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melody.  

“O correr da vida embrulha tudo, 

a vida é assim: esquenta e esfria, 

aperta e daí afrouxa, sossega e depois desinquieta. 

O que ela quer da gente é coragem. 

O que Deus quer é ver a gente 

aprendendo a ser capaz 

de ficar alegre a mais, 

no meio da alegria, 

e inda mais alegre 

ainda no meio da tristeza! 

A vida inventa! 

A gente principia as coisas, 

no não saber por que, 

e desde aí perde o poder de continuação 

porque a vida é mutirão de todos, 

por todos remexida e temperada. 

O mais importante e bonito, do mundo, é isto: 

que as pessoas não estão sempre iguais, 

ainda não foram terminadas, 

mas que elas vão sempre mudando. 

Afinam ou desafinam. Verdade maior. 

Viver é muito perigoso; e não é não. 

Nem sei explicar estas coisas. 

Um sentir é o do sentente, mas outro é do sentidor.” (Rosa, 1956) 



2. Abstract 

The workspace has been connecting members of different generations, who usually 

have different attitudes toward career and work. In Brazil, its unique situation of ageing, social 

inequality and years of boom and boost in its economy is creating a group of youth with 

singular attitudes for their career. 

This thesis aims to analyze which are these attitudes and if – and how – organizations 

are adapting themselves to connect with them. Relying on a mixed research approach to discuss 

the topic, added to a literature review, the thesis aims to contribute to business sphere and 

decision-making by managerial level. 

Key words: Human Resources; Human Resources Management – Brazil; Youth – Jobs; 

Youth- Social aspects; Career 

 

 

 

 

 

 

 

 

 

 

 

 



3. Resumo 

O espaço de trabalho tem conectado membros de diferentes gerações, as quais possuem 

aspirações diferentes em relação à carreira e ao trabalho. No Brasil, sua situação ímpar de 

envelhecimento da população, desigualdade social e anos de crescimento e quedas de sua 

economia vem criando uma população jovem com aspirações singulares para a carreira. 

Esta tese tem como objetivo analisar quais são essas atitudes e se - e como - as 

organizações estão se adaptando para se conectar com elas. Apoiando-se em uma abordagem 

de pesquisa mista para discutir o tema, somada a uma revisão da literatura, a tese tem como 

objetivo contribuir para a esfera empresarial e a tomada de decisões pelo nível de gestão. 

Palavras-chave: Recursos Humanos; Gestão de Recursos Humanos - Brasil; Juventude 

- empregos; Juventude- Aspectos sociais; Profissões. 
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6. Executive Summary 

This thesis aims to answer three different objectives: 1. Identify what are the attitudes 

looked for by the Brazilian youth in the workplace; 2. Identify if organizations in Brazil are 

considering changes in their HRM practices to connect with those attitudes; and 3. Identify 

which actions are being implemented by them. The purpose of this thesis is to contribute to 

business environment and decision-making by its leadership. 

To answer these questions, a literature review was conducted to evaluate current 

findings on the topic (with poor analysis of this sample in the country) and a research 

methodology composed by qualitative and quantitative methods, with more than 215 

contributing to the research. 

The most relevant findings are explored in better detail in this thesis, but can be 

summarized in 4 take-aways for business leadership: 

 Stimulate the organization to serve as a learning platform: pointed as the main 

aspiration desired by the youth, this can be a strong reason for hiring and maintaining talents 

in the organization, providing them with considerable challenges and changes of role during 

their journey in the company. 

Walk the talk: transparency and coherence in the relationship organization-employee. 

More than ever, clarity in the organizational strategy, translated in the mission, vision, values, 

organizational culture, and strategic positioning gains importance. 

Consider personal aspects of the professional:  youth is considering and bringing 

personal aspects of its life to the workplace. This individuality may be important for retaining 

talents and providing a greater source of connection between the institution and the employee. 

Implement a clear and transparent recruitment process: this is a relevant moment 

for the organization and the candidate to get to know each other. The recruitment process is a 

crucial moment for aligning the parts, providing both with enough information on the other 

side. 
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7. Introduction 

7.1 Objectives and research questions  

This thesis is composed by three objectives, translated into different research questions. 

However, the most important driver of this research is to comprehend what are the attitudes 

that Brazilian youth have when choosing a company to work for.  

For the matters of this research, attitude is defined as “a psychological tendency that is 

expressed by evaluating a particular entity with some degree of favor or disfavour” (Eagly & 

Chaiken, 1993), while youth the group of people who are between 15-29 years old, according 

to the Ministry of the Women, Family and Human Rights, through the National Secretariat of 

Youth. Due to restrictions in the database provided by the market research firm, the sample 

was narrowed to people between 18-29 years old. 

Considering this, the objectives of the Thesis are to answer the following research 

questions: 

1. What are the attitudes of Brazilian youth when choosing a company to work for and 

for leaving a job?  

2. Are organizations in Brazil considering changes in their HRM practices to connect 

with these attitudes? 

3. If so, what are the changes that are being implemented by the organizations? 

The purpose of the MPGI dissertation is to undertake applied research to influence 

organizational practices. The findings can be applied to the reality in the business sphere, 

providing companies and leaders with relevant insights on the attitudes of this cohort and a 

landscape of possible actions that are being implemented by the organizations in the country. 

7.2 Justification and contribution 

In 2016, Jiri positioned the generations’ differences in the workplace as one of the most 

significant challenges for managers in the 21st-century (Jiří, 2016). In the same hand, authors 

already understand that there are relevant differences in attitudes and values between 

generations. 
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These facts have been discussed in the academia by a vast list of authors, in the 

executive meetings of the workplace and in the universities between young adults who are 

looking for their first jobs.  

At the same time, the publications usually list the new generations as the newest and 

hardest challenge in the workplace, while the older have doubts about the youngers, which are 

“often cited expression is ’these youngsters of today’. (It is not a positive opinion accent.)” 

(Bencsik, Gabriella, & Tímea, 2016). 

Besides bringing more arguments to the academia, this Thesis aims to be used as an 

element of analysis by the business sphere in its decision-making process when considering 

adjustments in its organization to connect it to the newest cohort in the workplace. 
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8. Literature Review 

This chapter is split in three sections, providing the reader with solid evaluation on 

previous research of different topics that are not directly connected, but that will be used for 

answering the research questions. 

The first discusses the concept of generation, its relevance for business environment 

and the reasoning for choosing a specific sample of the Brazilian society to be the focus of this 

Thesis, while the second dives in the Brazilian reality faced by its population specially in the 

last two decades.  

The third section aims to comprehend the impacts brought by different generations in 

the workplace, providing adjustments in HRM practices and processes. 

All the sections are fundamental for the solidity of this research and were used to 

support the primary research and to evaluate the results according to what already has been 

discussed in the existing literature. 

8.1 Generations, youth, and sample definition 

A vast literature has been discussing, in the past decades, the differences between 

generations in the workplace. Managers who fail to deal with these differences that exist among 

employees, according to Fyock, may cause misunderstandings, miscommunications, and 

mixed signals. (Smola & Sutton, 2002) 

Before diving into the topic, it is important to guarantee a common understanding in 

what a generation is. According to Kupperschmidt, it is an “identifiable group that shares birth 

years, age, location, and significant life events at critical developmental stages”. 

(Kupperscmidt, 2000) 

In the past years, especially because of demographic trends applied to industrialized 

countries – including Brazil, professionals from different generations have been working 

together, which results in a broader range of possible challenges associated with age. (Truxillo 

& Fraccaroli, 2013). Because of this, “age has moved from being a statistical control variable 

in work and organizational psychology research to a central focus of study.” (Truxillo & 

Fraccaroli, 2013).  
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Despite of the fact that the range of years between generations are not a worldwide 

consensus and can be questionable and inconsistent (Smola & Sutton, 2002) (Hernaus & 

Poloski Vokic, 2014), there is a similar understanding on the year-limits of generations in the 

American society. The following one, exposed by the Pew Research Center shows us the limits 

for defining the Generation Z, the Millenials and others: 

 

Figure 01. The range of different generations in the American society. 
Source: (Pew Research Center, 2010) 

 

In the light of this definition, and considering the common understanding obtained by 

the researchers that members of different generations own different values towards work  

(Glass, 2007) (Smola & Sutton, 2002) (Kupperscmidt, 2000), it is fundamental to comprehend 

in what sense these differences appear: 

Considered one of the highest challenges for HRM (Barreto, et al., 2010), the 

Generation Y – or Millennials – were the first born in the technological world (Bencsik, 

Gabriella, & Tímea, 2016) and are “always connected” with their multi-tasking gadgets. (Pew 

Research Center, 2010).  

In terms of education and work, they are the more highly educated when comparing to 

previous generations at similar ages and had more difficulties to find a job due to the recession 

caused by the financial crisis in the last years of the first decade of the 21st century. (Pew 

Research Center, 2010) 
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At the same time, their personality is summarized into five characteristics by the Pew 

Research Center: confident, self-expressive, liberal, upbeat, and open to change. (Pew 

Research Center, 2010). 

The image organizations own about the members of this generation includes something 

related to “non-domesticable” and finding out what motivates them is crucial for their 

management and retention. (Comazzetto, Vasconcellos, Perrone, & Gonçalves, 2016) 

While the Z-ers are considered the first real global generation (Bencsik, Gabriella, & 

Tímea, 2016), they “represent the greatest generational shift the workforce has ever seen”. 

(Mathur & Hameed, 2016). 

According to Mathur and Hameed, “they are well networked, more virtually present, 

extremely diversity tolerant, driven by greater exposure to digital media and spend significant 

time on online social networks than the earlier generations.” (Mathur & Hameed, 2016) 

At the same time, they prefer to not be stuck at one job, which means it is more natural 

for them to change workplaces and jobs. (Mathur & Hameed, 2016).  

At the same time, the American Psychological Association published that this 

generation would be the most affected by mental health issues: “91 percent of young adults 

said they had felt physical or emotional symptoms associated with stress, such as depression 

or anxiety” (Piore, 2019) 

Comprehending these different values, beliefs and attitudes can support scholars and 

managers to understand what makes professionals prosper in work contexts and challenge the 

status quo of current business practices (Hernaus & Poloski Vokic, 2014), and, at the same 

time use this human capital as the most important competitive advantage and as a source of 

performance. (Omerzel & Gulev, 2011) 

As previously said, the edges for generations definitions consider specially the 

American definition and reality. In Brazil, it could not be found a trustful source which defines 

the limits for delimitating a generation. 

International institutions, such as the United Nations (UN) and the United Nations 

Educational, Scientific and Cultural Organization (UNESCO) define youth as the people 
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whose age is between 15-24. (United Nations Department of Economic and Social Affairs 

(UNDESA), 2013). OECD uses this same range (OECD, s.d.). In the national sphere, the 

Ministry of the Women, Family and Human Rights, through the National Secretariat of Youth 

considers youth people between 15 and 29-years-old. (Ministério da Mulher, da Família e dos 

Direitos Humanos, 2020) 

To give more strength to the discussion and considering local reality, an analysis of the 

“Censo da Educação Superior 2018”, published by the INEP and Ministry of Education in 

2019, was held and shows that 70% of the enrollments in the university degree in the country 

are done by people who are under 30-years-old, with the highest number in the range 25-29 

years old.  (INEP, 2019). 

For these reasons, it was chosen to use, as source of analysis, the Brazilian youth: people 

who were born between 1991 and 2002, or who are between 18 and 29-years-old in the year 

when this Thesis is being written. 

8.2 The Brazilian case 

As previously said, the objective of this Thesis will not be to compare the attitudes and 

values of different generations, but dive into the group of the Brazilian youth to understand its 

singularities, comprehending what are their attitudes when choosing a company to work for. 

Brazilians have been facing and sharing a series of significant life events in its history 

and in the last decades that create unique and similar aspects in its society – and, therefore in 

its workforce, which brings interesting context for analysis. Thus, some elements of its reality 

will be explored below, using the PEST analysis as a framework. 

8.2.1 Political 

Two decades of military dictatorship marked the second half of the 20th century and 

were followed by the longest period of democratic regime observed in the country’s history: 

from 1985 until 2020, 8 leaders occupied the position of President of the Republic.  

In this period, two Presidents were impeached by the Congress: Fernando Collor de 

Mello, in 1992 and Dilma Rousseff in 2016. The last one suffered a relevant movement of 

street protests, especially because of the investigations observed in the Lava-Jato operation, 
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which led to the start of a polarization and radicalization process in the national politics, 

culminating in the erase of an ultra-right leader, elected in 2018 as President, Mr. Jair 

Bolsonaro. 

Bolsonaro used, in his campaign, a speech that is coherent to one of the trend topics in 

the Brazilian society and marks of its history: issues related to corruption. The candidate 

declared himself as part of the anti-establishment (although being a former federal deputy for 

27 years and for 6 different parties), which brought to him a strong support of parcels of the 

population. 

Owning a non-privileged grade of 35 (out of 100) in the international ranking of the 

International Transparency, Brazil has been dealing with this issue since ever. After being 

considered the main problem of the country in 2015 and 2016 by its population, the issue 

remains in the top four in the national pool (Datafolha, 2018)  

This political context, recently summarized by the polarization and radicalization in the 

country, added to a vast coverage of corruption scandals brings an opportunity for this Thesis 

to elucidate the importance given by the Brazilian youth for this and other ESG topics. 

8.2.2 Economical 

At the start of the century, Brazil was identified as a BRIC country, i.e., a country with 

a rapidly emerging economy that is a key driver of the growing global economy (Wilson & 

Purushothaman, 2003) 

The country’s economic growth in the early 2000s was enhanced due to the concurrence 

of (i) favorable outcomes from economic policies that strengthened confidence, (ii) the 

booming global demand for the country’s commodities and the profitable operations abroad of 

the country’s leading corporations (Baer, 2008). Compared to the boom during the military 

dictatorship in the late 1960s and throughout the 1970s, Brazil in the early 2000s proved to be 

a stable democracy. The nation had proven to be able to cope with severe macroeconomic 

challenges after the crisis at the end of the 20th century with the implementation of structural 

changes, moderate macroeconomic management, and the realization of a-for-Brazil low 

inflation rate (Baer, 2008) (Tesouro Nacional, 2019) Now, Brazil profited from the commodity 

boom with the export of minerals and agricultural produce that led to a balance of trade surplus. 
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However, in the middle of the first decade of the century, Lula was inaugurated for his 

second term as a President, shifting the economic policy towards an interventionist role, 

increasing public investment in infrastructure programs (PAC – Growth Acceleration 

Program), large investments in “national champions” to drive economic growth and boost 

competitiveness (Ayres, Garcia, Guillén, & Kehoe, 2019) and imposing a countercyclical 

economic policy to reduce the negative impacts of the global recession in 2008. 

These policies led to significant fiscal deficits and the accumulation of public debt. 

(Teles & Cardoso, 2010). This – and other factors – led Brasília to higher fiscal imbalances, 

that were shielded from the public through the use of “contabilidade criativa”, (Ayres, Garcia, 

Guillén, & Kehoe, 2019), the responsibility cause that took Dilma Rousseff out of power in 

2016, when Brazilian GDP was shorted by more than 3.2% for the second following year 

(World Bank, 2020) 

The summary about Brazilian economic performance explored above is an example of 

the booms and boosts of its economy, marked by a volatility that has several impacts in 

investments, business confidence and in the job market. Two direct consequences that can be 

explored in this Thesis are related to the unemployment and informality taxes, which skyrocket 

in contexts like these. 

For this reason and for the matters of this thesis, it will be important to evaluate if the 

attitudes when choosing an organization to work for vary depending on the circumstances of 

the job market – especially considering that the Thesis was developed during the pandemics of 

the Covid-19, which generated an unprecedented quarter loss in the GDP of 9.7%, according 

to the Brazilian Institute of Geography and Statistics (IBGE, 2020). 

8.2.3 Social 

Considering social issues, two aspects will be highlighted in this section to be used for 

the matters of this Thesis: the inequality observed in the society and its education context. 

Even though the country experienced a more than 2 decades (from 1989 to 2015) of a 

15% decrease in the Gini Index, Brazil remains an unequal country, considering data presented 

by the World Bank in 2017. In that year, the Gini Index achieved 0.533 in the country, 
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conquering the undesired place as the 8th most unequal country in the World. (World Bank, 

2020) 

This inequality is a consequence of a sum of factors and policies defined throughout 

Brazilian history, such as 300 centuries of slavery, which took more than 5 million of Africans 

to the country (Rossi & Gragnani, 2018) and the lack of policies to include them in the society 

(Maringoni, 2011). 

This factor, added to the internal migration movement created the favelas, 

neighborhoods in the peripheral areas of the largest cities in the country, areas extremely linked 

to unsafety and poorness, which shows an interesting correlation between race and wealth in 

Brazil. In 2018, 75.2% of Brazil’s poorest 10 percent of the population was black (IBGE, 

2019b), and according to IPEA, Instituto de Pesquisa Econômica Aplicada, in 2007, 66% of 

households in favelas self-declared them as black (Zenker, 2008) 

In a country where a white male’s income is 67% higher than that of black males (IPEA, 

2016), social policies were implemented to reduce in part the inequality and are probably part 

of the reason behind the improvements in the Gini index. Some of them are the Bolsa Família 

(a progressive money transfer program to low-income families) and the implementation of 

quotas at universities. 

In Brazil, the level of education implies higher income compared to other countries in 

the world (Menezes Filho & Oliveira, 2014) and shows how powerful these policies are to 

provide structural changes in the society. 2019 was the first year in which the black population 

in federal universities surpassed 50 percent of the cohort, although still being underrepresented 

compared to the share of the black population in the country (56 percent). (IBGE, 2019b).  

In the meantime, the poor-in-results and expensive-in-investments Brazilian education 

public system shows the enormous gap observed in this topic and that directly impacts the 

quality and specialization of its workforce: the country invests 6% of its GDP in education, 

comparing to an average of 5.5% in OECD countries. At the same time, Brazil was among the 

11 worst countries (among the 70 measured) at PISA, the International Student Assessment, 

conducted by OECD. (OECD, 2016) 
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These factors expose the gap in the qualification of a large parcel of Brazilian workforce 

that is not wealth enough to attend high-level schools and creates a long-term impact in the 

society and its economy: according to Hanushek & Wößmann (2007), there is “strong evidence 

that the cognitive skills of the population – rather than mere school attainment – are powerfully 

related to individual earnings, to the distribution of income, and to economic growth.” 

As consequences of these two elements, the main factor that must be considered when 

evaluating the results of the research is the likely differences in the attitudes for choosing 

organizations to work for among different social classes, considering their income, ethnics and 

education levels. 

8.2.4 Technological 

Considered the 124th (among 190) hardest country to make business in the world (World 

Bank, 2020), Brazil may be seen exclusively as a high bureaucratic country with little space 

for technology and innovation. 

At the same time, the Global Entrepreneurship and Development Index shows the 

country in 100th place when evaluating aa set of factors that facilitate the development of 

entrepreneurship. (Ferreira, Andreassi, Silva, Borges, & Bezerra, 2018) 

One of the conditions that plays a major role in the creation of new businesses. 

(Bonacim, Da Cunha, & Correa, 2009) is the financing of the start-ups. Such policies are 

important for creating the necessary conditions for the fostering of entrepreneurship activities 

(Van de Ven,, 1993).  

There is a common understanding that funding policies in place are not enough “to 

promote entrepreneurship as a coordinated mechanism [in Brazil] that is necessary for the 

development of an entrepreneurial culture in the country” (Ferreira, Andreassi, Silva, Borges, 

& Bezerra, 2018) 

According to Pineda, most of it is done by private investment funds focused on startups 

investment and funding, while there is a lack of public investments. (Pineda, 2015). However, 

Borges et al researched 94 federal government policies in the country in 2013, and 46 of them 

were focused on start-up financing. (Ferreira, Andreassi, Silva, Borges, & Bezerra, 2018), 

which shows the inefficiency of them, according to the authors. 
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However, because of an agenda that aimed to drive economic and social development, 

there are, nowadays, more than 400 innovation habitats in the country. (Phan, Mian, & Lamine, 

2016).  

For the matters of this research, an interesting topic that can be discussed is how 

appealing start-up environment is for the Brazilian youth and how it connects to their attitudes 

toward working. 

8.3 Impacts on Human Resources Management practices  

As previously discussed, it is likely to be observed, in the workplace, different values, 

preferences and characteristics among members of different generations. These differences can 

impact organizational practices, and specifically HRM practices. (Yadav & Chaudhari, 2018) 

HRM can be understood as the “the utilization of human resources to achieve 

organizational objectives” and as “a process of bringing people and organizations together so 

that the goals of each are met.” (Sneel & Bohlander, 2010). Moreover, a sort of researchers 

admits that there is a positive correlation between HRM practices and organizations 

performance. (Jabbour, Teixeira, Freitas, & Jabbour, 2012) 

These HRM practices have been changing rapidly over the decades, and its employees 

moved from a passive role in the company and became considered proactive agents of the 

business, more focused on supporting internal costumers. (Chiavenato, Advances and 

Challenges in Human Resource Management in the New Millennium., 2001)  

This definition enhances the role of HR Departments to hunt, recruit and retain 

professionals who are adherent to the organizational objectives. For doing so, it is crucial to 

understand what the attitudes of the new generation of professionals are, so HR employees and 

practices can be used as a “thermometer” for discussing changes in the current processes. 

Chiavenato divides the role of HRM into six types of processes, as presented in the 

table below. According to the author, all these processes are deeply correlated in a way that 

can support or damage other subprocesses and daily routines. (Chiavenato, Gestão de Pessoas, 

2008). 
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Process Objective Subprocesses 

Aggregate 

people 

Select people with the adequate profile 

(qualified and capable of) to the necessities 

of the business considering the specific 

position.  

- Recruitment 

Apply people Define, guide and evaluate the activities 

and responsibilities of the professional in 

the company.  

- Organizational and 

positions design 

- Job descriptions and 

guidances 

- Performance evaluation 

Reward people Incentivize and satisfy individual needs. - Remuneration (fixed and 

variable) 

- Benefits 

- Social services 

Develop people Enable and increment professional and 

personal development 

- Knowledge management 

- Training and development 

- Career trails 

Keep people Create satisfying environmental and 

psychological conditions for human 

activities. 

- Organizational culture 

management 

- Organizational climate 

- Labor relationships 

Monitor people Follow-up and control people’s activities 

and its results.  

- IT Managerial systems 

- Databases 

Figure 2. HRM Processes, objectives and subprocesses  

Source: Idalberto Chiavenato, Gestão de Pessoas, translated by the author. (Chiavenato, Gestão de Pessoas, 2008) 
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Besides HRM-processes orientation exposed by Chiavenato, an upcoming trend in the 

past years is the “Employee Value Proposition”, defined by Minchington (2005) “as a set of 

associations and offerings provided by an organization in return for the skills, capabilities and 

experiences an employee brings to the organization.” (Browne, 2012). In other words, 

according to Tandehill (2016), “why the total work experience at an organization is superior to 

that at other organizations.” (Browne, 2012) 

According to Browne, there are five attributes of an EVP:  

1. Benefits: health, retirement, time of work, arrangements, tuition 

2. Pay: base salary, incentives, cash recognition, pay process and transparency 

3. Affiliation: mission and values, reputation and ranking, work environment, 

community citizenship and institutional culture 

4. Work Content: variety, challenge, structure, autonomy, feedback and impact 

5. Career: advancement, title, personal growth, training, employment and security 

These attributes, more than a list, can be used as a driver for comprehending possible 

actions and policies to be implemented by the companies to maintain the employee’s 

membership with that organization. “Therefore, the organization must actively meet 

employees’ expectations to encourage continuous loyalty, commitment and engagement with 

the organization.” (Arasanmi & Krishna, 2019) 

EVP is a tool that also can be used for diagnosing employee engagement levels and 

retention strategies. There is some evidence on the positive impact of perceived organizational 

support (POS), work environment (WE), commitment and organizational citizenship behavior 

(OCB) on those. (Arasanmi & Krishna, 2019) 

Implementing the definitions brought by these two frameworks is essential for the fresh 

graduates. According to a NASSCOM-McKinsey report, “they want a better understanding of 

their employment options and a greater say in how work is assigned, assessed and rewarded; 

rather, employees’ priorities and preferences dictate what the workplace should look like” 

(Browne, 2012) 

At the same time, the consequences for not implementing such actions can be damaging 

to organizations, which may fail to attract, retain or develop talents effectively. (Browne, 
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2012). Even more critical gets the fact that different generations prioritize attributes in different 

ways (Reis & Braga, 2016) 

The combination of these arguments reinforces the hypothesis of positive impact of 

HRM processes and practices in the professionals and in companies’ performance and the 

necessity brought by new members when arriving in the companies. In this case, the evaluation 

of actions taken by companies to adapt themselves to the attitudes of an upcoming group of 

new employees will strength the discussion around this research. 

To guarantee a framework for discussion with the HR leaders of the companies, the 

processes highlighted by Chiavenato with attributes proposed by the EVP authors will be used 

to support the research and answering the second and third research questions.  
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9. Methodology 

In order to pursue the research objectives - i.e. the attitudes of Brazilian youth when 

choosing a company to work for and for leaving a job; understand if organizations in Brazil are 

considering changes in their HRM practices to connect with these attitudes; and if so, what are 

these changes, it was chosen a research methodology consisted in combining both quantitative 

and qualitative methods. 

According to Williams (2007), “the main goal for researchers using the mixed methods 

approach to research is to draw from the strengths and minimize the weaknesses of the 

quantitative and qualitative research approaches”. 

This was used combining a quantitative survey with the Brazilian youth and obtaining 

a relevant sample for evaluating the numbers and proposing comprehensive interviews with 

HR managers of Brazilian organizations, to answer both 2nd and 3rd objectives. 

Methodology Sample Objective 

Quantitative and 

online survey 

(222 respondents) 

Members of the Brazilian 

youth 

Obtain a consistent number of 

insights to identify the main attitudes 

for choosing a company to work for. 

Qualitative and 

exploratory 

interviews 

(4 interviewees) 

HR Managers Comprehend if actions are being 

taken by companies and which were 

the most common. 

Figure 3. Methodology index 

Source: elaborated by the author. 

 

9.1 Data collection and sample 

For data collection in the quantitative survey, the tool provided by the market research 

firm Mindminers was used. It provided a database with answer of 222 respondents, who 

completed the questionnaire in October 2020.  



28 

 

The sample consisted of Brazilian people born from 1991 to 2005, spread in the 5 

regions of the country and from all the social classes (A to E¹1, considering IBGE index). 61% 

of the respondents were women while 39% were man. 50% were in the Southeastern region 

and 43% were among A/B1 social classes. 

Considering the age criteria, respondents from 18 to 29 years-old answered the survey. 

Each of them responsible for, in average, 8% of the distribution. 

For the qualitative evaluation, four interviews were conducted with HR leaders. The 

sample was chosen considering different experiences of the interviewees, as presented in the 

chart below: 

Title Current practice area  Years of relevant working 

experience 

HR Director (PUB) Public sector – São Paulo 

State 

 6 

HR Manager (PRI) Private multinational 

company  

14 

Leader of Consultancy for HR 

Topics (CON) 

 Consulting firm  21 

People & Development 

Director (STP) 

Start-up 10 

Figure 4. Qualitative and exploratory interview respondents 

Source: elaborated by the author. 

 
1 The Brazilian Institute of Geography and Statistics splits the population in 6 social classes, depending 

on total income of the family: A (more than 20 minimum wages – BRL 20,900 and USD 3,950); B1 (15 to 20 
minimum wages – BRL 15,675 to BRL 20,900); B2 (BRL 10,045 to BRL 15,675); C (4 to 10 minimum wages – BRL 
4,180 to 10,450); D (2 to 4 minimum wages – BRL 2,090 to BRL 4,180) and E (up to 2 minimum wages – maximum 
of BRL 2,090) 



29 

 

The interviews were conducted in December 2020 through videocalls with the author. 

The main takeaways were written and analyzed after all the meetings occurred, to consolidate 

an evaluation considering all comments and avoiding bias.  

9.2 Survey preparation 

The survey had the objective to comprehend, from the youth perspective which are their 

attitudes when choosing a company to work for and for leaving a job. For this, a quantitative 

survey was prepared (guidelines are attached) and used some concepts of research:  

- Filter questions to get perspectives only on people who had had work experiences. 

- Ranking of priorities to observe the most voted options of attitudes when choosing an 

organization to work for and for leaving a job. The options were defined based on the 

literature reviews and other studies that discussed the topic. 

- Likert scale to comprehend the level of agreement of the respondents on some 

characteristics of the organizations. The options were defined based on the literature 

reviews and other studies that discussed the topic. 

- Selection of answers to define the reasons for great frustration and excitement in a job, 

to evaluate possible actions that could be taken by companies to motivate employees. 

 

9.3 Interviews preparation 

The qualitative interviews had the objective to comprehend, from the organization’s 

perspective, 1. Which are the perceptions they have considering youth aspirations in the 

workplace; and 2. If any, which are the changes and adjustments organizations have been 

implementing to answer these aspirations. 

The interviews were based on exploratory research (guidelines are attached) and used 

the framework of HR processes and subprocesses proposed by Chiavenato to understand 

possible changes implemented by organizations. The guidelines are also in the attachments of 

this research. 
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10. Results  

10.1 Quantitative research  

In the survey, the respondents had to point, in order of relevance, the most important 

elements for them when choosing an organization to work for. Paragraphs below show us the 

results obtained for the sample, presenting the highest voted as first, second and third options. 

Four elements are observed as the most cited ones and will be used as source of analysis 

in the specific section of this thesis. 

When choosing the “most important element” for choosing an organization to work for, 

the most voted options were: 1. Environment that strengthens learnings (27.9%); 2. 

Compensation package (20.3%); and 3. Balance between professional and personal lives 

(10.8%). The consolidated view of this answer is presented below: 

 

 Figure 5. First answer – main element for choosing an organization to work for 

Source: elaborated by the author. 

 

When choosing the second most important element, the options were: 1. Compensation 

package (18.5%); 2. Environment that strengthens learnings (15.8%); and 3. Balance between 

professional and personal lives (13.5%) and Flexibility of schedules and workplaces (13.5%). 

22,00%

21,00%

15,00%

15,00%

9,00%

18,00%

First answer - main element for choosing 
an organization to work for

Incoherence: what is said is
not practiced

Job description is not the
same as reality

Workload that harms
execution of other activities

Compensation package
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For the third most important element, options were as below: 1. Balance between 

professional and personal lives (15.8%); 2. Environment that strengthens learnings (14.4%); 

and 3. Flexibility of schedules and workplaces (11.3%). 

On the other hand, when asked about the situation that would provoke more enthusiasm 

for keeping their career in the referred organization, a new reasoning was highlighted: 30.2% 

of the sample answered with “observing concrete positive impact generated by my job”, 

followed by “being promoted” (23.4%) and “receiving financial bonus” (23%). 

The survey also consisted in evaluating the level of agreement of the respondents with 

some organizational dimensions, also presented in the chart below. 

Dimension 
Level of agreement (agree 

and strongly disagree) 

Acknowledgment sessions 96.4% 

Training opportunities 94.6% 

Inspiring leadership 93.7% 

Organization that implements ESG actions 93.7% 

Job connected to personal purposes 93.2% 

Space for expressing my opinions 93.2% 

Entrepreneur environment 92.8% 

Organizational culture consisting of in “what is said is 

practiced”  
91.9% 

Space for making mistakes 91.4% 

Friendships within the organization 89.6% 

Clarity on processes and policies 88.3% 

Figure 6. Level of agreement considering some organizational dimensions. 
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Source: elaborated by the author. 

To support the objectives of this research, the survey also investigated possible reasons 

why the Brazilian youth would leave an organization they are working for. The most cited 

reasons are presented below and will be discussed later: 

When choosing the “most important element” leaving a job, the most voted options 

were: 1. Incoherence: “what is said is not practiced” (22.1%); 2. Job description is not the same 

as reality (21.2%); and 3. Compensation package (14.9%) and Workload that harms execution 

of other activities (14.9%). The consolidated view of this answer is presented below: 

 

Figure 7. First answer – main element for leaving a job 

Source: elaborated by the author. 

 

When choosing the second most important element, the options were: 1 Incoherence: 

“what is said is not practiced” (21.6%); 2. Workload that harms execution of other activities 

(17.6%); and 3. Job description is not the same as reality (14%). 

For the third most important element, options were as below: 1 Workload that harms 

execution of other activities (18.9%); 2. Incoherence: “what is said is not practiced” (18%); 

and 3. Leadership (13.5%). 

At the same time, the most cited reasons for frustration in the organization observed in 

the sample are lack of acknowledgment (36.5%), “what is promised is not respected” (26.1%) 

and organizational climate (15.8%). 

22,00%

21,00%

15,00%

15,00%

9,00%

18,00%

First answer - main element for leaving a job

Incoherence: what is said is not
practiced

Job description is not the same
as reality

Workload that harms execution
of other activities

Compensation package
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10.2 Qualitative research  

The qualitative research was conducted in December 2020 with 4 interviewees. The 

two main objectives were: 

1. Understand which the attitudes are observed in the sample (Brazilian youth) 

by the organizations. 

 

2. Evaluate if organizations are implementing adjustments to meet these 

attitudes; and, if so, which are those. 

10.2.1 Attitudes perceived by the organizations on the youth 

A common sense observed among the interviewees is that new entrants in the job 

market are looking for different aspirations compared to the elderly. Considering their 

perspective, the main aspirations observed in this sample are, in order of mentions during the 

interviews: impact in the network; opportunity to include their own values/interests in the daily 

job; autonomy and velocity; collaborative construction. Each of these will be explored in the 

further paragraphs: 

Impact in the network: this aspiration is very connected to the word legacy. According 

to the interviewees, this impact is pursued by the youth in both public and private sectors. 

“They want to leave their mark on the world and use the job as a tool for it”. (CON) 

For this reason, companies and recruiters must be clear on their vision and mission so 

the candidates can evaluate if there is a connection between their desire for legacy and the 

organizational ones; The interviewees also highlight that the impact provoked by the daily job 

must be reinforced by organizations frequently to maintain the engagement and connection 

employee-organization. Not having this impact clear is a reason for leaving jobs: “at my 

organization, there is a lot of people leaving with the argument that they are looking for 

something more meaningful in the society”. (PRI) 

Opportunity to include their own values/interests in the daily job: as already 

mentioned, young are looking for a connection between their values and the organization ones 

to check if they can generate the impact they are looking for. However, this connection is going 
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further than this: they also want to include flexibility of scale, open space for discussions and 

questionings, diversity, and space for discussing individual interests. 

Following interviewees comments, young want to “defend their interests” and 

“balancing the work life with other spheres of activities is essential for this group”. (STP) At 

the same time, the higher levels of “restlessness and questionings” is a consequence of this: 

“they want to show their opinion, they want to contribute to the discussion because they believe 

each one has a space for making more and showing itself as an exclusive individual”. (STP) 

Autonomy and velocity: “they want a clear role so they can impact the society and an 

organization that evaluates the work and incentives a fast cycle of promotion and 

development”. (STP) This is the definition given by an interviewee on this aspiration, which 

was also mentioned by the others in the sample. 

For this reason, startups are being more and more looked for by the youth to develop 

their careers. “Startup usually have more clarity in communicating and reinforcing their 

mission and give command positions to youth”. (STP)  

Collaborative construction: although looking for a clear role in the organization, 

youth value “different opinions, exchange of ideas and tasks that connect different 

areas/professionals”. (PRI) 

The main impact of this aspiration for organizations is the higher relevance of “project-

oriented organization” instead of the “department-oriented organization”. At the same time, 

leaders are not only delegators of tasks, but also responsible for the construction with their 

teams. 

The non-fulfillment of these aspirations in the organizations was pointed by the 

interviewees as the main reason for youth leaving their jobs. According to them, it is reinforced 

by a lack of transparency that is common in the job market.  

“Youth value coherence and transparency. This is the essence of everything for them. 

If they have it, they will check if they can generate positive legacies in the world, take up their 

roles and define if they can balance their lives. If they do not see it in the organization, they 

leave with no worries.”  (CON) 
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10.2.2 Adjustments implemented by the organizations 

The general feeling among the interviewees is that organizations (especially the ones 

more consolidated in the market) are late in answering to the demands of the youth. “They 

resisted as much as they could: they saw the youth, but not the entire context. Then the 

pandemics came and showed how urgent it was to face the changes the world has been passing 

through.” (CON) 

At the same time and in the opposite direction, startups are faster to adapt and often 

founded by members of the youth, making it more fluid to connect with those aspirations. 

Meanwhile, the public sector is, according to the interviewee, promoting any changes to be 

more attractive to the young. 

Independently of the sector, some comments were observed in the interviews 

considering changes implemented by organizations to answer to the aspirations typically 

presented by the young. The more relevant ones are presented in the table below, according to 

the framework proposed by Chiavenato. 

  

Process Change Description 

Aggregate 

people 

More detailed processes, 

bringing more clarity and 

space for discussions between 

candidate and organization. 

The organizations are also being selected during 

the recruitment processes, which reinforces a 

strategy that they should clearly expose 

themselves on their strategy, expectations on the 

candidate. 

Doing so, the alignment between the parts is more 

genuine and can create more successful 

relationships. 

Apply 

people 

More openness to discuss the 

roles (position and specific 

situations during the work) 

and clarity on what are the 

A single job description in the first day of work is 

not enough anymore, as organizations must adapt 

faster to the context they are playing, bringing 
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expectations on the 

professional and how he/she 

will be evaluated. 

more dynamism to the work and making 

professionals having cross areas experiences. 

At the same time, for each specific role played 

during the job, expectations have to be clear and 

measurement constant.  

Reward 

people 

Non-financial tools, such as 

ceremonies, promotions and 

compliments become more 

often used. 

 

Develop 

people 

Formal trainings lose space 

for “on-the-job” experiments, 

combining different areas and 

expertise. 

Professionals see organizations as opportunities 

to learn and develop themselves. For this reason, 

the latter has to prove itself as a learning platform, 

developing specific programs that make the 

employee experience more fluid, dynamic and 

enriching. 

Keep 

people 

Few changes pointed by the 

interviewees.  Minor 

examples are: stock options 

for startup context. 

n/a. 

Monitor 

people 

More dynamism and 

transparency when discussing 

goals and its achievement. 

Implementation of adjustments in the corporate 

governance, including communication of results, 

next steps, overall strategy of the organization 

and connecting them with individual 

consequences. 

Figure 8. HRM processes, changes and description 

Source: elaborated by the author. 
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11. Findings and Discussion 

The combined evaluation of both quantitative and qualitative results brings relevant 

insights for businesses leaders, which will be explored in this section. 

Some elements were pointed by the youth as important aspirations and were also 

mentioned by the organization leaders as adaptations promoted by the companies in their 

structure. The most remarkable ones are: transparency; and the company as a “learning 

platform”. 

The lack of transparency and incoherence is the most cited reason for leaving a job and 

the interviewees were a consensus in reinforcing that the companies had to adapt to it in the 

past years in a sort of processes and routines: recruitment, tasks definition and performance 

evaluation.  

However, a keynote was pointed by an interviewee on how the current leadership may 

not be prepared to deal with this “claim for transparency”, as “the majority of them was raised 

in a context of closed doors”. Considering the start-up context brought by the sample, this may 

be an easier environment for the youth to find what they are looking for in this aspiration: 

“start-ups encourage the open rooms – there is no more space for confidentiality”.  

Defining and implementing the appropriate level of information dissemination and 

openness in the workspace may be a challenge faced by organizations of all stages. However, 

the perception of these attitudes in the daily routines (starting from the recruitment processes) 

can bring positive results, especially in finding professionals coherent to that organizational 

culture and support talents retention. 

The second element that connects the results of the two samples is the usage of the 

organizations as “learning platforms”. Pointed as the most important reason for choosing a job 

by most of the sample, this attitude has been observed by the interviewees in the organization 

side. 

Some adjustments implemented by the latter are short-term definition of tasks (not more 

long-term job descriptions), job rotations, project-focused and multidisciplinary activities. 

According to them, these actions support the motivation and the opportunity to leave legacies 

and impacts, also targeted by the youth. 
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At the same time, some interviewees also mention how challenging is to implement this 

sort of actions in large organizations; however, according to them, “it worths” and bring 

positive results considering the youngest employees. 

Not all elements are as aligned as the ones mentioned above. The remuneration package 

is a question mark from the organizations side, but a highlight from the employees’ perspective. 

Although the second most voted reason for choosing a job, companies have been implementing 

few adjustments in this process, according to the interviewees. 

Few exceptions are related to different types of benefits that were not usual in the past 

– such as cultural and gyms vouchers. Considering the Brazilian context, it is crucial to mention 

the relevance of juridical and tax systems that harms the innovation in this process. 

There is an important topic to be evaluated comparing consolidated organizations and 

start-ups: the speed of implementation to changes desired by the youth. During the interviews, 

it became clear that the latter have a faster adjustment to those, while the first still must organize 

themselves for a period to implement adaptations, especially due to its organizational structure. 

Probably, this factor can influence the perception of its employees and candidates on 

how they are dealing with the attitudes. In this sense, startups would easier fit to those. 

However, it cannot be denied the employer brand inherited by consolidated organizations.  

According to the Cia. de Talentos report named Carreira dos Sonhos (dream career), 

published in 2020, there is only one start-up in the top 10 among the youth: Nubank, Brazilian 

fintech and unicorn. (Cia de Talentos, 2020). The other 9 are large and consolidated 

organizations, varying from a sort of sectors such as media, consumer goods, financial 

institutions, technology, cosmetics, etc. The result is observed in the figure below: 

 

Figure 9. Cia de Talentos research result – Carreira dos Sonhos 2020 

Source: Cia. de Talentos, 2020. 
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The outlook mentioned above, added to the analysis conducted in this thesis, brings 

four main take-aways for business managers, summarized below: 

1. Stimulate the organization to serve as a learning platform: pointed as the main 

aspiration desired by the youth, this can be a strong reason for hiring and 

maintaining talents in the organization. It should provide the employees with 

considerable challenges and changes of role during their journey in the company, 

so they could act with autonomy, experiencing different jobs that enrich their career 

and personal experiences. 

 

2. Walk the talk: this dictation means a lot for the youth, which is looking for 

transparency and coherence in the relationship organization-employee. They will 

test their leader’s decisions, challenge organization values and are going to value if 

they realize what has been said is being implemented. More than ever, clarity in the 

organizational strategy, translated in the mission, vision, values, organizational 

culture, and strategic positioning gains importance. 

 

3. Consider personal aspects of the professional:  youth is considering and bringing 

personal aspects of its life to the workplace: they are valuing the balance between 

personal and professional lives, flexibility of time and place and rewarding actions 

different than the typical financial ones.  This individuality may be important for 

retaining talents and providing a greater source of connection between the 

institution and the employee. 

 

4. Implement a clear and transparent recruitment process: this is a relevant 

moment for the organization and the candidate to get to know each other. As 

explored above, the latter is looking for coherence and clarity on his/her role in the 

company. The recruitment process is a crucial moment for this alignment between 

the parts, which can provide the candidate with enough information about the 

organization and vice-versa. 
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12. Contributions, Limitations and Future Directions  

The objectives of this research were to identify the attitudes chosen by Brazilian youth 

when choosing a company to work for and for leaving a job and comprehending if 

organizations in the country are considering changes (and, if so, which are being implemented) 

in their HRM practices to connect with these attitudes. 

The purpose of the MPGI dissertation is to undertake applied research to influence 

organizational practices and connect with businesses sphere. By sharing insights and 

tendencies of Brazilian youth, the thesis can help in decision making as well as developing HR 

attraction and retention practices for organizations.  

Thus, it also has practical contribution to managers, policy makers and professionals 

who are directly or indirectly linked with HR practices. It is also useful for government, 

universities and training institutions who play an active role in facilitating job market. 

However, some limitations are part of this thesis, such as the lack of a qualitative 

research with the youth, which could be useful for a more detailed comprehension of the 

attitudes, the choice of the sample, which were more related to the main regions of Brazil and 

could hide regional differences in the attitudes and the possible bias in designing the survey 

and conducting the interviews. 

At the same time, this is supported by a lack of literature on this topic in the country 

and considering local population, which brings strong opportunities for future research, 

exploring topics such as: regionalities among regions and differences between current and 

future generations. 

Other opportunity is a deeper comprehension on the impact of social classes and origin 

in the aspirations for the career. This factor was pointed by one of the interviewees as a 

hypothesis to consider, which would be better clarified using a qualitative evaluation. 

Especially in Brazil, with a high level of inequality, social classes can be a key-factor to create 

different aspirations and attitudes in the group for choosing working paths. 
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13. Attachments 

13.1 Survey applied to the Brazilian youth 

Olá! Obrigado por acessar o link.  

Essa pesquisa faz parte de um projeto para obtenção do título de Mestre em Gestão Internacional, que 

tem, como principal objetivo, entender quais são as intenções de parte da população brasileira ao escolher uma 

organização para trabalhar. 

Será ótimo contar com a sua contribuição nesse projeto, trazendo as suas percepções e experiências ao 

longo do questionário, que tem um tempo médio de resposta em torno de 3 minutos. 

Muito obrigado pela sua participação! 

1. Antes de iniciarmos as perguntas mais específicas, é importante entender um pouco melhor sobre o seu 

momento atual. Atualmente, você está exercendo algum trabalho remunerado? 

[obrigatória] 

(   ) SIM 

(   ) NÃO 

2. [apenas para quem respondeu não na pergunta 1] 

Você já teve experiências de trabalho remunerado? 

[obrigatória] 

(   ) SIM 

(   ) NÃO 

Agora, vamos iniciar algumas perguntas mais específicas sobre as suas intenções ao escolher uma 

organização para trabalhar. 

 

3. Independentemente da sua situação atual e de experiências passadas, gostaria que você apontasse, dentro 

da lista abaixo e em ordem de prioridade, quais são os 3 elementos mais importantes de uma organização 

para que você escolha trabalhar lá. 

[Obrigatória - Lista de 10 itens onde respondente precisa elencar as 3 prioridades] 

 - Organização e/ou o setor ser valorizado pela sociedade 

 - Geração de impacto positivo  

 - Planejamento e objetivos estratégicos da organização 

 - Liderança  

 - Flexibilidade de horários e locais de trabalho (políticas de home office, happy Friday, etc) 

- Balanceamento entre a vida profissional e a pessoal 

  - Pacote de remuneração (fixo, variável, ações, stock options, etc) 

 - Ambiente que fortaleça a sua aprendizagem 

 - Ambiente que proporcione autoconhecimento e conexão consigo mesmo 

- Interações sociais com os outros profissionais fora do ambiente de trabalho (relacionamentos, 

campeonatos de esportes, vida noturna em conjunto, etc.) 
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4. Agora, vamos falar desses e de outros elementos, mas de uma forma diferente. Gostaria que você 

respondesse o seu nível de concordância/discordância com as frases abaixo, considerando alguma 

organização para a qual você trabalhasse. 

[todas obrigatórias] 

[escala Likert: 1 – discordo totalmente; 2- discordo; 3-concordo; 4-concordo totalmente]  

 

4.1. É fundamental ter uma liderança inspiradora. 

4.2. É fundamental que a cultura organizacional seja do tipo “o que é falado é praticado”. 

4.3. É fundamental que a organização forneça um ambiente de empreendedorismo (permite inovar, 

ajustar o que já é feito, criar novos produtos/estratégias) 

4.4. É fundamental que haja situações de reconhecimento (feedbacks, promoções, recompensas 

financeiras) 

4.5. É fundamental que a organização forneça oportunidades de treinamento (on the job, cursos, etc.) 

4.6. É fundamental que eu tenha e/ou faça amigos(as) dentro da organização. 

4.7. É fundamental que eu tenha espaço para errar. 

4.8. É fundamental que o cargo/posição que eu ocupe esteja conectado com meu propósito pessoal. 

4.9. É fundamental que haja estruturação de processos e políticas. 

4.10. É fundamental que eu tenha espaço para opinar. 

4.11. É fundamental que a organização implemente ações de responsabilidade ética, social e ambiental. 

 

5. Agora, vamos falar de uma experiência positiva que você já teve ou espera ter em sua vida profissional. 

Dentre as opções abaixo, qual delas te deixa mais entusiasmado(a)? 

[Obrigatória - Respondente precisa escolher um item da lista a seguir] 

- Ser promovido(a) 

 - Ter a oportunidade de liderar outros profissionais 

 - Receber bônus financeiro por desempenho  

 - Enxergar impacto positivo concreto gerado pelo seu trabalho 

 - Entender que o seu trabalho está conectado ao seu propósito individual 

 - Nenhuma das alternativas 

 

6. A partir de agora, vamos falar sobre elementos que motivariam a sua saída de uma organização. Assim, 

gostaria que você apontasse, dentro da lista abaixo e em ordem de prioridade, quais são os 3 elementos 

que fariam você optar pela saída da organização. 

[Obrigatória - Lista de 10 itens onde respondente precisa elencar as 3 prioridades] 

- Descrição do cargo não é a mesma que a realidade. 

- Carga de trabalho que dificulte a execução de outras atividades do seu interesse fora do trabalho 

- Desalinhamento seu com aquela cultura organizacional  

- Desalinhamento do seu propósito individual com a missão da organização 

 - Pacote de remuneração 

 - Estabilização da sua curva de aprendizado dentro da organização 



43 

 
 - Liderança 

 - Incoerência: “o que é falado não é praticado” 

 

7. Dentre as opções abaixo, qual delas seria a que te deixaria mais frustrado(a) em uma organização a ponto 

de você considerar a sua saída de lá? 

- Falta de reconhecimento pelo seu trabalho 

- Pacote de remuneração 

- Falta de estruturação de políticas e processos 

- O que é prometido não é cumprido 

- Clima organizacional 

- Nenhuma das alternativas 

Pesquisa concluída! 

Muito obrigado pela sua participação. Tenha certeza de que as suas respostas ajudarão muito o 

pesquisador na realização do seu trabalho e contribuirão para o ambiente de negócios brasileiro. 

 

13.2 Interview guidelines used with organization leaders 

Olá!  

- [Agradecer] Obrigado pela sua disponibilidade com essa entrevista 

- [Destacar objetivo] Essa pesquisa faz parte de um projeto para obtenção do título de Mestre em Gestão 

Internacional, que tem, como objetivos: 

- Entender quais são as intenções de parte da população brasileira (amostra entre 15-29 anos) ao 

escolher uma organização para trabalhar. 

- Avaliar se as organizações estão promovendo mudanças para promover o “encontro” dessas 

intenções. 

- Se sim, quais seriam essas mudanças. 

- [Reforçar a contribuição] Será ótimo contar com a sua contribuição nesse projeto, trazendo as suas 

percepções e experiências ao longo da entrevista. O nome da empresa ficará em anonimato e será usada como um 

diagnóstico consolidado junto aos outros entrevistados. 

- Vamos começar!? 

TEMA – ABERTURA E ASPIRAÇÕES DE DIFERENTES GERAÇÕES 
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Gostaria de começar discutindo um pouco sobre o conceito de gerações. Esse tema é um pouco 

controverso, pois falta um consenso no mercado – e especialmente no brasileiro – sobre os limites que definem 

uma geração.  

De qualquer forma, para efeitos dessa pesquisa, estamos usando o conceito do Pew Research Center dos 

EUA que define: 

 

Nossa pesquisa foca no que eles chamam de “Geração Z” e “Millenials, que é um sinônimo de Geração 

Y”. 

 1. A partir da sua experiência, você entende que há diferenças nas aspirações e intenções de 

membros dessas gerações no mercado de trabalho? 

 2.1. Se sim, quais são as aspirações mais evidentes de cada uma delas? Pedir exemplos 

concretos. 

 2.2. Se não, o que você entende que são as principais aspirações e intenções do conjunto desses 

profissionais? Pedir exemplos concretos. 

3. A partir de agora, vou te falar algumas aspirações/intenções que foram identificadas na pesquisa 

realizada com a amostra e gostaria que você comentasse: 

 a. Se essa aspiração/intenção já foi observada na sua experiência 

 b. O quão relevante/comum ela é. 

  - Checar: Ambiente que fortaleça a sua aprendizagem 
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.  - Checar: Pacote de remuneração (fixo, variável, ações, stock options, etc). 

  - Checar: Balanceamento entre a vida profissional e a pessoal. 

1) ADAPTAÇÕES NA ORGANIZAÇÃO 

Agora, vamos falar dos impactos que essas aspirações/intenções possuem nas organizações.  

De acordo com nossa pesquisa, os departamentos de RH têm um papel central de entender esse 

dinamismo dos profissionais e disparar ações pela organização que visem suprir eventuais demandas de 

profissionais. 

 

4. Considerando a sua experiência, você vê que as organizações estão se adaptando a esses novos “tipos 

de profissionais” e suas demandas? 

 

5.1. Se sim, quais são as principais adaptações que você já experenciou e os impactos gerados na 

organização e nos profissionais? 

 - Escutar abertamente e tentar encaixar as adaptações nos processos de Idalberto Chiavenatto 

 - Questionar um a um dos processos. Tenho aqui uma lista de macroprocessos e gostaria de ir 

checando com você se mais alguma coisa foi feita. 

  

Process Objective Subprocesses 

Aggregate 

people 

Select people with the adequate 

profile (qualified and capable of) to the 

necessities of the business considering the 

specific position.  

- Recruitment 

Apply 

people 

Define, guide and evaluate the 

activities and responsibilities of the 

professional in the company.  

- Organizational and 

positions design 

- Job descriptions and 

guidances 

- Performance 

evaluation 

Reward 

people 

Incentivate and satisfy individual 

needs. 

- Remuneration (fixed 

and variable) 

- Benefits 

- Social services 
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Develop 

people 

Enable and increment professional 

and personal development 

- Knowledge 

management 

- Training and 

development 

- Carreer trails 

Keep 

people 

Create satisfying environmental and 

psychological conditions for human activities. 

- Organizational culture 

management 

- Organizational 

climate 

- Labor relationships 

 

5.2. Se não, você não acha que isso pode impactar a contratação e retenção de profissionais dentro dessa 

faixa 15-29 anos? 

 

 

2) ENTENDIMENTO DOS MOTIVOS DE SAÍDA DOS PROFISSIONAIS DA ORGANIZAÇÃO 

Agora, gostaria de entender com você um pouco sobre motivos de saída dos profissionais da 

organização. 

Isso vai ser importante para avaliar eventuais causas de frustração que podem levar à saída da 

organização e conectar isso com o principal objetivo da pesquisa. 

 6. Quais são as principais causas de saída de profissionais dessa faixa etária da organização? 

 - Se o entrevistado questionar, saída voluntária. Mas seria bom ter a visão dos dois (voluntária 

e demissão). Checar conforme a reunião avança. 

7. Você enxerga mudanças nessas causas ao longo do tempo? 

8. A partir de agora, vou te falar algumas frustrações / possíveis motivos de saída que foram identificadas 

na pesquisa realizada com a amostra e gostaria que você comentasse: 

 a. Se ela já foi observada na sua experiência 

 b. O quão relevante/comum ela é. 

Checar:  
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Incoerência: “o que é falado não é praticado”. 

Descrição do cargo não é a mesma que a realidade. 

Carga de trabalho que dificulte a execução de outras atividades do seu interesse fora do trabalho. 

9. Estamos concluindo a pesquisa. Há mais algum ponto que você ache relevante comentar sobre as 

aspirações/inspirações de diferentes gerações e seus impactos na organização? 

[Concluir] Muito obrigado pela sua participação! A sua experiência e comentários serão de grande valia 

para meu projeto de pesquisa.  
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