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Abstract 

Research background: With the growing importance of environmental, 
social, and governance (ESG) aspects in business, the social pillar is 
becoming an increasingly significant tool for assessing organizations’ 
relationships with employees and their working conditions. The social 
aspects of ESG primarily include fair employee evaluation, support for 
work-life balance, occupational health and safety, opportunities for 
professional and personal development, and the degree of employee 
involvement in decision-making processes.  
Purpose of the article: The aim of the present study is to define 
employees’ attitudes toward selected social ESG aspects and to 
quantify differences in these attitudes based on age in Slovakia.  
Methods: The empirical part of the research is based on a questionnaire 
survey conducted in October 2025 with a sample of 1,000 employees. 
The survey was carried out by the renowned external agency MN Force 
according to the instructions of our research team. The collected data 
were analyzed using the chi-square test and Z-score to verify the 
existence of statistically significant differences between generations.  
Findings & Value added: The results indicate differing perceptions of 
selected social ESG aspects, particularly in terms of fair evaluation and 
work-life balance, while generational differences were not observed in 
the other areas studied. The findings contribute to a better 
understanding of the functioning of the social pillar of ESG in the 
context of human resource management and offer implications for the 
development of sustainable personnel policies. 

Keywords: ESG; social pillar; employees; generations; work-life 
balance; fairness 

JEL Classification: J28; J81; M14 

1. Introduction 

Environmental, social, and governance (ESG) aspects of business have in recent years become an 
established framework for assessing organizational sustainability and their relationships with key 
stakeholders. While the environmental and governance pillars are often evaluated through formal 
policies and quantifiable indicators, the social pillar of ESG is closely linked to employees’ everyday 
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experiences and the ways organizations approach working conditions, development, and 
interpersonal relationships in the workplace (do Amaral et al., 2025). The social pillar of ESG 
encompasses areas such as fair employee evaluation, equal opportunities, work-life balance, 
occupational health and safety, and employee involvement in decision-making processes. 

The literature highlights that implementing these social practices can contribute to higher 
employee satisfaction and engagement, lower turnover, and long-term organizational 
competitiveness (Noja et al., 2021). At the same time, employees’ perceptions of these practices 
are not necessarily uniform and may vary depending on individual characteristics. The importance 
of subjective perception of social ESG aspects is emphasized in studies showing the link between 
perceived ESG and employee well-being, satisfaction, and psychological outcomes (Choi et al., 
2024). These findings suggest that the social pillar of ESG cannot be evaluated solely based on the 
existence of formal policies, but employees’ experiences and attitudes must also be taken into 
account. 

The literature further indicates that perceptions of social ESG aspects can be influenced by 
employees’ age and generational affiliation. Different generations enter the labor market with 
distinct expectations and values, which may manifest in varying evaluations of fairness, working 
conditions, and work-life balance (Lulewicz-Sas et al., 2025). Nevertheless, empirical evidence on 
generational differences in perceptions of the social pillar of ESG, particularly in the context of 
Slovakia, remains limited. 

The present study examines employees’ attitudes toward selected social ESG aspects and 
identifies differences in their perceptions based on respondents’ age groups in Slovakia. The study 
focuses on five areas of the social pillar of ESG: fair employee evaluation, support for work-life 
balance, occupational health and safety, opportunities for professional and personal development, 
and the consideration and acceptance of employees’ opinions. Based on this objective, hypotheses 
are formulated to identify the existence of statistically significant differences in employees’ 
attitudes across different age groups. 

The structure of the article is as follows. The theoretical background section focuses on 
analyzing the available and current literature relevant to the aspects examined in the present study. 
This is followed by the definition of the main objective and a description of the methodology. The 
next section presents the specific analyses and results obtained through the statistical methods 
used. In the subsequent section, the research findings are compared with current knowledge on 
the topic. Finally, the study concludes with a summary and a list of references. 

2. Literature review  

The social pillar of ESG is characterized in the analyzed sources as a set of practices linking 
sustainability with human resource management, working conditions, and employee outcomes (do 
Amaral et al., 2025; Ok and Park, 2025; Lulewicz-Sas et al., 2025). At the same time, it is noted that 
issues related to health, and particularly mental well-being, are often a neglected part of the “S” 
pillar, even though they are directly connected to the workplace experience (Gupta, 2024; Han et 
al., 2024; Li et al., 2025). 

The literature links fair evaluation and equality to gender diversity, equity, and fair compensation 
as operationalizable social indicators (Looi et al., 2025; Noja et al., 2021). Cho et al. (2021) explicitly 
address the application of ESG metrics to gender diversity and equity at the organizational level, 
while Looi et al. (2025) analyze fair compensation for women in leadership and its relationship to 
performance. The risk of declarative approaches is highlighted by the concept of “diversity 
washing,” which refers to communicating diversity without implementing adequate practical 
changes (Baker et al., 2024). Au et al. (2023) link gender diversity on boards with workplace sexual 
harassment, and Au et al. (2024) further show that harassment negatively affects firm value, 
underlining the importance of credible and fair policies. The distributive dimension of fairness is 
developed through the analysis of the relationship between ESG and wage inequality among 
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employees (Zhou et al., 2025). Noja et al. (2021) connect diversity, inclusion, and development with 
the financial performance of European firms, while Mo and Yeung (2024) documents the link 
between diversity, human capital, and productivity in sustainability reports. 

Work-life balance is reflected in the literature through employee well-being, engagement, and 
the psychological mechanisms by which perceived ESG translates into employee attitudes (Ok and 
Park, 2025; Choi et al., 2024; Han et al., 2024). Choi et al. (2024) examine the link between perceived 
ESG and psychological outcomes through meaningful work and satisfaction with compensation, 
which aligns with interpreting work-life balance as part of job quality. Gong and Chen (2025) further 
analyze the significance of corporate commitments to wage adjustments in relation to employee 
productivity, highlighting the importance of credibility in promises made to employees. The 
generational dimension is reinforced by findings on the impact of ESG on Generation Z 
engagement, as well as the role of ESG signaling in attracting Generation Z candidates (Lulewicz-
Sas et al., 2025; Kim et al., 2025). 

Occupational safety and health appear in the literature within the broader framework of 
“healthy organizations” and with an emphasis on mental health as an integral part of the social 
dimension (do Amaral et al., 2025; Gupta, 2024; Han et al., 2024). Sudarshan and Priya (2025) extend 
the safety framework to socio-psychological risks by quantifying the economic costs of workplace 
exclusion. These risks include excessive workload, low autonomy, job insecurity, or weak social 
support. Psychosocial risks are significant determinants of employee stress, burnout, and 
deteriorating mental health (LaMontagne et al., 2022; Oakman et al., 2023). Multiple studies 
confirm that systematic management of these risks leads to higher job satisfaction, engagement, 
and lower turnover, with benefits also reflected at the organizational performance level (Nielsen 
et al., 2021; Ballard et al., 2025). These findings support the perception of occupational safety as a 
holistic social factor, whose significance and interpretation may vary across employee age groups. 

Development opportunities are conceptualized in the literature through sustainability-related 
competencies, capacity building, and training mechanisms linked to ESG performance 
(Lichtenthaler, 2023; Tripathi et al., 2024; Phuong et al., 2025). Tripathi et al. (2024) emphasize 
capacity building in the implementation of ESG frameworks, Phuong et al. (2025) connect ESG 
performance with green training and employee engagement, and Jeong et al. (2025) analyze the 
impact of ESG activities with the moderating effect of job position. Empirical studies indicate that 
systematic development of sustainability skills—including environmental, digital, and social 
competencies—positively affects not only individual employee performance but also their 
perception of job meaningfulness (Banga and Gobind, 2025; Ren et al., 2023). From the perspective 
of the social dimension of ESG, inclusive training programs and equitable access to development 
opportunities play an important role, as they can help mitigate generational differences in attitudes 
toward education and career growth (Bin Saeed et al., 2018; Cooke et al., 2023). Research also 
suggests that perceptions of the quality of development programs differ across employee age 
groups, with younger workers emphasizing digital and green skills development, while older 
cohorts prioritize stability and the transfer of existing competencies (Renwick et al., 2023). 

Employee voice and the acceptance of employees’ opinions are discussed in the literature in 
relation to participation, employee representation, and the tension between ESG “words” and 
“actions” (Nekhili et al., 2021; Pande et al., 2025). Crifo and Reberioux (2024) summarize employee 
participation as a new frontier of CSR, Pande et al. (2025) highlight the gap between ESG reporting 
and actual practice, and Nekhili et al. (2021) investigate whether the type of employee 
representation affects the relationship between ESG and organizational performance and market 
value. Employee engagement is also framed institutionally through employee stock ownership 
programs and their connection to ESG performance or environmental involvement (Liu et al., 2024; 
Zeng, 2024; Kong et al., 2024). Related HR approaches emphasize green HRM as a CSR tool both 
inside and outside the workplace, and analyze green HRM trends in SMEs, illustrating the context 
for implementing social ESG practices (Cerchione et al., 2025; Papademetriou et al., 2023). Finally, 
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Davis et al. (2025) link perceived CSR to employee motivation and leadership intention, showing 
that social practices can also influence engagement and leadership aspirations. 

The academic literature consistently highlights that the social dimensions of ESG are reflected 
in human resource management through specific workplace experiences of employees, which are 
assessed via perceptions of fairness, support for work-life balance, safety, development 
opportunities, and the degree of participation (Cho et al., 2021; Ok and Park, 2025; Crifo and 
Reberioux, 2024). These dimensions have been identified in empirical studies as key determinants 
of employee satisfaction, engagement, and loyalty, directly reflecting the added value of social ESG 
practices as declared in strategic sustainability frameworks (Noja et al., 2021; do Amaral et al., 2025). 
Several sources also indicate that the perception of social ESG aspects is not homogeneous among 
employees and may vary depending on age and generational affiliation (Lulewicz-Sas et al., 2025; 
Kim et al., 2025). Generational differences in the literature are associated with differing 
expectations regarding fairness of evaluation, work-life balance, and meaningfulness of work, 
creating conditions for differing interpretations of the same organizational practices (Choi et al., 
2024; Han et al., 2024). This perceptual dimension of ESG is emphasized particularly in studies 
analyzing the relationship between perceived ESG and employee attitudes, highlighting the 
importance of subjective assessment beyond the mere formal existence of policies (Ok and Park, 
2025; Pande et al., 2025). 

On this theoretical basis, it is justified to examine employee attitudes toward fair evaluation 
(RQ1), work-life balance (RQ2), occupational health and safety (RQ3), opportunities for 
professional and personal development (RQ4), and the listening to and acceptance of employees’ 
opinions (RQ5) in the context of respondents’ age structure (Cho et al., 2021; Gupta, 2024; Tripathi 
et al., 2024; Nekhili et al., 2021). Identifying statistically significant differences in attitudes between 
generations thus builds on existing knowledge of employee group heterogeneity and contributes 
to a deeper understanding of the functioning of the social ESG pillar in the context of the Slovak 
labor market (Noja et al., 2021; Lulewicz-Sas et al., 2025). 

3. Methodology 

With increasing pressure from stakeholders and external authorities, the need to support 
sustainable development through the implementation of ESG strategies continues to escalate. The 
social pillar (S), which focuses on stakeholders, addresses employees, workers, their working 
conditions, development, and much more. The added value of implementing social practices within 
the ESG framework lies in increased employee productivity, satisfaction, and loyalty, reduced 
turnover, enhanced performance, and ultimately in greater corporate prosperity, improved 
financial results, better competitiveness, and a strengthened corporate reputation. 

On this basis, the study focuses on analyzing employees’ and workers’ attitudes toward selected 
aspects of the social ESG pillar and examining differences in attitudes based on generational 
affiliation. 

The main objective of the study is to define employees’ attitudes toward selected social ESG 
aspects and to quantify differences in these attitudes according to age in Slovakia. 

The present article concentrates on examining employees’ attitudes toward selected aspects of 
the social pillar, taking into account the age structure of employees and the existence of 
differences between age groups. The empirical part of the research focused on selected social 
aspects and respondents from Slovakia. Data collection was conducted in October 2025 via 
questionnaires administered by the reputable agencies MNFORCE and ECESR. Respondents 
included employees and workers, and their answers were analyzed according to multiple 
demographic characteristics (gender, region, education, size of residence, age). The set of 
questions mapped their attitudes toward selected aspects of the social pillar, using a 5-point Likert 
scale (from “strongly agree” to “strongly disagree”). The research sample consisted of 1,000 
employees from Slovakia. 
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Within this study, university students’ attitudes were examined regarding the following 
statements: 
RQ1: Are all employees at your workplace evaluated fairly, regardless of gender, age, origin or other 
characteristics?  
RQ2: Does your employer allow you to maintain a balance between work and personal life?  
RQ3: Do you feel safe at your workplace and have access to appropriate conditions for protecting 
your health?  
RQ4: Do you have sufficient opportunities at work for professional and personal development?  
RQ5: Do you feel that your opinions are heard and accepted in the workplace?  

The study formulated several hypotheses. 
H1: There are statistically significant differences in the overall structure of responses and in the 
structure of positive responses regarding perceptions of fair evaluation regardless of gender, age, 
origin, or other characteristics, according to the respondents’ age. 
H2: There are statistically significant differences in the overall structure of responses and in the 
structure of positive responses regarding attitudes toward work-life balance and the employer’s 
support for it, according to age. 
H3: There are statistically significant differences in the overall structure of responses and in the 
structure of positive responses regarding employees’ perceptions of workplace safety and suitable 
working conditions for health protection, according to respondents’ age. 
H4: There are statistically significant differences in the overall structure of responses and in the 
structure of positive responses regarding employees’ attitudes toward opportunities for 
professional and personal development, according to age. 
H5: There are statistically significant differences in the overall structure of responses and in the 
structure of positive responses regarding employees’ perceptions of being heard and having their 
opinions accepted by the employer, according to age. 

To test the hypotheses, the chi-square test and Z-score were used, with a significance level of α 
= 0.05. The chi-square test assessed the existence of differences between the analyzed variables 
and was used in this study to evaluate the overall structure of the collected responses. The Z-score 
calculation was based on the ratio of positive responses (“yes”) to the total number of 
respondents, which allowed the identification of statistically significant deviations in positive 
attitudes. A hypothesis was considered confirmed if more than 60% of the calculated p-values were 
below 0.05. 

For result interpretation, variables were also recategorized. Individual age categories were 
merged into generational groups: 

 Generation X: respondents aged 50–59 and 60+ years, 

 Generation Y: respondents aged 30–39 and 40–49 years, 

 Generation Z: respondents aged 17 and younger and 18–29 years. 
This methodological approach allowed for a detailed analysis of selected aspects of the ESG 

social pillar affecting employees across different generations. The findings provide relevant insights 
into employees’ attitudes toward the social aspects of the ESG concept, aimed at achieving or 
supporting sustainable practices. They also reflect differences between employees based on age, 
offering valuable information for implementing social initiatives in organizations. Such insights can 
enhance the effectiveness of sustainable policies within companies and contribute to the added 
value generated by ESG initiatives. 

4. Results  

  The research results are presented in the following tables.  
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Table 1: Respondents´ answer to the question related to H1 

RQ1: Are all employees at your workplace evaluated fairly, 
regardless of gender, age, origin or other characteristics? 

Gen X 
Count/% 

Gen Y 
Count/% 

Gen Z 
Count/% 

1. yes 128/27.23 167/43.95 71/47.33 
2. no 107/22.77 112/29.47 43/28.67 
3. I don´t know  235/50.00 101/26.58 36/24.00 
Total respondents  470 380 150 

Source: own processing 

Responses from SMEs regarding fairness in employee evaluation, regardless of individual 
characteristics, vary depending on generational affiliation (Table 1). The greatest similarity across 
all examined generations is observed in the “disagree” category, with 22.77% of Gen X, 29.47% of 
Gen Y, and 28.67% of Gen Z expressing this view. An unfavorable factor is that in each generation, 
this proportion represents roughly one-third of respondents. Among Gen X, approximately one-
third of respondents also expressed agreement, which constitutes the smallest share compared to 
the other generations. Similarities are observed between Gen Y (43.95%) and Gen Z (47.33%). The 
highest proportion of neutral responses was recorded among Gen X, which may indicate that 
employees in this generation do not have sufficient information to form a definitive opinion. 
Overall, it can be stated that the majority agreement among Gen Y and Gen Z is a positive outcome, 
suggesting that respondents generally perceive fair evaluation practices to exist in their workplace. 

Table 2: Statistically significant differences in the overall structure of responses and in positive attitudes of 
respondents by age 

RQ1 X/Y X/Z Y/Z 

Z-score absolute values 128/167 128/71 167/71 

Chi-square/p-value  49.7388/0.00001 33.5343/0.00001 0.5752/0.7500 
Z-score/p-value -5.0893/0.00001 -4.591/0.00001 -0.706/0.4777 

Source: own processing 

The results of the chi-square test (Table 2) indicate that there are statistically significant 
differences in the overall structure of responses between members of Generation X and Y (p-value 
0.00001) and X and Z (p-value 0.00001). When comparing the overall structure of responses 
between Generations Y and Z, no statistically significant differences were observed (p-value 
0.7500). The examination of differences in positive responses among respondents yielded similar 
results. Statistically significant differences were found between Generations X and Y (p-value 
0.00001) and between Generations X and Z (p-value 0.00001). The number of p-values below 0.05 
exceeds the established threshold of 60%. Based on the above, H1 was confirmed.  

Table 3: Respondents´ answer to the question related to H2 

RQ: Does your employer allow you to maintain a balance 
between work and personal life?  

Gen X 
Count/% 

Gen Y 
Count/% 

Gen Z 
Count/% 

1. yes 253/53.83 256/67.37 95/63.33 
2. no 70/14.89 74/19.47 31/20.67 
3. I don´t know  147/31.28 50/13.16 24/16.00 
Total respondents  470 380 150 

Source: own processing 

In the next question, respondents were asked about work-life balance and whether their 
employer supports and maintains it (Table 3). Within Generation X, the majority response was 
affirmative, chosen by 53.83% of respondents. In contrast, 14.89% disagreed, and 31.28% selected “I 
don’t know.” Affirmative responses were also the majority among Generation Y (67.37%) and 
Generation Z (63.33%). Unlike Generation X, the “I don’t know” response was less represented than 
the disagreement in the younger generations. A positive finding is that the majority of respondents 
across all examined generations answered affirmatively, indicating that employers recognize the 
added value and importance of work-life balance and actively ensure its maintenance. 



 
Page 7 of 14  Authors: Dorusincova, A., and Michalec, G. 
  Perception of Social ESG Aspects by Employees:  

An Age-Based Assessment 
 

ISSN 1337-0839 (print) | 2585-7258 (online)  https://ems.uniza.sk 
   

Table 4: Statistically significant differences in the overall structure of responses and in positive attitudes of 
respondents by age 

 RQ2 X/Y X/Z Y/Z 

Z-score absolute values 253/256 253/95 256/95 

Chi-square/p-value 38.7957/0.00001 13.7776/0.001019 0.9639/0.6176 

Z-score/p-value  -4.004/0.00001 -2.0422/0.0414 0.8848/0.3789 

Source: own processing 

Statistically significant differences (Table 4) in the overall structure of responses were observed 
when comparing Generation X and Y (p-value 0.00001) and Generation X and Z (p-value 0.001019). 
The same pattern was observed for the structure of positive responses, where the comparison 
between Generation X and Y yielded a p-value below the established alpha level (0.00001), and 
Generation X and Z reached 0.0414. Based on these results, it can be concluded that there are 
statistically significant differences in both the overall response structure and the structure of 
positive responses between Generations X and Y, as well as X and Z. In contrast, no statistically 
significant differences were found between Generations Y and Z in either response structure. This 
suggests that responses from members of Generations Y and Z are largely similar, even though 
their characteristics and work-related attitudes differ in several respects. The number of p-values 
below 0.05 exceeds the 60% threshold. Based on the above, H2 was confirmed.  

Table 5: Respondents´ answer to the question related to H3 

RQ3: Do you feel safe at your workplace and have access to 
appropriate conditions for protecting your health?  

Gen X 
Count/% 

Gen Y 
Count/% 

Gen Z 
Count/% 

1. yes 313/66.60 277/72.89 109/72.67 
2. no 51/10.85 49/12.89 22/14.67 
3. I don´t know  106/22.55 54/14.21 19/12.67 
Total respondents  470 380 150 

Source: own processing 

In the third surveyed question, respondents were asked about workplace safety and the 
availability of suitable working conditions that ensure the protection of their health (Table 5). A 
positive finding is that across all three examined generations, the proportion of affirmative 
responses was around 70%. Disagreement was expressed by 10.85% of Generation X, 12.89% of 
Generation Y, and 14.67% of Generation Z. Indeterminate responses should also be noted, with the 
highest share of neutral answers recorded among Generation X (22.55%). Conversely, Generation Z 
had the lowest proportion of negative responses. Overall, the majority of respondents in all 
generations indicated that they feel safe at their workplace and have access to adequate working 
conditions that take into account and protect their health and safety at work. 

Table 6: Statistically significant differences in the overall structure of responses and in positive attitudes of 
respondents by age 

 RQ3 X/Y X/Z Y/Z 

Z-score absolute values 313/277 313/109 277/109 

Chi-square/p-value 9.7161/0.00777 7.5345/0.0231 0.4389/0.8029 
Z-score/p-value  -1.9816/0.0477 -1.3885/0.16452 0.0532/0.96012 

Source: own processing 

The results indicate that, in the overall response structure, differences were observed between 
Generations X and Y (p-value 0.00777) and X and Z (p-value 0.0231). No statistically significant 
differences were found between Generations Y and Z in the overall response structure (Table 6). 
In the structure of positive responses, a statistically significant difference was observed only 
between Generations X and Y, with a p-value of 0.0477. No significant differences were detected in 
positive responses for the other generational comparisons. The number of p-values below 0.05 
does not exceed the 60% threshold. This suggests that while there are some generational 



 
Page 8 of 14  Authors: Dorusincova, A., and Michalec, G. 
  Perception of Social ESG Aspects by Employees:  

An Age-Based Assessment 
 

ISSN 1337-0839 (print) | 2585-7258 (online)  https://ems.uniza.sk 
   

differences in perceptions of workplace safety and health conditions, these differences are not 
consistent across all comparisons or in the positive response trends. Based on the above, H3 was 
rejected.  

Table 7: Respondents´ answer to the question related to H4 

RQ4: Do you have sufficient opportunities at work for 
professional and personal development?  

Gen X 
Count/% 

Gen Y 
Count/% 

Gen Z 
Count/% 

1. yes 256/54.47 200/52.63 80/53.33 
2. no 90/19.15 118/31.05 48/32.00 
3. I don´t know  124/26.38 62/16.32 22/14.67 
Total respondents  470 380 150 

Source: own processing 

Regarding opportunities for professional and personal development at work, the results are 
concerning (Table 7). Across all surveyed generations, only about half of the respondents answered 
“yes.” The proportion of respondents who disagreed was 19.15% for Generation X, 31.05% for 
Generation Y, and 32% for Generation Z. The only generation where neutral responses exceeded 
disagreement was Generation X (26.38%). Nearly one-third of respondents from Generations Y and 
Z expressed disagreement with the question, which is considered an unfavorable outcome given 
the overall respondent structure. 

Table 8: Statistically significant differences in the overall structure of responses and in positive attitudes of 
respondents by age 

 RQ4 X/Y X/Z Y/Z 

Z-score absolute values 256/200 256/80 200/80 

Chi-square/p-value 22.0307/0.000016 15.0926/0.000528 0.2254/0.893424 

Z-score/p-value  0.5338/0.59612 0.2429/0.81034 -0.1458/0.88076 

Source: own processing 

In the overall response structure, two statistically significant differences were observed 
between the surveyed generations (Table 8). These differences were found between Generations 
X and Y (p-value 0.000016) and Generations X and Z (p-value 0.000528). No statistically significant 
differences were detected between Generations Y and Z in the overall response structure. A similar 
conclusion was reached when examining differences in the structure of positive responses across 
all generational combinations. The number of p-values below 0.05 did not exceed 60%. Based on 
the above, H4 was rejected.  

Table 9: Respondents´ answer to the question related to H5 

RQ5: Do you feel that your opinions are heard and accepted in 
the workplace?  

Gen X 
Count/% 

Gen Y 
Count/% 

Gen Z 
Count/% 

1. yes 225/47.87 199/52.37 75/50.00 
2. no 105/22.34 109/28.68 45/30.00 
3. I don´t know  140/29.79 72/18.95 30/20.00 
Total respondents  470 380 150 

Source: own processing 

The final survey question examined respondents’ attitudes toward employee voice and the 
acceptance of their opinions (Table 9). Approximately half of the respondents across all surveyed 
generations indicated that their opinions are heard and accepted by their employer. However, an 
unfavorable finding is the share of negative responses, which for Generation Y (28.68%) and 
Generation Z (30%) represents nearly one-third of all responses. Neutral responses accounted for 
29.79% of Generation X, 18.95% of Generation Y, and 20% of Generation Z. Despite the notable 
proportion of negative and neutral responses, the share of positive responses can still be 
considered acceptable. 
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Table 10: Statistically significant differences in the overall structure of responses and in positive attitudes of 
respondents by age 

 RQ5 X/Y X/Z Y/Z 

Z-score absolute values 225/199 225/75 199/75 

Chi-square/p-value 14.1092/0.000863 6.8363/0.032773 0.2427/0.885727 
Z-score/p-value  -1.3035/0.1936 -0.454/0.65272 0.4915/0.62414 

Source: own processing 

When examining differences in the overall response structure, the following results were 
observed (Table 10). Statistically significant differences were found between Generations X and Y, 
with a p-value of 0.000863. Statistically significant differences were also noted between 
Generations X and Z, with a p-value of 0.032773. No statistically significant differences were found 
between Generations Y and Z (p-value 0.885727). When analyzing the structure of positive 
responses and differences among the generations, no statistically significant differences were 
identified in any combination of generations. The number of p-values below 0.05 does not exceed 
the 60% threshold. Based on the above, H5 was rejected.  

The results of this study demonstrate that respondents’ attitudes toward selected aspects of 
the social pillar of ESG vary according to their generational affiliation. This conclusion applies 
primarily to variables related to fair employee evaluation regardless of personal characteristics and 
the balance between work and private life, including employer support for maintaining that 
balance. For the other examined factors, no statistically significant differences were found based 
on respondents’ age, indicating that, regardless of age, the attitudes of employees across all 
generations are largely consistent. 

5. Discussion  

The results of the study indicate that respondents’ attitudes toward selected aspects of the social 
pillar of ESG vary depending on their generational affiliation. Based on the analyses, statistically 
significant differences were observed primarily for variables related to fair employee evaluation 
and support for work-life balance. Generally, generations Y and Z exhibited more positive attitudes 
in these areas compared to generation X, which may reflect changing expectations among younger 
employees regarding fairness and socially oriented workplace practices. 

Conversely, no statistically significant generational differences were found for variables related 
to workplace safety, opportunities for professional and personal development, and the acceptance 
of employee opinions. This suggests that across generations, employees perceive these aspects 
relatively uniformly. Overall, while the older generation X more frequently expressed neutral 
positions, the younger generations Y and Z showed greater decisiveness in their responses, 
indicating a higher level of engagement and sensitivity to social aspects of work. 

The results thus confirm the first two hypotheses (H1 and H2) concerning fair evaluation and 
work-life balance, while the remaining hypotheses (H3–H5) were rejected. These findings also 
suggest that the age composition of the workforce may influence perceptions of fairness and 
working conditions, representing an important factor in shaping HR policy and HR development. 

Findings related to fair evaluation and work-life balance align with previous research 
highlighting the importance of perceived social ESG practices for employee well-being and 
satisfaction (Cho et al., 2021; Noja et al., 2021; Choi et al., 2024). In particular, younger generations 
display heightened sensitivity to issues of fairness, equality, and work flexibility, consistent with 
earlier studies on generational differences in attitudes toward ESG and workplace conditions. 
These results indicate that perceptions of the social ESG pillar are shaped not only by the existence 
of policies but also by the expectations and value orientations of different generations. 

On the other hand, the absence of statistically significant generational differences in workplace 
safety, development opportunities, and the acceptance of employee opinions may suggest that 
these aspects are perceived as baseline standards of the work environment regardless of age 
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(Lulewicz-Sas et al., 2025; Kim et al., 2025). The uniform perception of these factors may indicate 
their institutionalization within organizations, with generational differences emerging primarily in 
areas where subjective expectations and value preferences play a larger role. 

From a practical perspective, the results highlight the need for a differentiated approach to 
implementing social ESG practices, particularly in areas of fair evaluation and support for work-life 
balance (do Amaral et al., 2025). Considering generational differences in these areas can contribute 
to higher employee satisfaction, better alignment of HR policies with workforce expectations, and 
more effective implementation of the social ESG pillar within organizations. 

6. Conclusions 

The present study focused on analyzing employees’ perceptions of selected social aspects of ESG 
and on identifying differences in attitudes across generations in Slovakia. The results confirm that 
the social pillar of ESG is not perceived homogeneously by employees and that age and 
generational affiliation play a significant role, particularly in the evaluation of fairness and support 
for work-life balance. These areas proved to be the most sensitive to generational differences, with 
younger generations Y and Z exhibiting more positive and decisive attitudes compared to 
generation X. Conversely, no statistically significant generational differences were identified in the 
areas of workplace safety and health protection, opportunities for professional and personal 
development, and the acceptance of employee opinions. This finding suggests that these aspects 
are perceived across generations as basic standards of the work environment, whose existence is 
taken for granted. At the same time, it highlights that generational differences emerge more 
prominently in areas where subjective expectations, value preferences, and individual 
interpretations of organizational practices play a key role. 

From a theoretical perspective, the study contributes to expanding knowledge of the 
functioning of the social ESG pillar from the employee perspective and emphasizes the importance 
of the perceptual dimension of ESG beyond the mere existence of formal policies. The results also 
enrich the discussion on generational differences in ESG by providing empirical evidence from the 
Slovak economic context, which remains relatively underrepresented in international literature. 

From a practical standpoint, the findings point to the need for a more targeted and 
differentiated approach to implementing social ESG practices. Organizations should take into 
account the differing expectations of each generation when designing HR policies and ESG 
strategies, particularly in the areas of fair evaluation and work-life balance, which have a significant 
impact on employee satisfaction, engagement, and loyalty. Effectively addressing these aspects 
can contribute to strengthening employee trust and supporting the sustainability of organizations. 

The study’s limitations include its cross-sectional nature and its focus on a single national 
context, which may limit the generalizability of the results. Future research could focus on 
longitudinal tracking of changes in the perception of social ESG aspects, cross-country 
comparisons, or a deeper analysis of additional individual employee characteristics. Despite these 
limitations, the study provides relevant insights that confirm the importance of the social ESG pillar 
as a key element of sustainable human resource management in the context of a changing age 
structure of the workforce. 
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