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Metodyka badawcza 

zerun
 

 
Pb 1: totne 

przy wyborze pracodawcy? 
Pb 2: 

dawcy? 
Pb 3:  
  
H1: pracodawcy z grupy czyn-

. 
H2: 

na-
grodzenie. 

H3: 
. 

i u
 

 14.0. Do we-

metyczna ( ), mediana (Me), moda (D V). Do we-
ryfikacji hipotezy H3 wykorzystano nieparametryczny test U Manna Whitneya.  

Badanie 

nienie kluczowego kryterium  
 

 

 
Kobiety  Razem 

N % N % N % 

 52 84% 48 94% 100 88,5% 

Bez  10 16% 3 6% 13 11,5% 

Uczestnicy badania  62 54,9% 51 45,1% 113 100% 
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wszystkich badanych 88,5% (100 
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kich kobiet), a 3 to 
 

 

 

 

  Me D V  

 2,92 3 3 40,44 

 4,04 4 4 22,50 

 
 

2,81 3 3 42,30 

 3,57 4 4 30,87 

 
internetowych) 

3,77 4 4 25,44 
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Tabela 3. Test U Manna  
 

 
Kobiety 

  

Test U  
Manna  

Whitneya 

Z p 

 3,21 2,57 2,75 0,01 

 4,26 3,78 2,62 0,01 

 
 

3,06 2,49 2,45 0,01 

 
znajomych/rodziny 

3,65 3,47 0,74 0,46 

 
(np. na forach internetowych) 

3,92 3,57 1,86 0,06 

Informacje o kulturze organizacyjnej  
 

3,90 3,47 2,77 0,01 

 
 

3,82 3,45 1,98 0,05 

Informacje o atmosferze pracy  
 

4,52 4,20 2,45 0,01 

 2,63 2,53 0,54 0,59 

 
3,94 3,61 2,04 0,04 

* p < ,05 

 

W Tabeli 3 zaprezentowano wyniki testu U Manna
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stwie  
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statystycznie istotne. 

 
 

  Me D V  

 4,29 5 5 21,72 

Atrakcyjna graficznie oferta pracy 3,47 4 3/4 31,07 

 4,29 5 5 23,23 

 4,52 5 5 17,00 

 4,22 4 5 21,64 

 4,50 5 5 18,35 

Przygotowanie rekrutera do rozmowy 3,76 4 4 24,94 

Atmosfera podczas rozmowy rekrutacyjnej 4,17 4 5 22,65 

 

diany i mody 
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do znaczenia tego czynnika. 
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Tabela 5. Test U Manna
 

 
Kobiety 

  

Test U 
Manna  

Whitneya 

Z p 

 4,31 4,27 0,10 0,92 

Atrakcyjna graficznie oferta pracy 3,52 3,41 0,38 0,70 

 4,48 4,06 2,93 0,00 

Precyzyjnie  4,66 4,35 2,18 0,03 

 4,39 4,02 2,21 0,03 

 4,65 4,31 1,76 0,08 

Przygotowanie rekrutera do rozmowy 3,92 3,57 2,00 0,05 

Atmosfera podczas rozmowy rekrutacyjnej 4,42 3,87 3,25 0,00 

* p < ,05 
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(4,48 w Whitneya  
z p- p <  

Whit-
neya z p- p < 0,05. Dodatkowo atmosfera podczas rozmowy rekrutacyjnej 
(4,42 u 

znaczenie dla kobiet. Test U Manna
p < 

tystycznie (p > 

p = 0,92). 

i 

stanowi kluczowy czynnik akceptacji oferty pracy. W badaniu przeprowadzonym 
przez Kunala, Coelho  Indiach przy-
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grodzenia (17,00), co 
czenia tego czynnika.  

3) Hipoteza H3:  

 

czowych 

 
w 

 
rekrutacji  anie tej kwestii mo-

w oc

 

nie tych tendencji, potencjalnie z wykorzystaniem innych metod badawczych, 
a 
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THE ATTRACTIVENESS OF EMPLOYERS   
PERSPECTIVE OF GENERATION Z 

Abstract: The increasing number and significance of Generation Z representatives in the 
labor market will mean that organizations failing to adapt their human resource manage-
ment strategies to its preferences may face serious challenges, including employee recruit-
ment and retention issues. Hence, from both a scientific and practical perspective, there is 
a strong need to conduct research among Generation Z. The aim of the text is to determine 

well as those emerging 
during the recruitment process, influence the decisions of Generation Z representatives  
regarding employer choice. A survey questionnaire was used to conduct the research. The 
study was carried out using the CAWI method. The questionnaire was designed and made 
available via Google Forms. 118 individuals participated in the conducted survey; however, 
for further analysis 105 correctly completed questionnaires were accepted. The data were 
coded and subjected to analysis using Statistica 14.0 software. Basic statistical measures 
were used to verify hypotheses H1 and H2. The Mann-Whitney U test was utilized to verify 
hypothesis H3. The conducted analyses allowed the positive verification of Hypothesis H1  
According to the respondents, the most significant impact on the choice of employer from 
the group of factors related to the employer's image is the information about the work  
atmosphere in the company, and H2  In the opinion of those surveyed, the greatest influ-
ence on the choice of employer from the group of factors related to the stages of recruitment 
is a precisely defined salary. Hypothesis H3  The gender of the respondents influences 
their assessment of the factors determining the attractiveness of employers was partially 
confirmed. The gender of the respondents had a significant impact on the evaluation of most 
of the factors related to the employer's image and some of the factors occurring at the  
recruitment stage. Nevertheless, the respondents' professional experience did not have 
a significant impact on evaluations in any of the analyzed categories.  
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