for public administration to adopt hybrid work models to remain competitive. The paper contributes to de-
bates on labour-market transformation, public-sector modernization, and economic policy.
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rarchy, and formalized procedures typical for public-sec-
INTRODUCTION tor employment.

Understanding how Generation Z perceives work is thus
crucial not only for private organizations but also for pub-
lic institutions, which increasingly compete with the priva-
te sector for qualified young talent. Public administration
must navigate a dual mandate: maintain continuity, ac-
countability, and service reliability while simultaneously
introducing more adaptive, flexible, and attractive work
models. This creates a strategic tension in workforce
policy-one in which preferences of young workers regar-
ding flexibility versus income stability play a decisive role.

Across Europe, public administration and public policy
face growing pressure to modernize employment fra-
meworks in response to the expectations of a new gene-
ration entering the labor market. Generation Z (born ap-
proximately between 1997 and 2012) represents the first
fully digital-native cohort whose orientation toward flexibi-
lity, autonomy, meaningful work, and continuous deve-
lopment challenges longstanding norms of stability, hie-
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Existing research suggests that Generation Z is motiva-
ted by meaningful work, purpose, and opportunities for
growth-values inherently compatible with public service
missions (Seemiller & Grace, 2019). At the same time,
young people expect flexible scheduling, hybrid arran-
gements, and autonomy in task execution (Eurofound,
2021). These expectations increasingly influence the
competitiveness of the public sector as an employer,
particularly in Central and Eastern Europe, where public
administration traditionally relies on fixed working hours
and standardized employment structures.

In the Czech Republic, these dynamics are particularly
salient. The labor market is characterized by low unem-
ployment, diversification of work forms, and rapid digitali-
zation, all of which create new pressures on institutional
practices. Yet, systematic research on Generation Z's
preferences within this specific context-and especially
their implications for public-sector workforce moderniza-
tion-is still limited. Most literature arises from Western
countries where public-sector HR reforms are more ad-
vanced (Berg et al., 2018). This highlights the need to
understand how Czech Generation Z workers evaluate
flexibility and stability, and how these preferences shape
their openness to traditional, hybrid, or emerging work
arrangements.

To address this gap, the present study builds directly on
the original research questions formulated for this article:

* RQ1: What types of work arrangements does Gene-
ration Z in the Czech Republic prefer?

* RQ2: How do preferences for flexibility versus inco-
me stability shape these choices and relate to ope-
nness to emerging forms of work?

The study further tests the following hypotheses:

« H1: A higher preference for flexibility is positively
associated with willingness to engage in platform
work.

* H2: Individuals emphasizing income stability are
more likely to prefer traditional employment over gig
economy arrangements.

By analyzing survey data from 317 respondents, this
article provides evidence relevant not only for labor mar-
ket studies but also for public administration and public
policy. The findings contribute to ongoing debates about
public-sector attractiveness, the modernization of HR
practices, and the institutional conditions needed to sup-
port hybrid work models while preserving the stability
central to public service delivery.

THEORETICAL BACKGROUND

Generation Z and Work Values in the Context of Pub-
lic Administration

The analysis is grounded in several complementary theo-
retical perspectives reflected in the existing literature.
The concept of flexicurity highlights the need to balance
labour-market flexibility with social protection, particularly

in the context of changing employment forms (European
Commission, 2020; Eurofound, 2021). At the same time,
research on Generation Z emphasises that young wor-
kers simultaneously value autonomy, flexibility, and mea-
ningful work, while also seeking income stability and se-
curity (Francis & Hoefel, 2018; Seemiller & Grace, 2019;
Deloitte, 2023). From an organisational perspective,
these expectations can be interpreted in line with broader
human resource management discussions on adapting
employment practices to evolving workforce preferences
(OECD, 2022; Eurofound, 2023).

Together, these perspectives suggest that Generation Z
is likely to favour work arrangements that combine flexi-
bility with institutional stability, rather than prioritising one
dimension over the other.

Generation Z, typically defined as individuals born bet-
ween 1997 and 2012, is the first cohort to have grown up
fully immersed in digital technologies, online communica-
tion, and globalized social environments (Frombergerova
& Brémova, 2026; Jayatissa, 2023; Wajdi et al., 2024).
This digital upbringing has shaped their expectations
regarding education, careers, and lifestyle choices
(Seemiller & Grace, 2016; 2019). Compared to previous
generations, they tend to be simultaneously pragmatic-
seeking financial independence-and idealistic, valuing
autonomy, flexibility, meaningful work, and personal
growth (Francis & Hoefel, 2018; Berc, 2021; Schroth,
2019).

These value orientations are particularly relevant for pub-
lic administration. While the public sector traditionally
emphasizes stability, formality, and standardized proces-
ses, Generation Z increasingly seeks workplaces offering
purpose-driven activities, supportive organizational cultu-
res, and opportunities for rapid skill development (Peredy
et al., 2024). Survey findings show that flexibility, mental
health support, and meaningful work often outrank salary
among their priorities (Deloitte, 2023). This shift affects
the ability of public institutions to attract young professio-
nals, especially in domains where they compete with
private employers offering more adaptive work conditi-
ons.

Continuous learning and professional development also
play a central role in Gen Z expectations. OECD (2022)
reports that young workers increasingly prefer roles ena-
bling reskilling, rotation, and experimentation-features
not always naturally embedded in public-sector structu-
res. At the same time, Generation Z expresses strong
interest in contributing to societal good, sustainability,
and organizational missions (Eurofound, 2023; World
Economic Forum, 2022). Public administration inherently
aligns with these values, but institutional rigidity may
hinder this potential advantage.

Overall, Gen Z emerges as a cohort navigating both as-
pirational and pragmatic needs: they seek stable income
and job security, yet are unwilling to sacrifice autonomy
and meaningful engagement (Francis & Hoefel, 2018).
This duality makes them especially relevant to debates
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about the modernization of public-sector employment
and public workforce policy.

Flexibility versus Income Security: Implications for
Public-Sector Employment

The trade-off between flexibility and income security is a
central theme in contemporary labor-market research,
particularly in the context of digitalization and evolving
employment norms. Flexibility is associated with auto-
nomy, work-life balance, and adaptability, while income
security provides predictability, reliable pay, and access
to social protections (Eurofound, 2021). For public admi-
nistration-traditionally designed around stable, long-term
employment-the increasing demand for flexibility pre-
sents a structural challenge.

Research shows that flexible work arrangements can
increase job satisfaction and productivity, but only when
implemented with adequate protections and clear expec-
tations (Chung & van der Horst, 2020). If flexibility is po-
orly regulated, it risks generating precarity, uneven work-
loads, and reduced employee well-being-risks that public
administration must avoid due to its responsibility for
service continuity and equal treatment.

Income security remains particularly valued by young
workers in uncertain economic environments. Studies
indicate that despite their desire for autonomy, youth
continue to prioritize secure employment contracts
(OECD, 2020). Therefore, the appeal of public-sector
jobs-traditionally known for employment stability-remains
strong. However, if stability is paired with rigid working
conditions, insufficient career progression, or limited au-
tonomy, public-sector attractiveness may decline among
Gen Z.

Recent studies show increasing interest in hybrid models
combining flexibility with higher degrees of protection
(Rouvroye et al., 2023). Likewise, discrete-choice expe-
riments confirm that workers are often willing to trade
some wage benefits for predictable and secure work
conditions (Jost & Mdser, 2023). These insights unders-
core the need for public institutions to innovate within HR
frameworks-integrating selected elements of flexibility
without undermining accountability and reliability.

Policy debates on “flexicurity” illustrate the challenge of
balancing autonomy with institutional protection (Eu-
ropean Commission, 2020). Central and Eastern Eu-
ropean countries-including the Czech Republic-have
made slower progress toward flexible arrangements in
public administration (Wallace, 2023). This context ma-
kes the study of Czech Generation Z particularly rele-
vant.

In the Czech Republic, these dynamics are shaped by
specific institutional characteristics of the labour market
and public administration. Public-sector employment
remains relatively stable and structured, typically charac-
terised by fixed working hours, formalised procedures,
and limited flexibility compared to the private sector. Whi-
le these features ensure predictability and accountability,
they may reduce the attractiveness of public-sector ca-

reers for younger cohorts seeking more adaptive work
arrangements.

At the same time, the Czech labour market has been
marked by the widespread use of non-standard forms of
work, including dependent self-employment (commonly
referred to as the “Svarcsystém”). In such arrangements,
individuals are formally self-employed but operate under
conditions similar to standard employment, often working
for a single client. This practice reflects a structural ten-
sion between flexibility and security, as it allows for cost
and organisational flexibility while weakening social pro-
tection and employment stability.

For Generation Z, this institutional context is particularly
relevant, as it shapes both perceived opportunities and
risks associated with different work arrangements. Un-
derstanding these structural conditions is therefore es-
sential for interpreting young workers’ preferences and
their attitudes toward flexibility, stability, and regulation.

2.3 Emerging Work Arrangements and Hybrid Models in
Public Administration

The boundaries between standard and non-standard
work have become increasingly fluid. Hybrid employment
structures-combining elements of traditional contracts,
freelance activities, platform-mediated tasks, and project-
based work-are gaining traction across Europe (Euro-
found, 2020; Aliu, 2022). These models offer individuals
ways to balance secure income with personal autonomy.

Digitalization has accelerated these developments. Re-
mote work, telework technologies, and digital collaborati-
on tools are now integral in many sectors, including the
public sector. Generation Z, in particular, demonstrates
readiness to embrace hybrid and diversified career
paths, as these align with their expectations for flexibility
and skill diversification (OECD, 2021).

Although platform work itself is largely incompatible with
public-sector roles, the underlying drivers of its appeal-
autonomy, time flexibility, digital proficiency-mirror broa-
der expectations that public institutions must acknow-
ledge. Empirical evidence shows that an increasing sha-
re of young adults supplement formal employment with
freelance work or digital platform tasks (Eurofound,
2022). Public-sector HR strategies must therefore recog-
nize that hybrid professional identities are becoming the
norm rather than the exception.

Hybrid work brings opportunities-resilience, adaptability,
and higher engagement-but also institutional risks.
Fragmented income streams, unclear protections, or
inconsistent working conditions can undermine social-
security systems (Eurofound, 2020). Public administrati-
on must carefully navigate these risks to maintain fair-
ness, service continuity, and legal compliance.

Nevertheless, hybrid models present a promising directi-
on for public institutions. Research shows that combining
stable employment with structured flexibility supports
both employee satisfaction and organizational perfor-
mance (Kalleberg, 2021; Howcroft & Bergvall-Kareborn,
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2019). For policymakers, this underscores the need to
modernize labor regulations and expand social protection
frameworks to accommodate multi-sourced or hybrid
careers.

Based on the theoretical discussion, the relationship
between flexibility, income security, and emerging forms
of work can be conceptualised as a trade-off shaped by
individual preferences and institutional conditions. Fle-
xible work arrangements, including platform-based work,
are typically associated with higher autonomy but lower
levels of income stability and social protection. Conver-
sely, traditional employment provides greater security but
often limits flexibility.

From this perspective, individuals who prioritise flexibility
are expected to be more open to non-standard forms of
work, as these arrangements better align with their prefe-
rence for autonomy. In contrast, individuals who empha-
sise income stability are expected to prefer traditional
employment structures that ensure predictable income
and institutional protection.

RESEARCH OBJECTIVE, METHODOLOGY AND DATA

Research Questions and Hypotheses

This study examines how members of Generation Z in
the Czech Republic perceive different forms of work
arrangements and how they negotiate the trade-off bet-
ween flexibility and income stability-an issue increasingly
relevant for labor-market policy and for public-sector
workforce planning. The research focuses on the follo-
wing questions:

«  RQ1: What types of work arrangements does Gene-
ration Z in the Czech Republic prefer?

* RQ2: How do flexibility and income security shape
their job choices?

Based on these questions, two hypotheses were formu-
lated:

« H1: A higher preference for flexibility is positively
associated with willingness to engage in platform
work.

« H2: Individuals emphasizing income stability are
more likely to prefer traditional employment over gig-
economy arrangements.

These hypotheses reflect theoretical debates on flexibili-
ty, security, and emerging forms of work, and they are
directly relevant to current public-policy discussions
around labor-market regulation and public-sector em-
ployer attractiveness.

The study employs a quantitative survey design, suitable
for identifying patterns in Gen Z preferences and testing
relationships between flexibility orientation, stability pre-
ferences, and openness to platform-based work. A struc-
tured questionnaire allowed for standardized data collec-
tion and subsequent statistical analysis.

This design also enables the examination of variables
that are of interest to public administration and labor-

market policy, including attitudes toward state regulation
of platform work and perceptions of meaningfulness in
employment.

Research Sample and Data Collection

The empirical data for this study were collected through
an online survey targeting individuals belonging to Gene-
ration Z, defined here as those born between 1997 and
2012. In total, the dataset comprises responses from 317
participants residing in the Czech Republic. Recruitment
was carried out through university mailing lists, social-
media platforms and youth-oriented online communities,
enabling access to a diverse group of young people at
different stages of education and early labour-market
involvement. The sample includes full-time and part-time
employees, students engaged in occasional work and
respondents not currently participating in the labour mar-
ket, thereby reflecting the variety of employment path-
ways typical for this age cohort.

Data collection took place in the autumn of 2025 through
an online questionnaire consisting of 34 items covering
work preferences, financial attitudes, lifestyle behaviour,
education and digital habits. The questionnaire was dis-
tributed via the university information system, social me-
dia platforms, and QR codes placed within university
premises. A total of 317 students from Ambis University
participated in the survey.

For the purpose of this article, only the items relevant to
the analysed variables—work flexibility, income preferen-
ces, platform-work attitudes and basic sociodemographic
characteristics—were used and are included in the Ap-
pendix. Selected questions were measured using ordinal
or Likert-type scales, while others offered single- or mul-
tiple-choice options to capture respondents’ orientations
and experiences. Participation in the study was voluntary
and anonymous, and respondents were informed about
the purpose of the research prior to completing the ques-
tionnaire.

The sampling strategy reflects a convenience approach
based on online distribution through university channels
and social media. This method may introduce selection
bias, particularly through the overrepresentation of stu-
dents and digitally active individuals, as well as respon-
dents with a higher interest in flexible forms of work. As a
result, the sample cannot be considered representative
of the entire Generation Z population in the Czech Re-
public. The findings should therefore be interpreted as
exploratory and indicative rather than generalisable.

Variables and Analytical Methods

The study employs a structured set of variables and ana-
lytical procedures to examine how members of Generati-
on Z navigate contemporary labour-market conditions
and to explore the implications of their work preferences
for public policy and labour-market governance. The ope-
rationalisation reflects both behavioural factors and at-
titudes relevant to the regulation of non-standard and
platform-based forms of work. The analysis is based on
the following variables:

www.jobsjournal.eu

Al

JECESR:


http://www.jobsjournal.eu

Journal of Business Sectors ® Volume 04 ® Issue 01 ® June 2026

Independent variables:

+  preference for flexibility

+  preference for income stability

+  perceived importance of meaningful work
Dependent variables:

+ willingness to engage in platform work

« preference for traditional vs. gig-economy employ-
ment

+  attitudes toward regulation of platform work
Control variables:

« gender

* education

«  prior experience with platform work

Key variables were operationalised using a combination
of Likert-type scales and categorical indicators. For
example, the importance of flexibility and income stability
was measured using ordinal scales, while preferences
for employment types and willingness to engage in plat-
form work were captured through categorical response
options. This approach allows for the identification of
patterns in work preferences while maintaining consis-
tency with the exploratory nature of the study.

The data were analysed using descriptive and inferential
statistical techniques. Descriptive statistics (frequencies,
proportions, means, and standard deviations) were used
to summarise key characteristics of the sample. Chi-
square tests of independence were applied to examine
associations between categorical variables and to test
the proposed hypotheses.

Reliability and validity were supported through a pilot test
involving 25 respondents, which examined the clarity,
structure, and comprehensibility of the questionnaire.
Internal consistency-where applicable-was assessed
using Cronbach’s alpha, with values of 0.70 or higher
considered acceptable. The measurement approach was
informed by existing literature and designed to capture
key constructs relevant to the study. Participation in the
study was voluntary and anonymous, respondents were
informed about the purpose of the research and provided
informed consent, and all data were handled in accor-
dance with GDPR requirements and commonly accepted
ethical standards in social-science research.

RESULTS

Descriptive Statistics

The research sample consisted of 317 respondents from
Generation Z (born 1997-2012). As presented in Figure
1, the age distribution shows that more than half of res-
pondents (53 %) were between 18-21 years old, while
one third (34 %) belonged to the 22-24 age group. A
smaller proportion (13 %) were 25-28, indicating that
most participants were either entering or were in the ear-
ly stages of their labor-market experience.

Figure 1: Age structure of respondents

W 18-21 years
W 22-24 years
25-28 years

Source: own research

Regarding current work status, the data reveal that Ge-
neration Z is already highly active in the labor market,
albeit often through non-standard forms of employment
(Figure 2). The largest segment reported working part-
time (36 %), followed by full-time employees (21 %). A
notable share (19 %) indicated that they were exclusively
studying, while occasional or temporary work was repor-
ted by 14 % of participants. The remaining 10 % identi-
fied other forms of employment.

Figure 2: Current employment status of respondents

10%

fi,

M Part-time contract
M Full-time job
Only studying

M Casual/occasional work

Other
Source: own research

These findings underline that although a significant pro-
portion of Generation Z remains in education, many are
already participating in the labor market through flexible
or transitional arrangements. For public-policy and pub-
lic-administration contexts, this is relevant because it
reflects an early tendency toward diversified employment
pathways — an important consideration for designing
youth employment policies and for public-sector recruit-
ment strategies.

Preferences for Work Arrangements

When asked about their ideal type of income, respon-
dents expressed a clear preference for hybrid arrange-
ments combining the stability of employment with the
independence associated with personal projects (Figure
3). Almost half (46 %) selected such hybrid income as
the most desirable option.

A further 27 % preferred a stable job with fixed salary
and working hours, highlighting that predictable income
remains an important determinant for many young wor-
kers-especially those at the start of their careers.

By contrast, 19 % favored a fully flexible income model,
even at the cost of greater uncertainty, suggesting an
entrepreneurial orientation among a minority of respon-
dents. Finally, 8 % stated that their preferences depend
on specific circumstances, indicating a pragmatic appro-
ach to employment choices.

These findings directly address RQ1, demonstrating that
Generation Z in the Czech Republic tends to prefer em-
ployment models that balance stability and autonomy
rather than committing exclusively to either. This insight
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is particularly relevant for public administration, where
hybrid arrangements may increase the attractiveness of
public-sector work without compromising institutional
stability.

Figure 3: Ideal type of income among Generation Z respon-
dents
B Combination of employment
and own projects

M Stable job with fixed salary and
hours

Fully flexible income, self-
responsibility

M | don’t mind, depends on
situation

Source: own research

At the same time, it is important to emphasise that res-
pondents’ preference for combined income streams also
reflects several persistent challenges in the Czech labour
market—most notably the widespread use of bogus self-
employment (commonly referred to as $varcsystém).
According to the latest data from the Czech Social Secu-
rity Administration, as of 30 September 2025 there were
1,182,086 self-employed individuals (CSSZ, 2025), while
the total labour force in the Czech Republic, based on
the most recent measurement, amounted to 5,563,258
(CSU, 2021). This situation also creates potential vulne-
rabilities for the tax base and the sustainability of social-
security funding. For this reason, public authorities may
need to intensify oversight of misclassified work arran-
gements and consider policy measures that reduce the
economic appeal of bogus self-employment for em-
ployers and workers alike. This phenomenon illustrates
the blurred boundary between standard and non-stan-
dard employment and highlights the complexity of balan-
cing flexibility and security in the Czech labour market. In
this sense, it represents an important contextual factor
when analysing Generation Z work preferences, particu-
larly in relation to hybrid and platform-based work arran-
gements.

Flexibility versus Income Security (RQ2, H1, H2)

A large majority of respondents considered flexibility to
be either important (61 %) or a key factor (27 %) in their
work decisions (Figure 4). Only a small minority percei-
ved flexibility as neutral (7 %) or unimportant, instead
prioritizing security (5 %). These results confirm that au-
tonomy in managing time and tasks is central to how
Generation Z conceptualizes desirable employment con-
ditions.

When examining interest in platform work, however, the
findings reveal a more nuanced pattern (Figure 5). Near-
ly half of respondents (46 %) preferred traditional em-
ployment, and 43 % reported that while they were not
interested in platforms, they would consider other forms
of flexible work. Only 10 % expressed active interest in
platform-based employment, and just 1 % were currently
engaged in it.

To examine the relationship between flexibility preferen-
ces and openness to platform work, a chi-square test of

independence was conducted. The association was sta-
tistically significant (x* = 47.56, df = 9, p < 0.001), with a
moderate effect size (Cramer's V = 0.22). This indicates
that flexibility preferences are meaningfully associated
with openness to platform work, although the strength of
the relationship is moderate. Respondents who percei-
ved flexibility as crucial or important were more likely to
consider platform work, whereas those prioritising inco-
me security tended to prefer traditional employment. Ho-
wever, the findings reflect associations rather than causal
relationships. These findings are consistent with H1.

Figure 4: Importance of flexibility

5%
7% 22 ® Important, but | don’t mind

some structure
my time
Neutral/doesn't matter

Source: own research

Figure b: Interest in platform work

10% 1%

M No, | prefer traditional job

m No, but I consider another
flexible work

Yes, lam considering it

Source: own research

A more detailed look at the distribution of responses
shows that respondents who rated flexibility as highly
important were more frequently represented among tho-
se willing to consider platform work or other flexible
arrangements. In contrast, individuals who placed less
emphasis on flexibility were more strongly concentrated
in the group preferring traditional employment.

Similarly, the relationship between preferred income type
and interest in platform work was statistically significant
(x* = 59.52, df = 9, p < 0.001), with a moderate effect
size (Cramer's V = 0.25). This suggests that income pre-
ferences are associated with different employment orien-
tations, with a moderate strength of association. Indivi-
duals preferring stable, fixed-salary employment were
less likely to consider platform work, while those favou-
ring hybrid or flexible income models showed greater
openness to alternative work arrangements. As in the
previous case, the findings indicate associations rather
than causal effects. These findings are consistent with
H2.

Similarly, the distribution of responses indicates that res-
pondents who prioritised income stability were predomi-
nantly concentrated in the group preferring traditional
employment, whereas those favouring hybrid or flexible
income models were more evenly distributed across al-
ternative work arrangements, including platform work.

Together, these findings address RQ2 by demonstrating
that while Generation Z highly values flexibility, this does
not automatically translate into an interest in platform
employment. Rather, their preferences reflect a balanced
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orientation: those who prioritize security gravitate toward
traditional jobs, while those seeking autonomy are more
open to hybrid models and, to a lesser extent, platform
work.

From a public-policy perspective, these results highlight
the need to design employment frameworks and social-
protection systems that accommodate diverse work pre-
ferences while ensuring adequate stability and protection
for young workers. For public administration, the findings
underscore the importance of offering structured flexibili-
ty to attract younger cohorts without compromising ac-
countability and service reliability.

The findings regarding respondents’ interest in working
through digital labour platforms can be further comple-
mented by the follow-up question (labelled as the eighth
question in the article), which examined whether young
people perceive platform work as a temporary or long-
term form of employment. This additional insight helps
contextualize their motivations and clarifies how platform
work fits into the broader employment preferences of
Generation Z.

The most common response indicated that platform work
is viewed as dependent on circumstances, chosen by
36% of respondents. Another 27% consider it exclusively
a short-term side income, reinforcing the interpretation
that platform work is perceived mainly as a supplementa-
ry activity. 26% reported that they do not consider plat-
form work at all, while only 10% see it as a potential
long-term source of income.

These findings complement the results of the main ques-
tion on willingness to undertake platform work. They
show that the low overall interest in platform-based em-
ployment is shaped not only by a preference for stability
and income security, but also by the fact that most young
people do not view platform work as a sustainable or
long-term career option.

This pattern is consistent with theoretical expectations
suggesting that individuals seek to balance flexibility with
income security rather than prioritising one dimension
exclusively.

Attitudes Toward Regulation of Platform Work

Figure 6: Attitudes toward regulation of platform work
4%

13% ‘

B Notsure, | need more
information

m | don'tknow, | don't follow this
issue

| disagree, flexibility is more
important

M |tis right, it protects workers

Source: own research

Figure 6 presents respondents’ views on the appropriate
level of state regulation of platform work. The results
show that Generation Z tends to support moderate and
balanced regulatory approaches. A substantial share of
respondents favored the view that the state should ensu-
re basic protections-such as transparent working conditi-

ons, fair pay standards, and minimum safety require-
ments-while still allowing platforms to maintain operatio-
nal flexibility. Only a small minority preferred either no
regulation or strict intervention.

These findings complement previous results by illustra-
ting that although young people value flexibility, they do
not support fully deregulated labor markets. Instead, they
expect public institutions to play a protective and correc-
tive role, ensuring that flexible work arrangements do not
lead to excessive precarity. This insight is particularly
relevant for public-policy discussions surrounding plat-
form governance and reflects broader European debates
about how to regulate emerging forms of work while
maintaining both innovation and worker security.

DISCUSSION

The findings of this study provide important insights into
how Generation Z in the Czech Republic evaluates work
arrangements, balancing preferences for autonomy with
expectations of income security. These insights have
broader implications not only for employers in the private
sector but also for public administration, which increa-
singly competes for young talent in a diversifying labor
market.

First, the strong preference for hybrid work arrange-
ments-combining stable employment with opportunities
for personal projects-indicates that Generation Z does
not conceptualize flexibility and stability as mutually ex-
clusive categories. Rather, respondents seek employ-
ment forms that allow them to maintain predictable inco-
me while retaining autonomy over parts of their professi-
onal life. This aligns with recent European findings sho-
wing that younger workers prefer blended models of
work that support experimentation while ensuring a foun-
dational level of security (Jost et al., 2023; Eurofound,
2023).

Second, the results confirm that flexibility is widely va-
lued, yet it does not automatically translate into ope-
nness to platform-based or gig work. Although flexibility
is perceived as a key attribute of quality employment by
most respondents, only a small share expressed interest
in platform work. This supports the argument that plat-
form-based arrangements may be perceived as offering
insufficient security or insufficient alignment with long-
term developmental goals, despite their flexibility. These
findings reinforce research indicating that young em-
ployees favor flexibility within structured and regulated
environments, not at the expense of stability (Chung &
van der Horst, 2020).

The significant associations found through chi-square
analysis further validate the hypotheses. Individuals with
a high preference for flexibility were indeed more likely to
consider platform work (H1 supported), whereas those
prioritizing income stability preferred traditional, secure
employment (H2 supported). Importantly, however, even
respondents with strong flexibility preferences still favo-
red hybrid employment over purely platform-based

www.jobsjournal.eu

T4

JECESR


http://www.jobsjournal.eu

Journal of Business Sectors ® Volume 04 ® Issue 01 ® June 2026

arrangements. This suggests a nuanced preference stru-
cture: Generation Z values autonomy but continues to
rely on stable institutional frameworks to mitigate eco-
nomic uncertainty.

A third important insight relates to attitudes toward state
regulation of platform work. Respondents expressed
support for moderate regulatory measures that protect
workers while maintaining operational flexibility. This il-
lustrates a broader generational expectation that public
institutions should act as guarantors of fairness, transpa-
rency, and minimum protections in emerging labor mar-
kets. For policymakers, this implies that maintaining a
balanced regulatory environment may be crucial to ensu-
ring the sustainability and societal legitimacy of platform
work as it expands.

Overall, the study demonstrates that Generation Z priori-
tizes a balanced and institutionally supported model of
flexibility, rather than a deregulated or fully entrepreneu-
rial labor market. This has direct implications for public
administration, which must reconcile the stability inherent
in public service with the growing demand for individuali-
zed, flexible work arrangements.

These findings can be interpreted through the lens of
flexicurity, which emphasises the balance between flexi-
bility and security in modern labour markets. The prefe-
rence for hybrid work arrangements reflects an attempt
to reconcile these two dimensions rather than prioritise
one over the other. Similarly, from the perspective of
psychological contract theory, Generation Z appears to
expect both autonomy and stability as part of a balanced
employment relationship.

The limited attractiveness of platform work as a primary
source of income further supports this interpretation. Al-
though platform work offers flexibility, it may fail to meet
expectations related to stability and long-term develop-
ment. This highlights the importance of structured flexibi-
lity, particularly in institutional settings such as public
administration.

An important contribution of the study is the finding that
platform work is predominantly perceived as a supple-
mentary rather than primary form of employment, which
adds nuance to existing debates on the role of the plat-
form economy in youth labour markets.

CONCLUSION

This study examined how Generation Z in the Czech
Republic evaluates various work arrangements, with a
particular focus on the tension between flexibility and
income stability. The results highlight that young workers
overwhelmingly prefer hybrid models that blend the secu-
rity of traditional employment with the autonomy of fle-
xible or personal project-based work. While flexibility is
highly valued, it does not necessarily lead to interest in
platform work, which remains attractive only to a minority
of respondents.

The findings confirmed both research hypotheses. A
higher preference for flexibility was associated with grea-

ter openness to platform work, while individuals prioriti-
zing income stability preferred traditional employment.
However, the dominant preference for hybrid arrange-
ments indicates that Generation Z seeks a balanced ap-
proach, minimizing economic risk while retaining oppor-
tunities for self-direction and meaningful engagement.

These insights have several implications for public admi-
nistration and labour-market policy. Based on the finding
that respondents strongly prefer hybrid work arrange-
ments combining stability with flexibility, the results su-
ggest that public-sector employers may benefit from in-
troducing forms of structured flexibility—such as hybrid
work, remote-work options, and individualized career
development pathways—while maintaining the stability
and accountability that characterize public service.

Given that flexibility does not translate into a strong in-
terest in platform work, but is instead preferred within
stable institutional frameworks, the findings indicate that
policies supporting balanced employment models may
be more aligned with the expectations of Generation Z
than approaches based on fully flexible or deregulated
labour markets.

Furthermore, the observed preference for moderate re-
gulation of platform work suggests that young workers
expect public institutions to play a protective role. In this
context, the results point to the potential relevance of
adapting social-protection systems to better reflect hybrid
or multi-stream income structures. They also indicate
that addressing structural challenges-such as the persis-
tence of bogus self-employment in the Czech labour
market-may contribute to improving both fairness and the
sustainability of social-security systems. However, these
implications should be interpreted with caution given the
exploratory nature of the study.

These findings are consistent with theoretical perspecti-
ves such as flexicurity and human resource flexibility,
which emphasise the importance of balancing adaptabili-
ty with institutional stability in contemporary labour mar-
kets.

Future research should investigate how these preferen-
ces evolve as Generation Z gains more experience in the
labour market and how institutional reforms in public ad-
ministration can incorporate flexibility without compromi-
sing public service standards. Comparative studies
across European countries may also provide deeper
insights into how institutional contexts shape generatio-
nal attitudes toward work and regulation.

Limitations

This study has several limitations that should be acknow-
ledged when interpreting the findings. First, the data
were collected through an online questionnaire distribu-
ted via university channels and social media, which cor-
responds to a convenience sampling approach. As a
result, the sample may overrepresent digitally active indi-
viduals and students, particularly those affiliated with
Ambis University.
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Second, the findings are based on self-reported data and
reflect stated preferences rather than observed behavi-
our, which may be influenced by social desirability or
limited labour-market experience.

Third, the sample is not representative of the entire Ge-
neration Z population in the Czech Republic. Therefore,
the results should be interpreted as exploratory and indi-
cative rather than generalisable. Despite these limitati-
ons, the study provides valuable insights into emerging
work preferences among young people and offers a ba-
sis for further research in this area.

These limitations reduce the generalisability of the fin-
dings and should be taken into account when interpreting
the results.

ACKNOWLEDGEMENT

Data and insights presented in this article are based on
the research “How Generation Z (Does Not) Want to
Work”, conducted in 2025 through a collaboration
between the Confederation of Commerce and Tourism of
the Czech Republic (SOCR CR) and Ambis University.

Copyright © authors. Published by European Center for Economic & Social Research under the
. Anyone may reproduce, distribute, translate and create derivative works of this article
(for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors.

©@®

AUTHOR CONTRIBUTIONS STATEMENT

Methodology H. B.; Formal analysis H. B.; Investigation H. B. and L. F.; Resources H. B. and L. F.; Data curation, H. B.;
Writing-original draft preparation, H. B. and L. F; writing-review and editing L. F.

DATA AVAILABILITY STATEMENT

The datasets used and analyzed during the current study are available from the corresponding author upon reasonable

request.

CONFLICTS OF INTEREST

The authors declare no conflicts of interest. The funders had no role in the design of the study; in the collection,
analyses, or interpretation of data; in the writing of the manuscript; or in the decision to publish the results.

Al DISCLOSURE

The authors did not use artificial intelligence in preparing this article.

REFERENCES

1. Aliu, Y. (2022). State Administration and Managing the Effects of the Pandemic on the Labour Market in Kosovo.
Croatian and Comparative Public Administration, 22(3), 431-450. https://doi.org/10.31297/hkju.22.3.5

2. Berc, G. (2021). Circumstances and Experiences of Young NEETs in the Republic of Slovenia. Croatian and Com-
parative Public Administration, 21(1). https://doi.org/10.31297/hkju

3. Berg, J., Furrer, M., Harmon, E., Rani, U., & Silberman, M. (2018). Digital labour platforms and the future of work:
Towards decent work in the onllne world. Internatlonal Labour Organization.

Nook

Cesky statisticky Ufad. (2023). Pracovni podminky mladych lidi v Ceské republice. Praha: CSU.

Cesky statlstlcky UFad. (2021). Ekonomicka aktivita. Praha: CSU.

Ceska sprava socialniho zabezpegeni. (2025). Pocet OSVC v CR. Praha: CSU.

Chung, H., & van der Horst, M. (2020). Flexible working and unpaid work: A typology of flexible working arrange-

ments and their association with work—family conflict. European Sociological Review, 36(1), 121-135. https://doi.org/

10.1007/s11205-018-2028-7

© ®©

European Union

Deloitte. (2023). Understanding Generation Z in the workplace. Deloitte Insights.
European Commission. (2020). Employment and social developments in Europe 2020. Publications Office of the

10. Eurofound. (2020). Telework and ICT-based mobile work: Flexible working in the digital age. Publications Office of

the European Union.

11. Eurofound. (2021). Working conditions and sustainable work: An analysis of European survey data. Publications

Office of the European Union.

12. Eurofound. (2022). Platform work in Europe: Trends and policy responses. Publications Office of the European Uni-

on.

13. Eurofound. (2023). Living and working in Europe 2023. Publications Office of the European Union.

www.jobsjournal.eu

JECESR:


https://creativecommons.org/licenses/by/4.0/
https://creativecommons.org/licenses/by/4.0/
https://doi.org/10.31297/hkju.22.3.5
https://doi.org/10.31297/hkju
https://doi.org/10.1007/s11205-018-2028-7
https://doi.org/10.1007/s11205-018-2028-7
http://www.jobsjournal.eu

Journal of Business Sectors ® Volume 04 ® Issue 01 ® June 2026

14.
15.

16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.

30.

Francis, T., & Hoefel, F. (2018). ‘True Gen’: Generation Z and its implications for companies. McKinsey Quarterly,
November 2018.

Frombergerova, A. & Brémova, V. (2026). The Atrical Performance as a Tool for Primary Prevention of Mental Health
Difficulties in Generation Z. In: Challenges, Trends, and Inspirations in Education - CTIE. Trenéin: Alexander Dubéek
University in Trencin. ISBN 978-80-8295-065-9.

Howcroft, D., & Bergvall-Kareborn, B. (2019). A typology of crowdwork platforms. Work, Employment and Society,
33(1), 21-38. https://doi.org/10.1177/095001701876013

Jayatissa, K. (2023). Generation Z - A New Lifeline: A Systematic Literature Review. Sri Lanka Journal of Social
Sciences and Humanities. https://doi.org/10.4038/sljssh.v3i2.110.

Jost, M., & Mdser, S. (2023). Salary, flexibility or career opportunity? A choice experiment on gender specific job
preferences. Frontiers in Sociology, 8, 1154324, https://doi.org/10.3389/fsoc.2023.1154324

Kalleberg, A. L. (2021). Precarious work and the decline of the standard employment relationship. Annual Review of
Sociology, 47, 203-224. https://doi.org/10.1146/annurev-soc-113019-055502

OECD. (2020). Youth and the labour market. OECD Publishing.

OECD. (2021). The role of hybrid work in the post-pandemic labour market. OECD Policy Responses.

OECD. (2022). Skills and lifelong learning for the digital transition. OECD Publishing.

Peredy, Z., Vigh, L., Quingyu, W., & Muyi, J. (2024). Analysing Generation Z Communication Attitudes, Values and
Norms. Acta Periodica. https://doi.org/10.47273/ap.2024.30.4-19

Rouvroye, L., de Vooght, K., & Glorieux, |. (2023). Preferences for hybrid and flexible work among young adults in
Europe. European Societies, 25(3), 350-371.

Schroth, H. (2019). Are You Ready for Gen Z in the Workplace? California Management Review, 61, 18 - 5. https:/
doi.org/10.1177/0008125619841006

Seemiller, C., & Grace, M. (2016). Generation Z goes to college. Jossey-Bass.

Seemiller, C., & Grace, M. (2019). Generation Z: A century in the making. Routledge.

Wajdi, M., Susanto, B., Sutiarso, M., & Hadi, W. (2024). Profile of generation Z characteristics: Implications for con-
temporary educational approaches. Kajian Pendidikan, Seni, Budaya, Sosial dan Lingkungan. https://doi.org/
10.58881/kpsbsl.v1i1.8

Wallace, C. (2003). Work flexibility in eight European countries: A cross-national comparison. IHS Sociological Se-
ries, 39(6), 773-794.

World Economic Forum. (2022). Future of jobs report 2022. World Economic Forum.

www.jobsjournal.eu 71 JECESR%:


http://www.jobsjournal.eu
https://doi.org/10.1177/095001701876013
https://doi.org/10.4038/sljssh.v3i2.110
https://doi.org/10.3389/fsoc.2023.1154324
https://doi.org/10.1146/annurev-soc-113019-055502
https://doi.org/10.47273/ap.2024.30.4-19
https://doi.org/10.1177/0008125619841006
https://doi.org/10.1177/0008125619841006
https://doi.org/10.58881/kpsbsl.v1i1.8
https://doi.org/10.58881/kpsbsl.v1i1.8

