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This study estimates the economic impacts of demographic changes driven by generational changes on the labour market 

and business environment in the Slovak Republic and selected European countries (Hungary, Poland, Czech Republic, 

Germany, France, Italy). It examines how demographic changes influence sectoral labour demand and the number of 

business entities. The main research questions are: RQ1: How do generational disparities affect sectoral demand? RQ2: 

How do generational disparities affect the number of entrepreneurs in the labour market? A comparative analysis of 

statistical data from 2013 to 2023 shows that sectors such as wholesale, retail, industry, and information and communication 

technology (ICT) face a shortage of skilled labour. To address RQ2, a regression analysis covering the long-term period 

from 1995 to 2020 is applied. The evaluation of RQ2 is supported by two hypotheses (H). H1: Changes in population 

development affect the number of enterprises at a statistically significant level. H2: Changes in population development 

affect the size of companies in a statistically significant variable. The results indicate that demographic trends associated 

with generational changes are reshaping the labour market structure, with the most significant impact observed in industries 

with high skill requirements and the segment of small and medium-sized enterprises. These businesses are flexible yet 

particularly vulnerable to shortages of skilled labour. 
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Introduction 

The labour market has undergone significant structural 

changes over the past decade, largely influenced by 

generational disparities. Changes in the demographic 

structure, such as population aging, declining birth rates, 

and increasing life expectancy, are putting pressure on the 

business environment and shaping sectoral demand for 

labour (Clementi, 2024). This trend is particularly 

pronounced in European Union countries, where 

demographic and economic factors intersect with 

technological innovations, automation, and changing work 

preferences of younger generations (Bonacini, Patriarca & 

Santoni, 2024). Intergenerational exchange has recently 

come to the attention of researchers and employers because 

it raises several issues in several aspects. Similarly, demand 

in the labour market across organisational typologies has 

also attracted the attention of scholars and researchers 

(Chatterjee et al., 2022). The nature of the workforce and 

with it the demands on employers are changing with the 

retirement of baby boomers and the emergence of new 

generations such as millennials and Generation Z 

(Ziółkowska 2021). Significant economic changes are 

gradually occurring, affecting not only the labor market but 

also the dynamics of the business sector. These changes are 

particularly pronounced in small and medium-sized 

enterprises (SMEs), where generational differences in work 

preferences and entrepreneurial ambitions influence 

succession, growth, and the innovation capacity of firms 

(Rodriguez et al., 2024). Each generation has different 

values and expectations for work. While older generations 

often emphasise stability and hierarchy, younger 

generations are looking for meaning, flexibility, and the 

opportunity for personal growth. Younger employees are 

often more tech-savvy, prefer teamwork, and are open to 

new ways of working, such as the home office (Elstad, 

Slagsvold, Hansen 2021; Suomaki et al., 2019; Gray et al., 

2019). The changes in the value preferences of the 

workforce has a direct impact on sectoral demand for labor. 

While industrial and manufacturing sectors face challenges 

with a shortage of skilled labor, there is growing interest in 

the service sectors, information technology, and the digital 

economy (Clementi, 2024). Despite the significance of this 

issue, the impact of demographic changes on sectoral 

employment and the business environment remains 

underexplored. Therefore, this study investigates how 

generational disparities influence: Sectoral demand for 

labor (RQ1) – What are the consequences of demographic 

changes on the distribution of job opportunities across 

sectors? The prevalence of business entities (RQ2) – To 

what extent do demographic factors affect the number and 

size of businesses? As a result of rapid technological 

advances, skills that are in demand today may become 

obsolete tomorrow. Employees need to be able to 

continuously learn and adapt. Generational change brings 

greater diversity in the workplace, which can be rewarding 

but also challenging to manage. Although there is a wide 

range of research focusing on generational differences in 

work preferences and technological skills, previous studies 



Richard Rigo, Adriana Grencikova, Karol Krajco, Valentinas Navickas, Vytautas Snieska. Generational Disparities … 

- 213 - 

have only marginally addressed the relationship between 

demographic changes and the structure of the business 

environment. The current literature lacks an empirical 

perspective on how demographic factors influence sectoral 

demand for labor and the prevalence of business entities of 

different sizes. From a macroeconomic perspective, 

generational changes are reflected in shifts in the structure 

of aggregate demand. The consumer behavior of different 

generations shapes demand for goods and services, which 

impacts the sectoral structure of the economy and 

employment in various sectors (Bonacini, Patriarca & 

Santoni, 2024). In the context of these changes, significant 

changes are taking place in the labour market, manifested 

both on the labour demand side and on the labour supply 

side. The demand is influenced by the introduction of new 

technologies in all spheres of society; on the one hand, the 

demand for traditional jobs is decreasing and, on the other 

hand, the demand for a workforce that adapts to new 

conditions, has appropriate technological skills, is creative, 

and has the ability and motivation to learn is growing 

significantly (Holzer J., 2022). The developments in the 

labor market thus influence not only business strategies but 

also investments in education and employee retraining, 

which have become a key factor in the competitiveness of 

businesses (Ragolane, 2024). The adoption of new 

technologies is extremely important for the labour market, 

with Su et al. (2022) stating that the development of 

technology has revitalized the labour market. Therefore, 

there is a need to look for the right mix of cognitive, 

technical, and noncognitive skills. These can ensure success 

not only for individuals but also potentially for the 

enterprise itself (Polakova & Klimova 2019). Research 

suggests that companies that can effectively integrate 

different generations of employees and adapt to changes in 

labor demand achieve higher productivity and innovation 

potential (Clementi, 2024). On the other hand, we are 

noticing a decline in the labour supply due to unfavourable 

demographic developments, especially in Europe, as well as 

a change in the value and motivational orientation of the 

incoming generations. In the context of the labour market, it 

is necessary to assume that labour demand is a demand 

derived from aggregate demand and, as such, is influenced 

by the consumption behaviour of individual generations, 

which ultimately has an impact on output of firms, the 

organisation of work, as well as the composition of the 

workforce in firms. Changes in the demand for goods and 

services are reflected in sectoral employment trends, leading 

to regional differences in economic development. Countries 

with a larger share of the older population are experiencing 

a decline in the workforce in traditional sectors, while 

younger economies are adapting more quickly to new 

technological and economic challenges (Rodriguez et al., 

2024). The size of each generational cohort varies between 

countries in the world. The composition of generations and 

the dominance, i.e., the largest generational cohort, in each 

country is influenced by demographic developments such as 

fertility and longevity (UN, 2024; Spitznagel, 2020). Given 

these differences, it is essential to analyze demographic 

changes and generational disparities in the context of 

individual economies, as their impact on sectoral labor 

demand and the prevalence of businesses can vary 

significantly depending on regional specifics and economic 

development (Clementi, 2024). 

Literature Review 

Generational disparities affect the overall labor market 

(both labor supply and demand), it can be argued that these 

disparities have a significant impact on the economy of 

nations. The analysis of published studies shows that 

generational cohorts in the context of the labour market and 

issues related to this area are becoming increasingly 

interesting to researchers. This is evidenced by the growing 

number of publications and scientific studies in the Web of 

Science database. From the established search keyword 

string "generation cohort* and labour market", 238 

publications are available (06/2024), with up to 164 

publications published in the last 10 years. The number of 

studies after a deeper literature analysis, where studies from 

the 10-year period are included, indexed by SSCI, with open 

access and from the fields of management and economics, 

the resulting number is n-126. The highest number of 

publications is from the USA (n-37) followed by Germany 

(n-14), Canada (n-14), the Netherlands (n-12), England, and 

Sweden (n-9). Most studies dealing with generational 

cohorts and the labour market have been conducted in 

Western countries. Within other countries, research is 

mainly concentrated in Asia (China, Taiwan, Korea - total, 

n-10). The remaining number of publications have been 

published in African countries, Russia, and Australia (one 

study in each country). 

 
Figure 1. Keyword Map of the Final Set of Articles under 

the Search String "Generation Cohort* and Labour Market" 

 

The keywords most frequently cited in indexed studies 

over the last 10 years dealing with generational cohorts and 

the labour market were: employment (n-59), education (n-

54), gender/gender (n-53), discrimination and unemployment 

(n-39), age/age (n-29). 

Among the most prominent authors in terms of 

publishing on the topic of generational change in the context 

of the labour market, attention can be paid to foreign 

authors: Mahmoud (2024, 2021); Barhate and Dirani (2022) 

and domestic authors, respectively, from the region of 

Slovakia and the Czech Republic: Eger (2023); Sestakova 

(2023); Grmanova (2022), Egerova (2021); Babeľová a 

Stareček (2021).  
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Based on the analysis of the scientific studies and 

publications carried out, it is possible to identify several 

areas in which research has focused in the context of 

generational and labour market effects. Although the 

academic literature discusses a wide range of social and 

psychological factors associated with generational 

differences, the economic aspect of this issue remains 

partially unexplored, particularly in the context of sectoral 

labor demand and its structural changes. These research 

trends and issue areas, which reflect the disparities in 

generational change and its impacts on the labour market, 

focus on the following themes: 

 The surveys most often dealt in conjunction with 

labour market supply: 

1. Changing value orientations across generations - 

studies have focused on broader aspects of value 

orientations across generations, which include changes in 

job requirements, employer loyalty, and career 

development. These changes subsequently influence not 

only individuals' decisions to enter the labor market but also 

the demand from companies for employees with certain 

values and work attitudes (So Hee & Yeojin, 2023; Barhate, 

& Dirani 2022; Sakdiyakorn & Wattanacharoensil, 2018). 

2. Differences in skills and abilities, particularly in 

terms of technological progress, which is now significantly 

faster than in the past. Companies are increasingly investing 

in retraining programs to compensate for generational 

differences in technological literacy, which has economic 

implications for employer costs and labor productivity (Ma 

& Fank, 2024; Lorenz et al., 2024). 

3. Differences in population indicators between 

generational groups - studies have focused on demographic 

factors including declining birth rates, ageing populations, 

changes in life expectancy and differences in quality of life 

and health between generations. These factors affect not 

only the labour market but also social policy and the long-

term sustainability of society (Renteria et al., 2024; Hu & 

Huang, 2023). Demographic changes also impact the 

business environment – particularly in the area of small and 

medium-sized enterprises, which are more sensitive to 

fluctuations in the availability of labor (Xiang et al., 2023). 

In the context of labour market demand, these were 

mainly in the following areas: 

1. the increasing dominance of the service sector - a 

relatively large number of studies focus on research carried 

out in the service sector. This sector is gradually becoming 

dominant in several economies, replacing the industrial or 

primary sectors in terms of job creation and GDP 

generation. This increase in connection with generational 

change may be precisely due to the context of changes in 

values and demands between generations (Giupponi & 

Machin 2024; Bordian et al., 2023; Acheampong 2021; 

Pandita 2021) 

2. Job flexibility - Job flexibility is becoming important, 

especially for the younger workforce (Gen, Y. and Gen, Z.), 

with the possibilities for job flexibility being deepened by 

technological progress. Technologies such as digital 

platforms and artificial intelligence are bringing new forms 

of employment that often bypass traditional employment 

relationships. It is important for companies as demand 

creators in the labour market to be more open to new trends 

that new generations bring with them in the labour market 

from a competitive perspective. This trend has implications 

for the labor economy, as it leads to an increase in atypical 

forms of employment, such as the gig economy and 

freelancing, which also impacts the stability of social 

systems and tax revenues of states (Giupponi & Machin 

2024; Bordian et al., 2023; Acheampong 2021; Pandita 

2021) 

3. Change in consumer behaviour: There are differences 

in values and attitudes between generations that have a 

significant impact on consumer behaviour. This behaviour 

is influenced by internal attitudes (due to the protection of 

nature, health, etc., e.g., by buying eco or organic products) 

and the external environment (availability of goods and 

services and wage conditions). Economic models of 

consumer behavior show that generational changes lead to a 

shift away from traditional consumption models and 

influence the demand for certain types of jobs (Nwobodo   

Weissmann 2024; Thangavel et al., 2021; Kotler et al., 

2019). 

In addition to the research areas identified above, a 

relatively large number of studies have focused, for 

example, on firm succession, migration, gender equality or 

gender gaps, or directly on labour market indicators such as 

employment and unemployment. These topics are important 

in economic literature for understanding the long-term 

sustainability of business models and the efficiency of labor 

markets. These areas can be included in the main research 

trends mentioned above, but due to their higher 

representation among the analysed studies, it is appropriate 

to highlight the above research topics separately, and 

therefore in the present study we have decided to analyse the 

relationship between population changes and their impact 

on the total number of firms in terms of their size and the 

relationship between sectoral demand. 

In the context of changes in the labour market due to 

generational changes, one can particularly notice the 

transformation of work-related values and attitudes, and the 

impact of these differing values on employment trends and 

career preferences. Furthermore, one of the most significant 

problems arising from intergenerational differences is 

negative demographic development, which leads to 

shortages in the labour market. Economic analysis of the 

impacts of demographic changes shows that regions with a 

higher proportion of older populations experience a decline 

in entrepreneurial activity, which affects local labor demand 

and GDP growth (Hu et al., 2021). This trend arises in 

combination with an intergenerational decline in fertility 

and a rise in life expectancy (Xiang et al., 2023). Negative 

demographic trends are not a phenomenon exclusive to 

developed countries, but they are gradually becoming a 

global problem that will require comprehensive solutions 

and changes (Nagarajan et al., 2021). In addition to 

projections that mark a decline in the total population and, 

therefore, a decline in the workforce (Rouzet, 2019, 

Dougherty et al., 2022), there is a change in generational 

representation that leads to conflict, as different generations 

are determined by different realities that occurred in their 

creation and are therefore different in certain features 

(Egerova et al., 2021; Mahmoud et al., 2021). It is often 

stated in the literature that Generation Z is already able to 

replace older generations in numbers and its ratio exceeds 

the proportion of Boomers (Dokoupilová et al., 2024). 
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However, these claims do not apply everywhere, because 

there are geographical generational differences. Therefore, 

the field of research focusses specifically on the region of 

the European Union countries. A considerable amount of 

current research focuses on the adaptability of businesses in 

changing economic conditions. Companies respond to 

generational changes by investing in automation or 

employee retraining, which has long-term economic 

consequences on productivity and competitiveness 

(Acemoglu & Restrepo, 2018). 

There are currently four generational cohorts in the 

labour market (baby boomers, Generation X, Generation Y, 

Generation Z). There is no clear definition of these 

generations in the literature, but their presence in the labour 

market is unquestionable and has a significant impact on 

their functioning and evolution (Guerrero et al., 2021). The 

diversity of generations poses a challenge for many 

organisations as the generational experiences of employees 

influence their work tendencies. Factors such as technology, 

economic cycle, gender, education, and ethnicity also shape 

work attitudes. Recognising and identifying these 

generational differences and contextual differences is key 

for organisations to retain and motivate a sufficient 

workforce (Alaql et al., 2023). These generational 

differences are also manifested in relation to employment 

preferences or preferences in the context of entrepreneurial 

activity or business development. 

Generation Z is the currently emerging generation in the 

labor market, and several research studies are currently 

focusing on this generation. This generation is particularly 

characterised by a positive relationship with digital 

technologies, which is a key area in terms of labour market 

trends. However, there are still significant problems that this 

generation is experiencing. According to Grmanová (2022), 

the reluctance of young people to participate in the labour 

market while not even in the educational process (NEET) is 

a trend that is manifested across European countries. In the 

context of Generation Z, there are succession issues, 

especially in small and medium-sized family businesses. 

There is what is known as a generation gap, as differences 

in views, values, and working styles between the 

generations lead to frequent conflicts. This phenomenon is 

also referred to as the’second generation problem', as 

Generation X has established businesses which Generation 

Y has taken over and developed, but Generation Z does not 

show sufficient interest in continuing the entrepreneurship 

(Valencia & Pratama, 2024). Stevanovski et al. (2024) tried 

to clarify this disinterest of Generation Z, describing in their 

findings that this generation has unique values, motivations, 

and work styles, which requires a different approach in 

dealing with them by family business leaders, while 

Shirokova et al. (2024) also came to similar findings. From 

a business development perspective, it is also important to 

reach out to Generation Z as a family employee. Mura et al. 

(2021) examined the relationships between family and 

nonfamily employees, finding that non-family employees 

are more content, and activity focused, and family 

employees are more achievement orientated. As a result of 

these changes, the prevalence of businesses and their size 

structure are also shifting. Small and medium-sized 

enterprises (SMEs), which form the backbone of the 

European economy, are particularly sensitive to 

demographic trends, as their growth and survival are closely 

linked to the availability of labor and generational 

succession in family businesses (Ragolane, 2024). Many 

family businesses face the issue of succession, as younger 

generations show insufficient interest in continuing their 

operations, leading to their gradual decline or change in 

ownership (Rodriguez et al., 2024). 

These factors in the demographic composition of the 

population in the form of generational disparities have some 

impact on the labour market and sectoral labour demand. 

Quite a lot of recent research is concerned with the 

adaptability of enterprises to changing labour market 

conditions. These changing conditions are currently marked 

by current socio-political factors such as the war in Europe, 

the development of artificial intelligence, but also by 

generational change and the elements it brings with it. In 

terms of the different sectors of the labour market and 

employment in these sectors, it can be argued that the 

analysis of available jobs is meaningful and signals the 

current level of demand Lovaglio (2022). The impact of 

generational and demographic changes on job vacancies is 

evident, as the retirement of older generations and the entry 

of younger cohorts (e.g., Generation Z) into the labour 

market are changing the structure of jobs. One of the main 

consequences of generational differences is the 

transformation of the sectoral labor demand structure. While 

older generations were predominantly employed in the 

industrial and manufacturing sectors, younger generations 

(particularly Generation Z and younger Millennials) prefer 

the service sector, information technology, and flexible 

forms of employment (Mohammed, Alsomaidaee & 

Mahmood, 2024). A significant decline in interest in 

employment in traditional industrial sectors is particularly 

noticeable, leading to an increasing shortage of skilled labor 

in areas such as manufacturing, construction, and energy 

(Loungani, 2024). 

At the level of enterprises and sectors, these processes 

affect job turnover and labour productivity. Companies are 

adapting to changes in demand and generations by investing 

in automation or retraining employees. With the 

development of automation and the introduction of smart 

industries and artificial intelligence, it will be important for 

demand to make retraining processes more accessible and 

better (Dusyant, 2024) so that these workers can fill 

available vacancies. These changes suggest that job 

vacancies should be considered as a key indicator of not 

only short-term but also long-term trends in the labour 

market and in the business sector. 

As a result of the above-mentioned changes between 

generational disparities and sectoral labour market demand, 

which are currently highly actual, the research part will 

focus on clarifying these areas and identifying the impact of 

generational, respectively, demographic development on 

job vacancies according to sectoral labour market focus and 

changes in the number of enterprises depending on the size 

structure of the enterprise. 

 
Methodology 
 

Generational change represents one of the most 

significant demographic and socioeconomic trends of the 

current times. Although there are many studies on 
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demographic changes and the labor market, existing 

research primarily focuses on the macroeconomic impacts 

of population aging and less on sectoral disparities in labor 

demand and the prevalence of businesses by size (Clementi, 

2024; Bonacini, Patriarca & Santoni, 2024). The aim of this 

study is to estimate the economic impacts of demographic 

changes driven by generational changes on the labour 

market and business environment in the selected European 

countries. Given the rapid ageing of the population in many 

European countries and the entry of new generations into 

the labour market, this topic is particularly current. The data 

sources used were demographic data (data on fertility, 

demographic trends, and population growth) and economic 

and labour data (data on the number of available and 

occupied jobs, employment structure, and business 

performance by sector) obtained from Eurostat and the 

OECD. To fulfil the defined goal, the above data sources 

were examined using trend analysis. Regression analysis 

and comparison of changes between selected European 

countries. The selection of these countries focusses mainly 

on the V4 countries (Czech Republic, Poland, Hungary, and 

Slovakia) and for the comparison other countries Germany 

and France were chosen as the countries with the largest 

economies in the EU and Italy as the country with the most 

negative demographic development. 

The research questions on which the research will focus 

are as follows. RQ1: How do generational disparities affect 

sectoral demand? RQ2: How do generational disparities 

affect the number of entrepreneurs in the labour market? 

The significance of these issues lies in the fact that 

existing research primarily focuses either on demographic 

changes at the macro level or structural trends in the labor 

market, with few studies analyzing the relationship between 

generational disparities, sectoral demand, and 

entrepreneurial activity in specific sectors (Loungani, 2024; 

Ragolane, 2024). 

To clarify RQ1, the impacts of intergenerational 

changes were examined from the point of view of the 

structure of the labour force due to the decline in the 

intergenerational fertility rate. In addition, the number of job 

vacancies in the labour market sectors (wholesale and retail 

trade, hereafter W&R, industry, information and 

communication technology, hereafter - ICT, services, 

manufacturing, construction, accommodation and food 

services, administration) between 2013 and 2023 was 

compared to indicate the possible impact of Generation Z 

entering the labour market around this period.  

Variations in the number of vacancies in the labour 

market are an important indicator that reflects the dynamics 

of labour demand but are often underestimated in economic 

analyses. Job vacancies not only signal the current level of 

demand, but also provide insight into future employment 

trends, since the occupation of these positions is associated 

with changes in firm output and technological innovations 

in hiring (Lovaglio, 2022). The last methodological step is 

to answer RQ2, which will be processed by regression 

analysis between demographic changes (population 

development - y) and its impact on the number of enterprises 

by size (micro, small, medium, and large enterprises - x). 

The definition of enterprise size follows from the general 

enterprise definitions in terms of the number of employees 

and based on the European Commission Recommendation 

2003/361/EC - micro-enterprise (1 to 9 employees), small 

enterprise (10 to 49 employees), medium enterprise (50 to 

249 employees), large enterprise (more than 250 employees). 

The variables examined in the regression analysis are 

compared between the selected EU countries. The 

prerequisite for the analysis was possible intergenerational 

differences in preferences and values between the labour 

force and the number of enterprises by size. This analysis 

allows for the quantification of the impact of generational 

changes on the entrepreneurial environment, providing 

empirical evidence for economic policies aimed at supporting 

entrepreneurship in changing demographic conditions 

(Bonacini et al., 2024). The following hypotheses were 

established for the regression analysis: 

H1: Changes in population development affect the 

number of enterprises at a statistically significant level. 

H2: Changes in population development affect the size 

of companies in a statistically significant variable. 

The hypotheses were tested through the results of the 

regression analysis and were evaluated and compared 

between the EU countries mentioned above. The p values 

were monitored and defined at a significance level of α = 

5%. The time period of the data used in the analysis is from 

1995 to 2020 (n=26). The chosen methodological approach 

allowed us to examine specific elements of the 

intergenerational differences in the context of their impact 

on enterprises located in the labour market by sector. 

Result 

Fertility rates around the world have changed 

significantly over the years. There are intergenerational 

fluctuations that lead to a decline in fertility with each 

generation. This problem is also commonly referred to as a 

western problem, but according to the graph below, as well 

as UN data (2024), the decline in fertility rates is a global 

problem. As can be seen, the countries with the lowest birth 

rates include a significant proportion of European countries, 

but particularly Italy, Spain, and Germany. In terms of 

Asian countries, China has the lowest birth rate in the 

region. Furthermore, there is a lower birth rate in the North 

American region and in almost the whole of South America. 

The exceptions are African countries and countries located 

in the Near and Middle East.
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Figure 2. World Average Fertility Trends by Generational Cohorts 

 

Although fertility rates are unequal around the world, 

the general view is that there is a global downward trend. 

The graph tracks the average fertility rate across the world 

along with the time of given generational cohorts. Thus, the 

graph shows that there is a more pronounced decline in the 

observed rates between each generation. Approximately 5 

children per woman have been born since the early initial 

period during the creation of the Baby Boomers. In the 

period when the next generation appeared, there has been a 

significant global average fertility decline, which poses a 

risk of population decline in the future, especially for 

countries with older populations.  

In addition to demographic changes, other factors affect 

the labour market, which are followed by Andabayeva et al. 

(2024) and Textor (2024). According to the authors, 

generative artificial intelligence is beginning to be used  

more and more, and it is estimated that developed countries 

will be much more affected by this trend than developing 

countries due to the nature of employment structures. 

However, labour market adaptation will be slower due to a 

shortage of workers with the necessary skills. Therefore, 

changes in the labour market will require a continuous 

expansion of knowledge and skills. Given that the structure 

of the labour market consists of the interaction of supply and 

demand, it will be necessary for both sides to adapt to each 

other's current trends and expectations and to find ways 

forward. As demographic changes occur in the context of 

generational changes and technological progress, forms of 

employment in key sectors (agriculture, industry, 

manufacturing, and services) are adapting to these trends. 

Table 1 
Changes in Available Vacancies (2013/2023) 

 

 

The table shows the development of the number of vacant 

or unoccupied jobs in each sector between 2013 and 2023 in 

five selected European countries (Czech Republic, Germany, 

France, Poland and Slovakia). This time interval is chosen to 

highlight possible generational changes, because 2013 

represents the approximate start of the entry of Generation Z 

and the significant increase of the Generation Y workforce in 

the labour market. The year 2023 allows us to track the ten-

year trend in labour demand and its distribution across 

sectors. The largest decline in terms of jobs filled is observed 

in the wholesale and retail trade and industry sectors, and this 

decline has been consistent across most of the countries 

analysed. In terms of job vacancies, the most significant 

increase can be observed in the wholesale and retail trade, 

industry, and services sector, which may indicate labour 

shortages in these areas. It can be assumed that this shortage 

is related either to higher skill requirements or to unattractive 

working conditions in the sectors of younger generations. In 

Country/ Year VO a MO Industry Manufacturing Construction Services 

Accomm. 

And 

restaurants 

ICT Admin. 

CZ 
2013 31142 7008 6641 3595 20539 7966 815 7642 

2023 156969 58268 56626 22582 76119 40818 5027 26155 

DE 
2013 646706 87797 83463 58076 500833 212032 41176 228614 

2023 1346002 219405 200379 181232 945365 404815 69161 440846 

FR 
2013 136403 18483 17039 15948 101972 52005 13072 26850 

2023 534842 81692 76258 72466 380684 212316 40167 99619 

PL 
2013 36813 10691 10105 4621 21501 11831 3494 4170 

2023 91765 25618 23460 12957 53190 30522 7530 11849 

SK 
2013 6824 2224 1523 544 4056 2496 365 545 

2023 12300 4204 3313 757 7339 5320 447 850 
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view of current trends, which are mainly in technological 

areas, a significant increase in vacancies in ICT can be 

observed, along with a slightly increasing share of the 

workforce in this area. In general, the differences between 

sectors may be linked to changes in intergenerational 

behaviour and expectations of both the labour market and the 

market for goods and services but may also be changes in 

technological progress or policy orientations. 

From the point of view of the business environment itself, 

there have been changes in the last decades that have had a 

significant impact on it. Businesses look increasingly 

different in terms of their productivity, wages, and size. These 

changes are accompanied by trends such as stagnating real 

wages (especially for low-educated workers, which 

exacerbates the disparities in society), rising margins, 

declining share of GDP, and declining share of workers. 

These negative trends are caused by several factors, namely, 

technological change, the openness of countries' economies, 

or changing values on the part of both the workforce and firms 

adapting to current trends and policies. These facts lead to 

distortions in business demographics, causing the median of 

businesses to be distorted. This means that small firms are 

treated favourably by national governments because they are 

seen as key to economic development, and large firms are 

more easily able to adapt to these changes in terms of their 

capital. The problem arises with medium-sized (median) 

enterprises because they are not so well supported and do not 

have sufficient capital capabilities. The most serious problem, 

however, is stagnating productivity growth, which has been 

slower since the global financial crisis. Consequently, there 

has been some decline in the share of GDP (De Loecker et al., 

2024). This was followed by Manning and Petrongolo (2024), 

who looked at the decline in the labour share of GDP along 

with inequality in employment concentration.  

The authors suggest that researchers and businesses alike 

are beginning to realise that the labour supply curve for an 

individual employer is not infinitely elastic. Gradually, 

employment concentration declines, and firms are forced to 

respond with changes in wages. For example, businesses 

creating demand for labour are forced to look outside their 

local area or industry for labour that is close to transferable 

skills. Giupponi and Machin (2024) argue that inequality and 

changes in the labour market focus mainly on technological 

change and changes in the demand for skills. It is precisely in 

connection with technological change that digital skills will 

be important, as they are an important factor in the 

socioeconomic development of society and the employability 

of the workforce. This implies that it is important for 

governments and employers, as representatives of labour 

market demand, to design, seek and implement new strategies 

to promote digital inclusion and training, not only for new 

ICT professionals, but also for the whole workforce 

(Bejakovic & Mrnjavac, 2020). Generational differences lead 

to negative trends in terms of the size of the workforce in 

almost all European countries. Therefore, the ICT sector can 

be considered increasingly important because it contributes to 

economic development (Bayar et al., 2024) and a significant 

increase in the importance of this sector can be expected in 

the future. In general, countries' economic policies are 

formulated to increase output growth in the form of 

production of goods and services. The availability of 

resources is seen as relatively limited, but the need is seen as 

unlimited. In economic terms, good economic management is 

about making the most efficient use of scarce resources. It 

identifies land, labour, and capital as the basic inputs that 

must be economically and efficiently transformed into 

outputs that generate economic growth (Pramono et al., 

2021). Pramono's research further refers to McCain's theory 

from 2018, which argues the need for a process of supporting 

micro and small enterprises for the progress of countries' 

economies, as these enterprises are crucial for the labour 

market and the development of the economy in the view of 

the current demographic changes. 

Table 2 

Regression Relation between Enterprise Size and Population Changes in Selected EU Countries 

 

 
Intercept Micro Small Medium Large All 

Czech 

Republic 

Coefficients 10483601 5.59257 -23.708 -273.17 237.224 5.462035 

t Stat 29.431444 6.19993 -0.9001 -2.2409 0.95899 4.937443 

p-values 1.477E-18 3.8E-06 0.37826 0.03597 0.34847 4.87E-05 

Germany 

Coefficients 82566956 -15.398 40.6684 -646.61 2281.01 -1.28552 

t Stat 10.918286 -1.3276 0.66153 -2.1978 1.92073 -0.11814 

P-value 4.072E-10 0.19855 0.51547 0.03931 0.06845 0.9069 

France 

Coefficients 73879626 13.0872 138.845 -1977.8 -1864.2 -102.609 

t Stat 22.477012 0.62032 0.65435 -3.5277 -0.8503 -7.71943 

P-value 3.588E-16 0.54172 0.51999 0.002 0.40474 5.9E-08 

Italy 

Coefficients 71419798 -21.767 35.5534 -2.0353 -4943.9 -16.4945 

t Stat 75.105742 -5.7667 1.03876 -0.0083 -5.629 -14.7549 

P-value 5.172E-27 1E-05 0.31073 0.99343 1.4E-05 1.55E-13 

Hungary 

Coefficients 8616342.9 23.2676 -114.84 996.092 -1846.2 1.465431 

t Stat 29.861641 4.19036 -2.1223 2.52501 -3.6962 0.651369 

P-value 1.097E-18 0.00041 0.04587 0.01968 0.00134 0.520997 

Poland 

Coefficients 37063852 5.25512 -40.444 13.7292 430.927 3.202941 

t Stat 55.032434 3.0253 -3.9644 0.19551 1.76521 1.491607 

P-value 3.434E-24 0.00644 0.00071 0.84687 0.09207 0.148831 

Slovakia 

Coefficients 5205021.7 0.81602 -16.878 177.017 117.663 0.710457 

t Stat 73.057529 7.6475 -2.0543 3.53135 1.045 7.929019 

P-value 9.223E-27 1.7E-07 0.0526 0.00198 0.3079 3.69E-08 
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The presented table shows the regression between 

population changes and their impact on the total number of 

companies in terms of their size. The coefficient of 

determination of the individual regression models explaining 

the variability of the dependent variable relative to the 

independent variables is 89 %. The classification of 

enterprises is as follows: (1) micro enterprise - 0 to 9 

employees; (2) small enterprise - 10 to 49 employees; (3) 

medium enterprise - 50 to 249 employees; (4) large enterprise 

250 and more employees. The time span in the regression 

analysis includes n-26 observations covering the period from 

1995 to 2020. 

Based on the result of the regression analysis, we can 

accept H1: Changes in population affect the size of 

enterprises in the statistically significant variable. These 

changes manifest themselves in all the countries under study 

but depending on the type of enterprise size. The regression 

relationship shows that micro and medium-sized companies 

are the most affected. In all countries except Germany and 

France, there is a relationship between changes in population 

and the number of micro-enterprises. Except for Italy, this 

relationship is expressed by a positive coefficient. This may 

indicate that micro-enterprises are able to respond more 

flexibly to population changes. As for medium and large 

enterprises, especially in countries such as the Czech 

Republic, Germany, France, Hungary, and Italy, the 

regression relationship in point of view of negative 

coefficients indicates a more difficult adjustment to 

population or demographic trends. These companies may be 

less flexible than smaller enterprises in adapting workplace 

structures, which is an important factor in the context of 

intergenerational change. 

In addition, the increase in micro and small enterprises in 

conjunction with generational development may indicate a 

positive attitude toward entrepreneurial activity among 

younger generations (Z and Y). In the entrepreneurial 

environment, it is these generations that can reconcile and 

build economic trust with each other, despite the different 

socioeconomic backgrounds and different entrepreneurial 

attitudes that prevail among these cohorts. The opposite of 

this relationship is the cohesion of Generation X, which is the 

result of significant generational differences in the values and 

expectations of the business environment. State institutions 

are aware of the need for new entrepreneurs and their 

potential for economic growth, even in the context of 

generational differences, and for this reason various so-called 

incubators are being created to support innovative business 

ideas. 

Hypothesis H2 is confirmed only in some of the countries 

listed in Table 2. Changes in population trends have an impact 

at a statistically significant level in some countries. The 

overall effect of population change on the size of all 

enterprises was found to be significant at the statistical level 

for a few countries, namely the Czech Republic, France, Italy, 

and Slovakia. This impact may be related to the faster 

response of companies to changes caused by demographic 

developments. In the case of Poland, Hungary, and Germany, 

H2 does not show statistical significance, and we reject it. The 

reason for not proving it may be the better efficiency of work 

of the existing businesses or the more difficult access to the 

labour market for new businesses. 

Discussion 

Current labor market dynamics are significantly 

influenced by the ongoing intergenerational transition, 

which, in combination with technological advancements 

and demographic trends, is reshaping employment patterns. 

The impact of demographic changes resulting from 

generational shifts is particularly pronounced due to the 

simultaneous aging of the population and the rise of 

automation. Many authors have examined changes in 

population employment and job vacancies. We were 

intrigued by the results of Lovaglio (2022), who examined 

the relationships within Italy, concluding that the fastest 

adjustment to disequilibrium is observed in the construction 

sector, while the information and communication 

technology sectors show the strongest long-term 

relationships between variations. Our investigations of the 

labour market in terms of intergenerational exchange and 

the interest of Generation Z in vacancies show that the most 

significant increase in vacancies is in the wholesale and 

retail sector in all countries compared. Other sectors for 

which an increase in vacancies can be observed are services, 

industry, administration and accommodation and catering, 

depending on the country compared. Regarding differences 

in the ICT sector, a slight increase in job vacancies can be 

observed, with more pronounced increases in Germany and 

France. Comparing our findings with those of Lovagio 

(2022), we note that regional labour markets may exhibit 

different trends, which will depend mainly on the sectoral 

share of gross domestic product It is important to know the 

factors attracting and retaining employees, which influence 

and persuade them to choose a job. Given the generational 

differences, it is important to consider these factors for each 

generation that an employer is looking to recruit for a given 

job. In addition, Hitka et al. (2021) states that management 

should consider the needs of employees with respect to the 

size of the company as well as the country of origin. 

In terms of the number of businesses, demographic 

shifts are reflected in a gradual decline in new business start-

ups and significant changes in the relationship between 

generations, with the results of our regression analysis 

showing a reduced interest in entrepreneurial activity among 

younger generations compared to previous generations. 

Arkorful et al. (2022) research found that the relationship 

with entrepreneurship and business start-ups is particularly 

strong among Boomers and Generation Z.  

This relationship was not evident in Generations X and 

Y. However, the strongest relationship is found in the 

context of boomers. In the context of entrepreneurial 

development in post-socialist countries, Generation X 

played a crucial role in shaping the business environment 

following the regime change. Their entrepreneurial activity 

was strongly influenced by economic reforms and new 

market opportunities that were unavailable to previous 

generations (Arkorful et al., 2022). The reduced interest in 

entrepreneurship of younger generations is related to the 

opportunities for education and travel that the previous 

generation did not have, as well as to the openness of the 

economy and the opportunities offered to them. As 

employees, they feel more secure, and their earnings in 

specialist positions can be the same or higher than in the 
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business sector. At the same time, they try to have a balance 

of time to dedicate to work and family or to their hobbies. 

The findings of the authors support the conclusions of our 

research that population development or generational 

changes lead to changes in labour market demand. In terms 

of generational development, this implies that the trend for 

new business start-ups is decreasing across generations, 

which may have an impact on the extent of labour demand.  

These changes are also influenced by technological 

developments, which both bring about the disappearance of 

traditional jobs, but also create new job opportunities that 

emphasise technological and creative skills, as well as the 

ability to adapt to rapidly changing conditions (Ziolkowska, 

2021). We can only agree with the author because even 

according to our findings we cannot define exactly what 

new jobs will be created. Over the past few years, AI has 

played an increasing role in various work spheres, affecting 

many jobs. The EU measures that will come into force soon 

aim to regulate the use of AI, particularly in HR processes. 

It is a matter for further investigation how these measures 

will affect job roles and their requirements.   

From the findings of authors Arkorful et al. (2022) and 

Hopenhayn (2022) on generational differences show that 

although new businesses continue to emerge in response to 

technological trends and new demands from consumers, 

most businesses, and especially the most significant ones, 

have emerged at a much later age. These businesses were 

founded by members of the Baby Boom and Generation X 

generations, which seems problematic due to the 

comparison in numbers with younger generations. 

Therefore, there are adverse population changes, mainly 

related to labour shortages, both in terms of quantity and 

quality. Therefore, these generational differences affect not 

only the labour market, but also the overall economic 

development of countries. Brida et al. (2024) examined the 

relationship between macroeconomic data in conjunction 

with population changes. That study concluded that 

population development or generational differences affect 

the development of GDP and other indicators associated 

with economic growth of countries. One potential solution 

to labor shortages is accelerating the adoption of smart 

industry and automation, which could alleviate pressure on 

specific labor market sectors. Consequently, labor market 

strategies must account for the synergy between 

technological solutions and labor migration, with each 

country determining an optimal balance based on the 

structure of its economy. 

Intergenerational shifts influence the entrepreneurial 

attitudes of different cohorts. Compared to previous 

generations, younger generations exhibit distinct 

expectations and preferences regarding entrepreneurship, 

potentially altering the dynamics of new business creation 

(Rakićević et al., 2022). For micro and small enterprises, 

which represent the initial enterprises at the start of 

entrepreneurial activity, there is a negative coefficient in the 

results of the regression analysis in relation to demographic 

changes. To reverse this trend, it is important that the current 

younger generations become more interested in 

entrepreneurial activity. In the case of Generation Z, which 

is entering the labour market and at the same time part of the 

generation is studying, one of the important factors to start 

entrepreneurial activity is to develop interest in it already 

during studies (Rakićević et. al., 2022). Education and 

professional training play a crucial role to develop 

entrepreneurial skills. Educational institutions have a 

significant role in shaping entrepreneurial identity as they 

develop key knowledge, skills, and competencies needed for 

successful entrepreneurship through education (Chaurasia, 

2023). Universities offer students the necessary knowledge 

base that positively influences their entrepreneurial 

aspirations. Furthermore, the social environment and 

support play a key role in motivating students to enter the 

entrepreneurial environment (Li et al., 2022). On the 

importance of youth, respectively, Generation Z 

development, they argue that it is the youth who are the 

basic entrepreneurial force for the social, political and 

economic development of any country. Babel et al. (2021) 

identify that perceived business performance and quality are 

closely related to profitability, with different generations 

approaching these aspects differently. We conclude, in line 

with the cited author, that detailed research in terms of 

qualitative and quantitative aspects around the interest of 

younger generations could be useful and beneficial. Current 

demographic trends suggest a decline in the number of 

business entities in some EU countries, closely linked to 

unfavorable demographic developments. While this trend is 

expected to continue, its intensity will depend on factors 

such as economic policy, entrepreneurial support, and the 

ability of younger generations to adapt to an evolving 

business environment (Brida et al., 2024). The problem of 

succession in companies is one of the serious problems of 

the current labour market. Given these circumstances, it is 

important to promote entrepreneurial and innovative skills 

among younger generations, not only at the level of formal 

education but also through approaches that would 

strengthen their participation in entrepreneurial activities 

already during their studies. This will ensure that 

generational change contributes to the sustainable 

development of an economy where every sector is prepared 

to face the challenges posed by demographic and 

technological change. 

Conclusion 

Today's labour market is dynamically changing under 

the influence of various global factors that bring new 

challenges and opportunities. At the global level, the most 

important factors include the openness of economies, 

increased migration, technological progress, and 

socioeconomic trends. At the same time, these factors have 

a significant impact on working conditions, employment 

patterns, and labour market expectations. The service sector 

is becoming dominant, which is related to changes in 

consumer preferences, globalisation, and increasing 

digitalisation (Liao, 2020). One of the main points of 

discussion is the flexibilization of working conditions, 

which affects traditional forms of employment. This trend is 

reflected in the growth of short-term contracts, seasonal 

work, temporary positions, and freelance forms of work, 

which is particularly pronounced in the IT and creative 

industries. On the one hand, flexibility allows employees to 

have a better work-life balance and encourages the 

development of new skills. On the other hand, it brings 
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insecurity in terms of stable income and access to social 

benefits such as health insurance or pensions. Technological 

advances, in particular the development of digital platforms 

and artificial intelligence, are fundamentally changing the 

way work is performed and organised (Dauvergne, 2022; 

Vasilescu et al., 2020). These changes also influence 

sectoral labor demand, with industries requiring higher 

levels of digital skills experiencing a significantly greater 

increase in labor demand compared to traditional sectors 

such as manufacturing and construction. Work on platforms 

such as Uber, Upwork, or Fiverr often breaks out of 

traditional labour relations and creates new forms of 'gig' 

economy where labour contracts are not fixed. In this 

context, it is important to emphasize that while this study 

does not directly differentiate between generational cohorts 

at the individual level, sectoral shifts in labor demand may 

be indirectly influenced by generational preferences. This 

suggests that economic dynamics in entrepreneurship and 

employment are linked to structural generational changes. 

The discussion between economists and social 

scientists here includes questions about workers' rights, their 

protection, and the long-term impact on the economies of 

the countries where these platforms dominate. Smart 

industry and automation are changing the need for skills in 

the labour market, leading to changes throughout society. 

With the rapid development of artificial intelligence and 

automation, new technical skills are now critically needed, 

especially in areas such as data science, big data analytics, 

and programming. This trend may increase the inequalities 

between those with technical skills and adaptability and 

those who lack such skills. Our analysis has highlighted 

those sectoral disparities in labor demand serve as one of the 

indicators of the ongoing generational transition, with 

certain sectors experiencing higher turnover rates and a 

shortage of skilled workers. It becomes strategically 

advantageous for businesses to invest in retraining 

employees to maintain a competitive advantage (Lorenz et 

al., 2024). The challenge here remains whether employees 

will be able to acquire the new skills at the speed at which 

the market is evolving. The generational collision between 

different age groups of workers adds another layer of 

complexity. Older generations, who have been used to 

stable jobs with long-term working relationships, often find 

the transition to a more flexible labour market more difficult 

to cope with. In contrast, younger generations are used to 

flexibility and openness, but face challenges in the form of 

job insecurity and less job stability. This difference raises 

questions about the establishment of education systems and 

the development of career guidance to prepare young people 

for a labour market that requires rapid adaptation. 

The results of our regression analysis indicate that 

demographic changes can have a significant impact on the 

business environment, with micro and small enterprises 

being the most affected segments. Demographic changes, 

including the exit of baby boomers and some Generation X 

from the labour market, are increasing the pressure to 

replenish the workforce. One option is the intake of 

migrants, which, however, brings certain social problems in 

Europe and does not always achieve the desired effects. This 

opens a debate on how migration is approached, how the 

integration of migrants into the labour market is ensured, 

and what measures are needed to address the emerging 

social challenges. The second option is to increase the pace 

of implementation of smart industry and automation, which 

can alleviate labour shortages in some sectors (Acemoglu & 

Restrepo, 2022). However, the faster adoption of 

technology means that more small and medium-sized 

enterprises will emerge, which will have different skill 

requirements for employees and may increase demands on 

their adaptability. Therefore, it will be crucial for both 

employers and employees to ensure that the workforce has 

the necessary knowledge and skills required to implement 

smart industries (Li L., 2022). These findings underscore the 

importance of analyzing sectoral differences in labor 

demand and the business environment, even though our data 

do not allow for a direct comparison of individual 

generational cohorts. 

From our findings, we consider that there is a research 

gap in the degree to which the smart industry can be 

considered as a solution to demographic challenges. Given 

that the authors who discuss this topic use quantitative 

statistical methods and essentially state the findings. 

However, there is a need to examine socio-economic 

processes and their impact in relation to, for example, 

people's motivation to work, to be educated, to enter 

partnerships and to have children. All these factors will have 

a significant impact on the labour market. 

Future research could focus on an in-depth examination 

of the specific characteristics and disparities of each 

generation participating in labor demand and how these 

characteristics influence sectoral changes in business. 

In conclusion, the labour market is globalising and 

diversifying in new and complicated. Interconnectedness 

with other economies brings challenges in managing 

migration, technology, and innovation. States and 

international organisations must work together to find 

solutions that enable not only economic growth but also 

social stability and decent working conditions for workers 

of all ages and skills. 
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