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LEDELSE AF GENERATION Z: 

Forventninger, 
muligheder  

og udfordringer

Individuelt ansvar og udfordringer
For ældre generationer kan de nye generationer på arbejds-
markedet opleves som mere krævende og skrøbelige. Men det 
handler i stort omfang om, at man ikke forstår deres motiver 
for reaktioner, mener forskere.

Marianne Levinsen er forskningschef på Center for Frem-
tidsforskning. Hun har forsket i generationer siden 2006 og 
er forfatter til blandt andet bogen ”7 Generationer”. Hendes 
forskning viser blandt andet, at Generation Z tillægger egne 
valg stor betydning. I modsætning til ældre generationer, der 
ofte mente, at samfundet var ansvarligt for deres succes eller 
fiasko, føler de unge i dag et stort individuelt ansvar for deres 
resultater. Levinsen bemærker, at denne følelse kan være en 
styrke, men også en udfordring, da mange unge bebrejder sig 
selv, hvis de ikke trives i deres uddannelse eller job. “Denne 
selvbebrejdelse misforstås ofte som manglende robusthed,” 
forklarer Levinsen. “I virkeligheden bliver de unge kede af det, 
fordi de føler, at det er deres eget ansvar, og at de har valgt 
forkert.”

Misforståelsen omkring Generation Z’s robusthed kan føre 
til, at ledere bliver for tilbageholdende med at give feedback af 
frygt for, at de unge ikke kan håndtere det. Men netop denne 
generation efterspørger faktisk mere feedback end tidligere 
generationer og ønsker løbende dialog med deres ledere. 
“Unge har brug for feedback – både positiv og negativ – men 
det skal gives med forståelse og respekt, så de ikke føler sig 
slået i hovedet, men i stedet bliver konstruktivt guidet,” siger 
Marianne Levinsen.

Enok Ernst Rasmus Petersen, en ung lærerstuderende fra 
Sisimiut, understreger også vigtigheden af at kunne kommu-
nikere med ledelsen: “For mig er en god leder en person, man 
kan tale åbent og ubesværet med. Det er vigtigt, at der er 
mulighed for at diskutere arbejdsrelaterede emner, og i nogle 
tilfælde også personlige aspekter, for at skabe en tryg og for-
stående arbejdskultur.”

Mening og balance i arbejdslivet
Et andet sted, hvor forskellen på tidligere generationer træ-
der tydeligt frem, er i skellet mellem privatliv og arbejdsliv. 
Lisbeth Hansen, som til dagligt leder mange forskellige gene-
rationer på Hotel SØMA i Aasiaat, ser stor forskel generatio-
nerne imellem på deres tilgang til arbejdslivet. “Det er vigtigt 
for dem, at deres liv er i balance, og så kan arbejdet være en 
del af det, men ikke det vigtigste og ikke formålet med livet i 
sig selv.”

Generation Z søger at blive set som hele mennesker. De læg-
ger ikke deres personlighed væk på arbejdet, som i tidligere 
generationer, hvor der har været en tendens til at skelne me-
get tydeligt mellem arbejde og privatliv. Enok Petersen bruger 
en stor del af sin fritid som håndbolddommer og forklarer: 
“Jeg mener, det er vigtigt, at der er en sammenhæng mellem, 
hvordan man bliver set på arbejdet og i sit privatliv. Det er ikke 

I Grønland, som i resten af verden, træder 
Generation Z frem som en vigtig aktør på 
arbejdsmarkedet. Denne generation, født 
mellem midt-1990’erne og begyndelsen af 
2010’erne, skiller sig ud med sin opvækst 

i en digital tidsalder præget af global 
forandring og lokale udfordringer
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nok, at en leder kun kender ens arbejdsopgaver – de skal også 
have en forståelse for, hvem man er som menneske udenfor 
arbejdet, og at ens opvækst er en del af, hvem man er.”

Relationer betyder noget
De personlige relationer har fået større betydning for Gene-
ration Z, netop fordi de er vokset op i en digital verden, hvor 
mange af deres interaktioner foregår online. Denne digitale 
opvækst har gjort de fysiske, personlige relationer på arbejds-
pladsen endnu mere værdifulde, da de unge søger dybere 
forbindelser og autentisk kontakt for at føle sig set og forstået. 
For mange bliver værdier som retfærdighed og retten til at 
blive hørt en integreret del af deres identitet, som de tager 
med på arbejde.

Dette fokus på relationer hænger sammen med Generation 
Z’s søgen efter meningsfuldt arbejde – de vil ikke blot udføre 

en opgave, men ønsker at forstå formålet bag den og føle, at 
deres indsats bidrager til noget større. Derfor stiller det større 
krav til lederens instrukser, når der gives opgaver. “Det er ikke 
nok at stille medarbejdere fra generation Z en opgave. Det er 
mindst lige så vigtigt at forklare, hvorfor opgaven skal løses, 
så der er en mening med det,” understreger Lisbeth Hansen 
fra Hotel SØMA. Når ledere tager sig tid til dette, føler de unge 
sig værdsat og engagerede. Det gælder i høj grad også, når 
det kommer til at tage imod nye medarbejdere, påpeger både 
Lisbeth Hansen og Marianne Levinsen.

Enok fremhæver betydningen af personlig kontakt i starten: 
“Når man starter et nyt job, synes jeg, det er vigtigt, at oplærin-
gen sker gennem samtale med lederen eller erfarne kolleger. 
At få et dokument med information er ikke nok – der skal være 
en dynamisk dialog, så man kan forstå arbejdskulturen og stille 
spørgsmål undervejs.” 
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Individual Responsibilities and Challenges
For older generations, the new generations in the labor market 
can be perceived as more demanding and fragile. However, 
according to researchers, this is largely due to a lack of under-
standing of their motives for reacting.

Marianne Levinsen is Head of Research at the Center for 
Futures Research. She has been researching generations 
since 2006 and is the author of the book “7 Generations.” 
Her research shows, among other things, that Generation Z 

attaches great importance to their own choices. Unlike older 
generations who often felt that society was responsible for 
their success or failure, young people today feel a great deal of 
individual responsibility for their results. Levinsen notes that 
this feeling can be a strength and a challenge, as many young 
people blame themselves if they don’t thrive in their educa-
tion or job. ”This self-blame is often misunderstood as a lack 
of resilience,” Levinsen explains. “In reality, young people get 
upset because they feel it’s their responsibility and that they 

MANAGING GENERATION Z: 

Expectations, Opportunities  
and Challenges

In Greenland, as in the rest of the world, Generation Z is emerging as a major player in the 
labor market. Born between the mid-1990s and early 2010s, this generation stands out for 

growing up in a digital age characterized by global change and local challenges
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made the wrong choice.”
The misunderstanding of Generation Z’s resilience can lead 

to managers being too reluctant to give feedback for fear that 
young people can’t handle it. However, this generation actual-
ly seeks feedback more than previous generations and wants 
ongoing dialog with their managers. ”Young people need 
both positive and negative feedback, but it needs to be given 
with understanding and respect, so they don’t feel like they’re 
being beaten over the head, but instead are constructively 

guided,” says Marianne Levinsen.
Enok Ernst Rasmus Petersen, a young student teacher from 

Sisimiut, also emphasizes the importance of communicating 
with management: ”For me, a good leader is someone you can 
talk with openly and effortlessly. It’s important that there is an 
opportunity to discuss work-related topics, and in some cases 
also personal aspects, to create a safe and understanding work 
culture.”

Meaning and Work-Life Balance
Another place where the difference between previous genera-
tions is evident is in the divide between personal and professi-
onal life. Lisbeth Hansen, who manages many different gene-
rations daily at Hotel SØMA in Aasiaat, sees a big difference in 
their approach to working life. “It’s important to Generation Z 
that their lives are in balance so that work can be a part of that, 
but not the main thing and not the purpose of life itself.”

Generation Z wants to be seen as whole people. They don’t 
put their personality away at work as in previous generations, 
where there has been a tendency to make a very clear distin-
ction between work and personal life. Enok Petersen spends 
much of his free time as a handball referee and explains: ”I 
think it’s important that there is a connection between how 
you are seen at work and in your private life. It’s not enough 
for a manager to only know your work tasks – they also need 
to understand who you are outside of work and that your 
upbringing is part of who you are.”

Relationships Matter
Personal relationships have become more important to Ge-
neration Z precisely because they have grown up in a digital 
world where many interactions occur online. This digital up-
bringing has made face-to-face relationships in the workplace 
even more valuable as young people seek deeper connections 
and authentic contact to feel seen and understood. For many, 
values such as fairness and the right to be heard become an 
integral part of their work identity.

This focus on relationships is linked to Generation Z’s search 
for meaningful work – they don’t just want to do a task; they 
want to understand its purpose and feel that their efforts 
contribute to something bigger. Therefore, giving tasks places 
greater demands on the manager’s instructions. ”It’s not 
enough to give employees from Generation Z a task. It’s just as 
important to explain why the task needs to be done so that it 
makes sense,“ emphasizes Lisbeth Hansen from Hotel SØMA. 
When managers take the time to do this, young people feel 
valued and engaged. This is also very much the case when it 
comes to welcoming new employees, both Lisbeth Hansen 
and Marianne Levinsen point out.

Enok emphasizes the importance of personal contact in the 
beginning: ”When you start a new job, I think it’s important 
that training is done through conversation with the manager 
or experienced colleagues. Getting a document with informa-
tion is not enough – there needs to be a dynamic dialog so 
you can understand the work culture and ask questions along 
the way.” 
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