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Abstract 

 
The aim of this article is to analyse career engagement of different generations in the Information and Communication 
Technology (ICT) sector in Lithuania. The research is based on the Kaleidoscope Career Model and Career Engagement Scale. 
The research included 571 representatives of Generation X and Generation Y living in Lithuania, EU, and those working in the 
ICT sector and/or studying in the area of Informatics. The Pearson correlation analysis and Independent Samples t Test were 
used for data analysis. The research revealed that career engagement of Generation X in the ICT sector is higher than that of 
Generation Y and is influenced by a variety of socio-demographic and other factors. The dimensions of the Kaleidoscope 
Career Model—Authenticity, Balance and Challenge—and their need are more vividly expressed in Generation X than in 
Generation Y. Statistically significant differences were identified in career engagement of generations X and Y and Balance 
and Challenge dimensions of the Kaleidoscope Career Model. 
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1. Introduction 

Rapidly improving technologies and the characteristics of new generations of employees entering 
the labour market, as well as their attitude to career, pose new challenges to the Human Resources 
management specialists (Kultalahti & Viitala, 2015) and the researchers of the field. Based on Europe’s 
Digital Progress Report, Lithuania ranks 13th out of the 28 EU Member States in the European 
Commission Digital Economy and Society Index (DESI) (2017). Lithuania’s DESI score is above the EU 
average, i.e., Lithuania performs particularly well in Connectivity and Integration of Digital Technology, 
but Lithuania is below the EU average for Human Capital in the Information and Communication 
Technology Sector (2017). According to Eurostat, the specialists of the Information and 
Communication Technology (ICT) sector in Lithuania comprise 2.7% of the total labour force, which is 
a smaller part of the workforce than the EU average amounting to 3.7%. Unfortunately, this number 
has not increased in Lithuania in recent years the way the demand for such specialists has increased. 
An increasing problem of shortage of the ICT sector employees in Lithuania encourages employers to 
seek new staff management solutions on how to attract talents and retain the existing employees. The 
employers’ attitude to the employees is gradually changing, especially taking into consideration the 
fact that the labour market has been integrating the youngest employees of Generation Y (Stanimir, 
2015), who are particularly sensitive to work and personal life balance as well as to good physical and 
emotional well-being. In addition, the ICT sector, dominated by global practices and tendencies, gets 
under pressure due to the fact that employees are highly mobile, not loyal to the company and often 
tend to change their workplaces—these are the characteristics of the representatives of Generation Y 
(Clark, 2017; Zhang, Lu & Kizildag, 2017), who are gradually taking higher positions in the labour 
market and significantly differ from the employees of Generation X in the ICT sector. This article aims 
at providing theoretical aspects of a career and career engagement in the context of different 
generations, identifying the Kaleidoscope Career Model (KCM) in the context of different generations, 
carrying out the overview of the ICT sector in Lithuania, and identifying how career engagement 
differs across generations X and Y and what significant differences there are between career 
engagement and three dimensions of the Kaleidoscope Career Model—Authenticity, Balance and 
Challenge. 

2. Theoretical aspects of a career and career engagement in the context of different generations 

 A career is often seen as one of the main human goals (Vondracek, Lerner & Schulenberg, 2018), as 
it ensures human self-actualisation opportunities, social status and consequential material 
guarantees, as well as determines employee satisfaction with work (Lepold, Tanzer, Bregenzer & 
Jimenez, 2018) and life in general. Generational differences determine different career needs of 
individuals who belong to these generations (Ng, Lyons & Schweitzer, 2018). A career of an individual 
in a professional life consists of career stages (Lepojevic, Djordjevic & Ivanovic-Djukic, 2018), which 
are influenced by personal values, responsibility, different activities and different approaches 
(Twenge, 2010), behaviour and other components (Teng, Jayasingam & Zain, 2018; Twenge, Campbell, 
Hoffman & Lance, 2010), often described in scientific literature exploring various aspects of 
generations as generational differences at work (Cucina, Byle, Martin, Peyton & Gast, 2018; Holian, 
2015; Jones, Murray & Tapp, 2018; Rudolph & Zacher, 2018). It is observed that the employees 
belonging to different generations have different career development tasks, goals and other 
characteristics defining career, including career engagement. Hirschi, Freund and Herrmann (2014, p. 
3) define career engagement ‘as the degree to which somebody is proactively developing his or her 
career as expressed by diverse career behaviours’, and indicate that ‘career engagement refers 1) to 
and directly measures the general degree of being engaged in different career management 
behaviours; 2) not to attitudes but to the specific career behaviours somebody exhibits to enhance 
her or his career development and 3) does not directly refer to self-management strategies and 
behaviours but instead addresses overt career behaviours more generally’ and ‘career engagement 
addresses the current interest in proactive career behaviours to describe contemporary career 
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development’. This article analyses career engagement of two generations: Generation X, born 
between 1965 and 1979 (Alonderiene, Fuchs, Pilkaite & Pilkienė, 2017), and Generation Y (also known 
as the Millennials), born between 1980 and 2000 (Deyoe & Fox, 2012; Hillman, 2014).  

Generation X requires a clear career plan and defined opportunities to pursue career goals. In 
pursuit of a career, Generation X seeks for material reward and good teamwork (Teng, et al., 2018) 
since Generation X stands out for the need to cooperate with the representatives of other 
generations. Robbins (2002) suggests that Generation X is characterised by loyalty to their career 
rather than to their organisation. Generation X, unlike the representatives of Generation Y, do not 
think they are unique; however, they seek new skills to use towards new opportunities, and they tend 
to have more diverse directional changes in their careers (Chuang, 2019). Generation X is defined as 
socially active, life balanced and emotionally happy employees who pursue continuing education 
(Miller, 2011). Although Generation X is superior to Generation Y in their experience and the already 
well-formed useful personal relations, however, seeking for more active career engagement of the 
representatives of Generation X, they could learn higher technical skills and ambitiousness from 
Generation Y.  

As for Generation Y, the key formative characteristic is early and frequent exposure to technology 
(Bolton et al., 2013; Immordino-Yang, Christodoulou & Singh, 2012). In scientific literature, in terms of 
Generation Y, six features are distinguished: the ability to do a variety of tasks, the desire for 
structure, result orientation, technological insights, focus on the team and seeking for attention and 
feedback (Farrell & Hurt, 2014). Generation Y is considered the most tech-savvy of the current 
generations in the workplace (Zhang, Abound Omran & Cobanoglu, 2017). Information and 
Communication Technology is constantly evolving and Generation Y, more than any other generation 
in the workforce, can quickly pick up new technology and master it. Generation Y creates a dynamic 
work environment because these employees have a tendency to improve services, processes and 
orientation to constant personal growth. Frequently, there are discussions on how to retain the 
employees of Generation Y longer, because long-term experience and competence is of importance in 
the ICT sector companies, and since Generation Y is characterised by loyalty to the employer 
(Stanimir, 2015), their enhanced career engagement is noticeable only as long as they see career 
opportunities and feel continuous feedback from their managers (Naim & Lenka, 2018). As for 
Generation Y, development of personal competence, experience and obvious results are of 
significance in career and promote their career engagement.  

Career engagement of Generation Y poses more challenges than career engagement of Generation 
X due to the former’s high self-esteem and high expectations (Tulgan, 2009) and their reluctance to 
put wholehearted efforts into less meaningful work (Alsop, 2008) just for a career. Due to these 
reasons, the engagement of some of the representatives of Generation Y is very low, especially in the 
absence of interesting activities (Alsop, 2008; Hartman & McCambridge, 2011). Generation Y sees no 
clear dividing line between work and pleasure, so for greater career engagement of this generation, 
work should be interesting and fun (Schullery, 2013; Tapscott, 2009). Moreover, in order to promote 
career engagement, the representatives of Generation Y need to learn cooperation with other 
generations. 

Career engagement of the representatives of both generations X and Y is complicated by the fact 
that a professional career in the ICT sector ranges from highly technical to requiring good business 
awareness. Careers in the ICT sector deal with the design, creation, management and maintenance of 
a variety of components of the system, including software, hardware, networks, systems integration, 
multimedia and other, i.e., in order to enhance the performance of these functions, greater career 
engagement is required. Career engagement of Generation Y and Generation X in the ICT sector is a 
very important part of their professional development.  
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3. The KCM in the Context Different Generations 

 One of the newest models—the KCM, highlights a career as an important part of individual’s life. A 
kaleidoscope is used metaphorically in this conception. Individuals evaluate their needs and 
opportunities as if looking through a kaleidoscope in order to determine the most appropriate 
combination among different aspects of work, as well as relationships, personal values and interests. 
This is to emphasise that when one part moves, even if it is not very significant, the arrangement of all 
other parts changes accordingly, i.e., one decision affects the entire kaleidoscopic career structure. A 
personal life and career are highly related, thus whenever taking any career or personal life decisions, it 
is necessary to assess their impact on other areas. The authors of the Model suggest that modern career 
cannot be considered unconstrained. There are always constraints, but now some of them have to be 
recognised and set individually. Mainiero and Sullivan (2011) relate constraints to three main parts that 
have an impact on the individual’s career: 1) authenticity, which is perceived as being loyal to oneself, 
one’s values, beliefs when individuals seek for careers that would meet their needs. This parameter also 
shows how individual’s internal values correspond to their external behaviour and relate to the values of 
the organisation; 2) balance, which describes individual’s decisions related to work and personal life so 
that they formed a unity, i.e., work–life balance and 3) challenge is a human goal for independence and 
responsibility as well as learning, skills development and personal growth. Challenge also implies an 
individual’s desire for career heights and the use of different opportunities. Challenge may include 
aspects related to personal life, but the KCM focuses on challenges in the work environment (Grady & 
McCarthy, 2008; Mainiero & Sullivan, 2011). 

All the three parts of the Kaleidoscope Career Model change depending on the priority for an 
individual in a specific stage of life. When changing one part, the entire structure of the model 
changes (Grady & McCarthy, 2008). If one becomes more active, other two dimensions become less 
intense and distance away but they are still active since all aspects are important and necessary for 
the creation of an individual’s new career model (Sullivan, Forret, Carraher & Mainiero, 2008). The 
values of this career model include life–work balance, social responsibility to do good work and 
challenges of learning new things continuously. A career is self-directed, i.e., created depending on 
individual choices, and how it will continue to develop depends exclusively on the individual. 

The Kaleidoscope Career Model was used in the research to analyse generational differences. 
Sullivan, Forret, Carraher and Mainiero (2009), applying the KCM examined generational differences in 
terms of the attitude to work, i.e., they researched how the Baby Boom generation and Generation X 
differ in their needs for authenticity, balance and challenge. The research results show that the 
employees of Generation X are sensitive to the need for authenticity and balance more than the 
employees of the Baby Boom generation. The authors assume that in order to meet different 
generational needs, it is necessary to adapt to human resources management practices.  

It is very important for Generation Y that personal values matched the organisational values and 
their work was significant (Alsop, 2008). To have a healthy working relationship, it is necessary to 
enable employees to fulfil both career and personal goals. When both sets of goals are fulfilled, 
employees are likely to stay longer since their self-actualisation has been achieved (Teng et al., 2018). 
From the leadership and management perspectives, members of Generation Y want to be seen as 
individuals as well as being respected, valued and heard by their supervisors (Kultalahti & Viitala, 
2015; Rentz, 2015). Dries, Pepermans and De Kerpel (2008) identified differences between beliefs 
about career success and satisfaction with respect to different generations, i.e., with regard to 
importance attached to organisational security, Generation Y scored significantly higher than 
Generation X. Career development training for Generation X and Y managers will increase job 
satisfaction and retention (D’Amato & Herzfeldt, 2008). To improve job satisfaction in Generation X 
and Y, organisations can offer flexible scheduling, expansion of recognition programmes, increased 
career development opportunities and more decision-making autonomy (Wilson, Squires, Widger, 
Cranley & Tourangeau, 2008). Balance is important for both of these generations: they will sacrifice 
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balance, but only occasionally; applicable only to Generation Y. They value their lifestyle over upward 
mobility, i.e., if presented with promotion at work that will throw their life out of balance, they will 
choose their lifestyle (Valentine & Powers, 2013).  

The KCM was also used to identify employees’ needs in a global mobile career, which is absolutely 
relevant to the employees of all generations working in the ICT sector. It was found that the needs in 
terms of mobile career in different stages of life differ (Kirk, 2016). To reduce the mismatch of needs, 
the researchers propose to impellent mentoring and other human resources management 
programmes.  

4. An overview of the ICT sector in Lithuania 

 Pursuant to the Regulation (EC) No. 251/2009 of the Commission of the European Communities, 
the ICT sector includes institutional units, the activities of which, according to the Classification of 
Economic Activities (2nd Rev.), are as follows: ICT manufacturing [manufacture of electronic 
components and boards (26.1); manufacture of computer and peripheral equipment (26.2); 
manufacture of communication equipment (26.3); manufacture of consumer electronics (26.4); 
manufacture of magnetic and optical media (26.8)]; ICT service [software publishing (58.2); 
telecommunications (61); computer programming, consultancy and related activities (62); data 
processing, hosting and related activities; web portals (63.1); repair of computers and communication 
equipment (95.1)]; ICT trade [wholesale of information and communication equipment (46.5)].  

ICT sector in Lithuania is growing and gradually gaining more attention from foreign investors. 
Based on the data provided by the Lithuanian Department of Statistics (2018), at the end of 2017, 
cumulative foreign direct investment (FDI) in the ICT sector totalled 1.11 billion EUR or 7.5% of the 
total FDI in Lithuania. The main foreign investors in this sector include Sweden—612.8 million EUR 
(55% of the total FDI in the ICT sector), the Netherlands—323.6 million EUR (29%), the United 
Kingdom—34.3 million EUR, Latvia—23.9 million EUR and Germany—23.5 million EUR.  

The analysis of the data of the Lithuanian Department of Statistics (2018) shows that there were 
6,459 ICT enterprises in Lithuania in 2017. As provided in Table 1, the main structural business 
statistics on the ICT sector grew during the period 2013–2017.  

As Table 1 shows, in 2017, the number of individuals employed in ICT enterprises amounted to 
35,014. Compared to 2016, this figure increased by 3.8% and made up 3.3% of the total number of 
individuals employed (in 2016, 3.3%). 

Table 1. Main structural business statistics on the ICT sector, 2013–2017 (data of the Lithuanian Department 
of Statistics, 2018) 

Year Number of 
enterprises 

Number 
of 

persons 
employed 

Number of 
employees 

Turnover, 
EUR 

million 

Personnel 
costs, 
EUR 

million 

Value 
added at 

factor 
costs, EUR 

million 

Gross 
investment 
in tangible 
assets, EUR 

million 

2013 3,818 26,867 25,642 2,442 416 755 133 
2014 5,127 29,410 27,437 2,608 463 850 134 
2015 5,758 31,630 29,286 3,096 533 986 133 
2016 6,097 33,738 31,222 3,305 611 1,031 153 

2017* 6,459 35,014 32,229 3,871 691 1,137 149 

*Provisional data. 
 

The number of individuals employed increased in all ICT sectors: in ICT service by 3.1%, in ICT 
wholesale by 1.6% and in ICT manufacturing by 20.8%. An increase in the number of individuals 
employed in ICT service was observed in computer programming, consultancy and related activities 
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(4.8%), and in data processing, hosting and related activities; web portals (12%). The number of 
individuals employed in ICT manufacturing increased almost three times (from 132 to 363 individuals 
employed) in the manufacture of computers and peripheral equipment activities (Lithuanian 
Department of Statistics, 2018). 

In 2017, among individuals employed in the ICT sector, individuals aged 25–54 years prevailed and 
accounted for 80.4% of all individuals employed in the ICT sector. The employed individuals under 25 
years of age accounted for 12.5%, and over 55 years of age—7.1%. The majority of ICT specialists in 
Lithuania have high educational attainment. In 2017, the majority (78.9%) of individuals employed in 
the ICT sector had high educational attainment (high educational attainment level—higher, post-
secondary tertiary education), those with medium educational attainment (medium—general lower 
secondary with vocational qualification, general upper secondary, general upper secondary with 
vocational qualification, special secondary) accounted for 21.1%. 

Based on the overview of the data provided by the Lithuanian Department of Statistics regarding 
the ICT sector in Lithuania, it can be assumed that this sector is constantly growing, engaging middle-
aged (Generations Y and X) and high-education employees, and consequently resulting in the demand 
for new ICT specialists, which highlights the relevance of career engagement in the ICT sector.  

5. Research methodology 

 Based on the analysed theoretical aspects of a career and career engagement in the context of 
different generations, provided in the KCM in the context of different generations, and the overview 
of the Information and Communication Technology (ICT) sector in Lithuania, the main research 
question has been formulated: how does career engagement differ across generations X and Y? The 
following research hypotheses have been raised: 

H1: There is a statistically significant difference between Generation X and Generation Y when 
evaluating career engagement and the dimensions of the Kaleidoscope Career Model—Authenticity, 
Balance and Challenge. 

H2: The dimensions of the Kaleidoscope Career Model—Authenticity, Balance and Challenge—have 
influence on/correlate with career engagement of different generations X and Y. 

Quantitative research was carried out in January–March 2019 in Lithuania, EU. To implement the 
purpose and to collect information and data, a quantitative research method—a questionnaire, was 
applied. According to Kardelis (2007), in terms of management, quantitative research is more accurate 
since it can cover more research subjects which reflect the opinion of the majority. The most 
appropriate and commonly used quantitative data collection method is a questionnaire survey. In 
order to engage Generation X in the survey, an invitation to participate in the survey, including the 
reference to the online questionnaire, was sent to all companies of the ICT sector in Lithuania; to 
engage the participation of Generation Y—to all the higher education institutions of Lithuania that 
have a study programme in the area of Informatics. All the respondents participated in the survey on a 
voluntary basis, ensuring their anonymity and personal data protection.  

The Instrument. When forming the research instrument, in order to determine career engagement 
of generations X and Y, the first part of the questionnaire included the concept of career engagement 
provided by Hirschi et al. (2014), and the Career Engagement Scale. The Scale consists of nine 
statements that need to be evaluated using five-point Likert-type items (1—almost never; 2—
occasionally; 3—a moderate amount; 4—quite often; 5—very often). The Career Engagement Scale 
indicated good internal consistency (Cronbach’s alpha) for the total sample (0.88) (Hirschi et al., 
2014); in the research, Cronbach Alpha was calculated—0.89. The second part of the questionnaire 
included the KCM and the questionnaire formed by Sullivan et al. (2009), which measured three KCM 
parameters—authenticity, balance and challenge. The questionnaire consists of 15 statements (five 
for each parameter), which have to be evaluated on the five-point Likert-type scale (1—this does not 
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describe me at all and 5—this describes me very well). To verify the reliability of the Kaleidoscope 
Career Model questionnaire, an increased reliability Cronbach Alpha coefficient was calculated, which 
revealed that this methodology is reliable—Cronbach Alpha coefficient is 0.823. To determine the 
respondents’ characteristics, the questionnaire includes eight questions related to gender, age, 
education, study programme (for students), marital status, the length of work experience in the ICT 
sector, the company type of the ICT sector and the position held. The nominal scale was used for 
these questions. 

The Sample. The research included 571 representatives of different generations X and Y living in 
Lithuania, EU, and working in the ICT sector and/or studying in the area of Informatics. The 
respondents were assigned to generations based on their date of birth: Generation X, born between 
1965 and 1979 (Alonderiene, Fuchs, Pilkaite & Pilkiene, 2017), and Generation Y, born between 1980 
and 2000 (Deyoe & Fox, 2012; Hillman, 2014). 

The Demographic Characteristics of the Sample. The research included 571 questionnaires which 
subjected to analysis: 13.66% of the sample (n = 78) included females; the other 86.34% (n = 493) 
were males. According to the date of birth, the respondents were attributed to two different 
generations: 50.96% to the Generation X (n = 291) and 49.04% to the Generation Y (n = 280). 

According to their educational attainment level, the respondents have distributed as follows: high 
educational attainment level (ISCED 5.6) was indicated by 65.15% (n = 372) of the respondents, 
83.16% (n = 242) of which comprised Generation X and 46.43% (n = 130) comprised Generation Y; 
medium educational attainment level (ISCED 3.4) was indicated by 34.85% (n = 199) of the 
respondents, 16.84% (n = 49) of which comprised the representatives of Generation X and 53.57% (n = 
150) of Generation Y. Out of 571 respondents who participated in the research, 76.36% (n = 436) 
worked in the ICT sector, 23.64% (n = 135) studied in the ICT study programmes. 20.49% (n = 117) of 
the respondents indicated that they worked in the ICT sector and studied in the ICT study 
programmes. About 48.21% (n = 135) of Generation Y who participated in the survey were studying in 
the ICT area at the time of research; 41.79% (n = 117) worked and studied in the ICT area; 10% (n = 28) 
of the representatives of Generation Y indicated that they only worked. All the respondents of 
Generation X indicated that they worked in the ICT sector, i.e., none of the representatives of this 
generation was studying in ICT study programmes at the time of research. 

The major part of respondents—88.53% (n = 386) work in the ICT service enterprise, 1.15% (n = 5) 
work in the ICT manufacturing enterprise, 6.42% (n = 28) work in the ICT wholesale enterprise; 3.9% (n 
= 17) selected the option ‘other’. Thus, according to the data of 2017 of the Department of Statistics 
of the Republic of Lithuania, this corresponds to the following distribution of enterprises in the ICT 
sector in Lithuania: 88.9% in the ICT service enterprises, 1.1% in the ICT manufacturing enterprises, 
6.3% in the ICT wholesale enterprises; and 3.7% in the telecommunications enterprises. About 42.14% 
(n = 118) of the representatives of Generation Y indicated that they did not have work 
experience/work record in the ICT sector, 48.93% (n = 137) of the representatives of Generation X 
indicated that the length of work experience in the ICT sector was 1–5 years; 6.43% (n = 18) indicated 
that their length of work experience was 6–10 years; 2.5% (n = 7) indicated as 11–15 years. About 
40.21% (n = 117) indicated that the length of work experience in the ICT sector was 11–15 years and 
59.79% (n = 174) indicated that it was over 15 years. 

The data obtained from the research were analysed by the statistical software package SPSS 22.0. 
Two methods were used for data analysis: the Pearson correlation analysis and Independent Samples 
t-Test.  

6. Results and discussions  

To determine if there is a significant difference between different generations X and Y when 
analysing the selected variables (career engagement and the dimensions of the Kaleidoscope Career 
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Model—Authenticity, Balance and Challenge), one of the most popular statistical criteria (statistics)—
Student’s t-test (Independent Samples t-Test)—was applied.  

Table 2 provides Group Statistics. As Table 2 shows, the means of values of career engagement and 
the dimensions of the Kaleidoscope Career Model—Authenticity, Balance and Challenge—are higher 
in Generation X (Career engagement is M = 3.90, Authenticity is M = 3.84, Balance is M = 3.76 and 
Challenge is M = 3.88, respectively) than the means of values of Generation Y (Career engagement is 
M = 3.48, Authenticity is M = 3.73, Balance is M = 3.53 and Challenge is M = 3.58, respectively). 

Table 2. Group statistics 

 Generation Y (N = 280) Generation X (N = 291) 
Mean Std. 

deviation 
Std. error 

mean 
Mean Std. 

deviation 
Std. error 

mean 

Career_engagement 3.4817 0.82599 0.04936 3.9030 0.79430 0.04656 
KCM_Authenticity 3.7343 0.75137 0.04490 3.8433 0.91300 0.05352 
KCM_Balance 3.5250 0.74791 0.04470 3.7615 0.81429 0.04773 
KCM_Challenge 3.5779 0.79799 0.04769 3.8811 0.52340 0.03068 

 

Gender has influence on career engagement: career engagement is higher among women of 
Generation Y (the mean of values of career engagement of Generation Y males is 3.45, and of 
Generation Y females is 3.86, respectively; the mean of values of career engagement of Generation X 
males is 3.95, and of Generation X females is 3.72). Marital status has more influence on Generation 
Y—the ones married or living with a partner (M = 3.36) are more engaged in career than those living 
alone or being divorced (M = 3.86); while marital status does not have such influence on Generation X 
(living alone or being divorced is M = 3.89; married or living with a partner is M = 3.91, respectively). 
Educational attainment level has influence on career engagement: career engagement of Generation 
X respondents with high educational attainment level is the highest (the mean of values of career 
engagement of Generation Y respondents with high educational attainment level is 3.63, and of 
Generation Y respondents with medium educational attainment is 3.35, respectively; the mean of 
values of career engagement of Generation X respondents with high educational attainment level is 
4.09, and of Generation X respondents with medium educational attainment is 3.00). The 
representatives of Generation Y who work in the ICT sector and study in the ICT study programme are 
more engaged in career (M = 3.77) than those who only work in the ICT sector (M = 3.52) or only study 
(M = 3.22). The ones without work experience/work record are less engaged in career than those with 
work experience in the ICT sector (the mean of values of career engagement of Generation  
Y representatives without work experience/work record in the ICT sector is 3.16; when work record in 
the ICT sector is 1–5 years, the mean of values is 3.7; when it is 6–10 years—3.78; 11–15 years—3.84; 
the mean of values of career engagement of Generation X representatives with work record of 11–15 
years in the ICT sector is 3.92; with work record over 15 years is 3.89). The representatives of 
Generation Y who are mostly engaged in career are employed in ICT wholesale companies (M = 3.7) 
and ICT service companies (M = 3.74), while the representatives of Generation X—in the ICT sector  
(M = 5). 

The analysis of the dimensions of the Kaleidoscope Career Model shows that the highest mean of 
values of Generation Y is in the Authenticity sub-scale (M = 3.73), while the dimension of Balance is 
expressed least (M = 3.52). For Generation Y, Authenticity in terms of career is the most important of 
the three dimensions of the Model, since the representatives of this generation are most willing to 
improve, to perform the meaningful activity and to pursue their dreams and goals. This confirms the 
discussions provided in the theoretical part regarding the attitude of Generation Y to career (Tulgan, 
2009), the reluctance of Generation Y to put efforts into less meaningful work (Alsop, 2008) just for a 
career; and low engagement of Generation Y in career in the absence of interesting activities (Alsop, 
2008; Hartman & McCambridge, 2011). 
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Meanwhile, for Generation X, the most important dimension is Challenge (M = 3.88). According to 
Bejtkovsky (2016), Generation X is oriented to career development opportunities, and this is also 
confirmed by the research findings, i.e., for Generation X, challenges at work and career orientation 
are of importance, while the dimensions of Authenticity (M = 3.84) and Balance (M = 3.76) are 
expressed slightly less significantly. This means that it is important for the respondents of both 
generations to reconcile their career and personal life so that they did not interfere with each other; it 
is expressed least significantly in the sample. 

The Independent Samples t-Test requires the assumption of homogeneity of variance, i.e., both 
groups have the same variance. SPSS conveniently includes a test for the homogeneity of variance, 
called Levene’s Test (Levene’s Test for Equality of Variances). Based on Levene’s criterion (Table 3), it 
was determined that the dispersions of the group Career_engagement can be considered equal, since 
career engagement p-value > α (0.051 > 0.05 when significance level is α = 0.05). All three dimensions 
of the Kaleidoscope Career Model (Authenticity, Balance and Challenge) show the following result: p < 
α (0.000 < 0.05; 0.021 < 0.05 and 0.000 < 0.05, respectively), so we assume that group dispersions are 
not equal, and while verifying the hypothesis, we will analyse the lines Equal variances not assumed. 
Verifying the raised hypothesis, we will take into account the found p-value which is provided in the 
column Sig. (2-tailed). Since Career engagement and two dimensions of the Kaleidoscope Career 
Model (Balance and Challenge) display Sig. (2-tailed) p-value that is less than α (0.00 < 0.05), it can be 
concluded that the means of indicators of Career engagement and two dimensions of the 
Kaleidoscope Career Model—Balance and Challenge–statistically significantly differ between 
generations X and Y (Hypothesis H1 is partially confirmed). Hence, the probability that the existing 
difference of means can be explained by accidence is equal to 0, because p-value is 0. As for the 
dimension of Authenticity of the Kaleidoscope Career Model, it was found that the differences of the 
means of this indicator are statistically insignificant between generations X and Y since the p-value is 
higher than α (0.121 > 0.05). 

Table 3. Calculations by Student’s t-test (independent samples t-test) for the variable career engagement and 
the dimensions of authenticity, balance and challenge of the Kaleidoscope Career Model 
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t Equal variances 
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3.834 0.051 -6.213 569 0.000 -0.42127 0.06781 -0.55445 -0.28809 

Equal variances 
not assumed 

  -6.208 565.588 0.000 -0.42127 0.06786 -0.55456 -0.28799 

K
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Equal variances 
assumed 

61.245 0.000 -1.555 569 0.121 -0.10901 0.07012 -0.24674 0.02872 

Equal variances 
not assumed 

  -1.560 555.737 0.119 -0.10901 0.06986 -0.24624 0.02821 

K
C

M
_ 

B
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ce

 Equal variances 
assumed 

5.317 0.021 -3.611 569 0.000 -0.23651 0.06550 -0.36516 -0.10786 

Equal variances 
not assumed 

  -3.617 567.781 0.000 -0.23651 0.06539 -0.36496 -0.10807 

K
C

M
_ 

C
h
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 Equal variances 
assumed 

57.248 0.000 -5.389 569 0.000 -0.30324 0.05627 -0.41377 -0.19272 

Equal variances 
not assumed 

  -5.348 478.851 0.000 -0.30324 0.05671 -0.41467 -0.19182 
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The slight difference (see Table 3 above) can be of accidental nature. The probability that the 
difference is of accidental nature is equal to 12.1%. The statistically significant differences between 
career engagement and two dimensions of the Kaleidoscope Career Model obtained during the 
research confirm the statements found in the scientific literature about the differences between 
generations X and Y in career (Kong, Wang & Fu, 2015; Ng et al., 2018). 

To determine how three dimensions of the Kaleidoscope Career Model—Authenticity, Balance and 
Challenge—influence career engagement of different generations X and Y, the Pearson correlation 
analysis has been performed. As Table 4 shows, career engagement of the representatives of 
Generation Y correlates with the indicator of Authenticity; the correlation between them is linear, and 
although weak (only 0.293), it is statistically significant. Career engagement of the representatives of 
Generation Y correlates with the indicator of Challenge; the correlation between them is linear and of 
moderate strength (0.607), and it is also statistically significant. Based on the obtained data, career 
engagement of Generation Y does not correlate with Balance. The analysis of Generation X shows that 
career engagement correlates with Authenticity and Challenge much stronger, but it does not 
correlate with Balance, as it was in the case of Generation Y. In Generation X, the correlation between 
Career engagement and Authenticity is linear and very strong (correlation coefficient is 0.803). The 
correlation coefficient between career engagement and Challenge among the representatives of 
Generation X is also positive (correlation coefficient is 0.604), which shows a linear moderate 
dependence between these variables. In conclusion, we can assume that by increasing the indicators 
of Authenticity and Challenge in both generations, career engagement of the representatives of both 
generations also increases. This partially confirms the hypothesis H2, i.e., the dimensions of the 
Kaleidoscope Career Model—Authenticity, Balance and Challenge—have influence on/correlate with 
career engagement of generations X and Y. 

Table 4. The Pearson Correlations of Generation X and Generation Y 

Correlations Generation Y (N = 280) Generation X (N = 291) 
KCM_Authe

nticity 
KCM_Bal

ance 
KCM_Chall

enge 
KCM_Authen

ticity 
KCM_Bal

ance 
KCM_Chall

enge 

C
ar

ee
r 

en
ga

ge
m

en
t Pearson 

Correlation 
0.293** 0.016 0.607** 0.803** −0.032 0.604** 

Sig. (2-
tailed) 

0.000 0.785 0.000 0.000 0.591 0.000 

**Correlation is significant at the 0.01 level (2-tailed);    
*Correlation is significant at the 0.05 level (2-tailed).    

 

According to Mainiero and Sullivan (2011), authenticity is perceived as being loyal to oneself, one’s 
own values, beliefs when individuals are in pursuit of careers that meet their needs; hence, the 
increase of this indicator directly influences career engagement. This is in line with Westerman and 
Yamamura’s (2007) findings, who found that if the goals of the representatives of generations X and Y 
meet the goals of the organisation they work for, the representatives of both generations tend to stay 
in the organisation and feel more satisfied. Challenge is also important for career engagement of both 
generations in the ICT sector—this is the pursuit for individual’s independence and responsibility, 
learning, skills development and personality growth; and the individual’s desire to pursue career 
heights (Grady & McCarthy, 2008; Mainiero & Sullivan, 2011) as the ICT sector is the sector of 
continuous change, learning and development (Heeks & Stanforth, 2015). 

7. Conclusions 

 The generalised analysis of scientific literature and research findings lead to the following 
conclusions: 
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Career engagement of the representatives of Generation X in the ICT sector is higher than that of 
Generation Y. Career engagement is influenced by a variety of socio-demographic and other factors: 
gender (career engagement is higher among women of Generation Y); marital status (the 
representatives of Generation Y who are married or living with a partner are more engaged in career 
than those living alone or being divorced); educational attainment level (career engagement of the 
respondents of Generation X with high educational attainment level is the highest); work–studies (the 
representatives of Generation Y who work in the ICT sector and study in the ICT study programmes 
are more engaged in career than those who only work in the ICT sector or only study); the length of 
work experience (those with no work record are less engaged in career than those with work record in 
the ICT sector); the type of company (the representatives of Generation Y who are mostly engaged in 
career work in ICT wholesale companies and ICT service companies, while those of Generation X—in 
ICT sector). 

The dimensions of the Kaleidoscope Career Model—Authenticity, Balance and Challenge—and their 
need are more vividly expressed in Generation X than in Generation Y. For Generation Y, Authenticity 
in terms of career is the most important of all three components of the Model, since the 
representatives of this generation are most eager to develop, to perform the meaningful activity and 
to pursue their dreams and goals. Meanwhile, for Generation X, the dimension of Challenge is the 
most important, i.e., for Generation X, challenges at work and career orientation are of importance, 
while the dimensions of Authenticity and Balance are less vividly expressed. 

There were statistically significant differences identified between career engagement of 
generations X and Y and two dimensions of the Kaleidoscope Career Model—Balance and Challenge. 
Two dimensions of the Kaleidoscope Career Model—Authenticity and Challenge—have an influence 
on/statistically significantly correlate with career engagement of different generations X and Y. By 
increasing the indicators of Authenticity and Challenge in both generations, career engagement of the 
representatives of both generations also increases; therefore, in order to ensure successful 
cooperation between generations X and Y and to increase career engagement of both generations in 
the ICT sector workplace, it is recommended to take into account two dimensions of the Kaleidoscope 
Career Model—Authenticity (especially for Generation X) and Challenge. 
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