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1. INTRODUCTION

In the contemporary work environment, artificial intelligence (Al) is rapidly becoming an
indispensable part of daily work, bringing both challenges and opportunities for employee
engagement. Research indicates that Al can significantly influence workplace dynamics and
the psychological state of employees. Zirar et al. (2023) find that worker distrust in Al is often a
result of fear of job loss, which creates psychological barriers to effective technology integration.
Nevertheless, they emphasize that Al can enhance worker-Al interactions if technical skills are
complemented by human and conceptual skills. Increasing engagement with the help of Al is
crucial for achieving sustainable productivity and well-being (Chuang et al., 2025)

This article focuses on exploring two key areas: the adoption rate of specific Al tools, such
as ChatGPT, Gemini, and Copilot, and overall work engagement across different generational
cohorts—Generation X, Y (Millennials), and Z (Zoomers). By studying these differences, we aim
to determine how different generations adapt to new technologies and how this affects their work
engagement. These insights are crucial for companies that want to effectively implement Al in a
way that supports, rather than jeopardizes, the workforce.
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2. LITERATUREREVIEW

The question of AI’s impact on work engagement is the subject of numerous studies. Zirar et al.
(2023) emphasize that “Workers’ distrust in workplace Al stems from perceiving it as a job threat™.
They find that overcoming psychological barriers and continuous reskilling of workers are key to
productive Al integration. Similarly, Kheterpal et al. (2024), in a review of 156 studies, find that
Al technologies like gamification, chatbots, and data analytics can enhance work engagement by
improving learning, motivation, communication, performance, and retention, offering employees “a
swift and fantastic experience while carrying their specific responsibilities” (Kheterpal et al., 2024).

Chuang et al. (2025) investigated AI’s effects on employees’ work and life using the JD—R model.
They found that Al efficacy and generative Al increase productivity and engagement, while Al tech-
nostress increases exhaustion and work-family conflict. However, they noted that “Generative Al
mitigates the negative effects of technostress” (Chuang et al., 2025). Likewise, Liu and Li (2025) found
that Al usage increases psychological availability and reduces work alienation, but only if it does not
substitute core task characteristics to a high degree. They state that “Al usage can exhibit a negative
effect on work engagement when it involves a high degree of core task characteristics substitution”.

Hughes et al. (2019) explored the role of Al in employee management and found that “Trust reduces
anxiety and fears by allowing employees to rule out undesirable yet possible outcomes” (Hughes
etal., 2019). This finding highlights the importance of fairness and usability in Al systems. Rick
et al. (2024) also found that users of Al technologies report higher engagement. They believe that
“If office workers recognize the benefits of technology and are able to use them, Al-based tech-
nologies may be perceived as a resource that can promote work engagement rather than a stressor”.

Adityaksa and Suyoso (2025) found that “Al Adoption is able to moderate the influence of job
engagement on employee trust” (Adityaksa & Suyoso, 2025), emphasizing the strategic role of Al
in strengthening trust. Soulami et al. (2024) in a bibliometric review, emphasized that “Employees
are the primary actors in the digital transformation of companies”, which points to the need for
supportive strategies.

Finally, Rozman et al. (2022) developed a talent management model that integrates Al and found
that “Al helps enterprises avoid the bias that always occurs in the recruitment process when
employers decide on candidates”.

All these findings collectively suggest that future employee engagement heavily relies on human-cen-
tered Al implementation, which mitigates fears and leverages resources such as training and
support to achieve sustainable productivity and well-being.

3. METHODOLOGY

This study was designed as a quantitative, cross-sectional study. Its main purpose was to examine
potential differences between generations (X, Y, Z) in their use of artificial intelligence (AI) tools
and their level of work engagement.

Data were collected through an anonymous and voluntary online survey conducted using the
1K A platform from December 20, 2024, to January 30, 2025. The sample was formed using a
convenience sampling method, with participants recruited through social media, email lists, and
professional networks. A total of 474 individuals participated, but due to the study’s focus on
women, 163 male participants were excluded. The final sample consisted of 311 women.
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The use of Al tools (ChatGPT, Gemini, and Copilot) was measured using a dichotomous “Yes/
No” question for each. Work engagement was assessed using the Utrecht Work Engagement Scale
(UWES-9), a standardized questionnaire where participants rated the frequency of experiencing
engagement through nine statements. The total engagement score was calculated as the sum of
responses to these statements, ranging from 9 (minimum) to 45 (maximum). All statistical analyses
were conducted using SPSS software. To test the hypotheses regarding differences in Al tool usage
between generations (hypotheses 1, 2, and 3), a Chi-square test was used. To test the hypothesis on
differences in the average levels of work engagement between generations (hypothesis 4), a one-
way Analysis of Variance (ANOVA) was used. To determine which specific generational groups
differed significantly from each other, a Tukey HSD post-hoc test was applied.

3.1. Sample description

The final sample consisted of 311 women. Their distribution across educational levels showed
that the majority had completed higher or university education (46.6%), followed by second-
ary education (37.3%), and a smaller proportion held a postgraduate degree (15.4%). Only 0.6%
reported primary school or less. Regarding employment sectors, participants were most frequently
employed in education and research (24.4%), entrepreneurship and services (19.3%), and industry
and manufacturing (12.2%). Other notable sectors included the public sector (12.5%) and health
and social care (10.9%). Smaller shares of respondents worked in finance (5.1%), logistics (1.3%),
media (1.3%), or the NGO/AI development sector (1.6%). About 11.3% were not employed, includ-
ing students and freelancers. Generationally 33.4% belonged to Generation X (N = 104), 38.9%
to Generation Y (N = 121), and 27.7% to Generation Z (N = 86).

3.2. Hypothesis testing
Hypothesis 1: Use of ChatGPT differs across generations.

HO,: There are no differences between generations (X, Y, Z) in the use of ChatGPT.
H1,: There are differences between generations (X, Y, Z) in the use of ChatGPT.

Table 1. Use of ChatGPT across generations of women

Generation Yes (Use) No (Do not use) Total % Yes % No
Generation X 56 48 104 53.8% 46.2%
Generation Y 43 78 121 35.5% 64.5%
Generation Z 43 43 86 50.0% 50.0%
Total 142 169 311 45.7% 54.3%

Source: Own research

Table 2. Chi-square test for ChatGPT use by generation

Test Value df p-value
Pearson Chi-Square 8.459 2 0.015
Likelihood Ratio 8.539 2 0.014
Linear-by-Linear Assoc. 0.486 1 0.486
N of Valid Cases 311

Source: Own research

Since p <0.05, the null hypothesis (HO,) is rejected, and the alternative hypothesis (H1,) is accepted.
Women from Generation Y use ChatGPT significantly less often (35.5%) compared to Generations X
(53.8%) and Z (50.0%). This indicates that ChatGPT adoption varies meaningfully across generations.
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Hypothesis 2: Use of Gemini differs across generations.
HO,: There are no differences between generations (X, Y, Z) in the use of Gemini.

H1,: There are differences between generations (X, Y, Z) in the use of Gemini.

Table 3. Use of Gemini across generations of women

Generation Yes (Use) No (Do not use) Total % Yes % No
Generation X 7 97 104 6.7% 93.3%
Generation Y 11 110 121 9.1% 90.9%
Generation Z 8 78 86 9.3% 90.7%
Total 26 285 311 8.4% 91.6%
Source: Own research, 2025

Table 4. Chi-square test for Gemini use by generation
Test Value df p-value
Pearson Chi-Square n.s. 2 >0.05
Likelihood Ratio n.s. 2 >0.05
Linear-by-Linear Assoc. n.s. 1 >0.05
N of Valid Cases 311

Source: Own research, 2025

The chi-square test results were not statistically significant (p > 0.05). Therefore, the null hypoth-
esis (HO,) is not rejected, and the alternative hypothesis (H1,) is not supported. Gemini usage is
consistently low across all generations, with less than 10% reporting its use.

Hypothesis 3: Use of Copilot differs across generations.
HO;: There are no differences between generations (X, Y, Z) in the use of Copilot.

H1,: There are differences between generations (X, Y, Z) in the use of Copilot.

Table S. Use of Copilot across generations of women

Generation Yes (Use) No (Do not use) Total % Yes % No
Generation X 11 93 104 10.6% 89.4%
Generation Y 9 112 121 7.4% 92.6%
Generation Z 8 78 86 9.3% 90.7%
Total 28 283 311 9.0% 91.0%
Source: Own research

Table 6. Chi-square test for Copilot use by generation
Test Value df p-value
Pearson Chi-Square n.s. 2 >0.05
Likelihood Ratio n.s. 2 >0.05
Linear-by-Linear Assoc. n.s. 1 >0.05
N of Valid Cases 311

Source: Own research

The chi-square test results showed no significant differences between generations (p > 0.05).
Thus, the null hypothesis (HO,) is not rejected, and the alternative hypothesis (H1;) is not sup-
ported. Copilot adoption remains uniformly low, with only about 9% of women using it across
all age groups.
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Hypothesis 4: Overall work engagement differs across generations.
HO,: There are no differences between generations (X, Y, Z) in overall work engagement.
H1,: There are differences between generations (X, Y, Z) in overall work engagement.

Table 7. Descriptive statistics of overall engagement

Generation N Mean Std. Deviation Min Max
Generation X 104 35.93 5.61078 18 45
Generation Y 121 33.87 5.77053 17 45
Generation Z 86 31.28 6.22075 9 45
Total 311 33.84 6.10322 9 45

Source: Own research

Table 8. Post-hoc comparisons of overall engagement (Tukey HSD) | Comparison (I-J) | Mean

Difference |
Comparison (I-]) Mean Difference Sig. 95% CI Lower 95% CI Upper
X-Y 2.065 0.024 0.224 3.906
X-Z 4.654 0.000 2.647 6.661
Y-Z 2.589 0.005 0.647 4.531

Source: Own research

The ANOVA and post-hoc tests revealed statistically significant differences between generations
(p < 0.05). Consequently, the null hypothesis (HO,) is rejected, and the alternative hypothesis
(H1,) is accepted. Women from Generation X reported the highest engagement levels (M = 35.93),
followed by Generation Y (M = 33.87), while Generation Z scored the lowest (M = 31.28). This
suggests a downward trend in work engagement among younger generations.

4. DISCUSSION

This study’s findings reveal distinct patterns in Al tool adoption and work engagement across dif-
ferent generations of women in Slovenia, offering valuable insights into the evolving dynamics of
the modern workplace. The most striking result is the significant generational difference in the use
of ChatGPT. While it is the most widely adopted tool overall, our data indicates that Generation Y
uses it less frequently than their counterparts in Generation X and Z. This finding challenges the
common stereotype of Millennials as early adopters of all new technologies and suggests a more
nuanced relationship with Al, perhaps stemming from a greater skepticism or a different set of pro-
fessional needs compared to other generations. In contrast, the consistently low adoption of Gemini
and Copilot across all three generations highlights a market where certain Al tools have yet to gain
traction, possibly due to a lack of awareness, perceived utility, or marketing and integration efforts.

These results are consistent with, and contribute to, existing academic literature. Our finding of
lower ChatGPT adoption among Generation Y may be an example of the “distrust” in workplace
Al noted by Zirar et al. (2023), who suggest that workers often perceive Al as a job threat. For
this generation, who are often in mid-career roles, the potential for Al to “substitute core task
characteristics” (Liu & Li, 2025) may be a greater concern, leading to a more cautious approach
to adoption. The overall low adoption of Gemini and Copilot could indicate that, without clear
benefits and proper training, these technologies are perceived as stressors rather than resources,
which Rick et al. (2024) and Chuang et al. (2025) find can lead to a decrease in work engagement
and an increase in technostress.
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The generational differences in work engagement are equally significant. Our findings that Gen-
eration X women are the most engaged, followed by Generation Y and then Generation Z, suggest
that professional experience and career stage are strong predictors of engagement. Generation X,
often in leadership or senior roles, may perceive Al as a tool that enhances their productivity and
job satisfaction, aligning with the idea that Al can be a resource when its benefits are recognized.
Conversely, the lower engagement of Generation Z could be linked to their early-career status,
where they may face greater job demands or different expectations regarding a supportive work
environment. This underscores the need for organizations to implement supportive strategies to
ensure that these younger employees can develop a symbiotic relationship with technology, rather
than viewing it as a source of stress or alienation.

5. CONCLUSION

This study provides a concise yet valuable analysis of Al tool usage and work engagement among
different generations of women in Slovenia. The findings reveal significant generational differ-
ences in the adoption of Al tools, with women from Generation Y using ChatGPT less frequently
than their counterparts in Generations X and Z. This challenges the common assumption that
Millennials are early adopters of new technologies and suggests a more complex relationship
with Al possibly influenced by mid-career concerns and perceived risks of task substitution, as
highlighted by Liu and Li (2025) and Zirar et al. (2023).

The consistently low adoption of Gemini and Copilot across all generations points to a broader
issue of awareness, perceived usefulness, and integration. Without clear benefits and proper train-
ing, these tools may be seen more as stressors than resources, aligning with the findings of Rick
et al. (2024) and Chuang et al. (2025) who emphasize the importance of human-centered design
and support in mitigating technostress.

Generational differences in work engagement are equally noteworthy. Generation X women report
the highest levels of engagement, followed by Generation Y, with Generation Z scoring the lowest.
This trend suggests that professional experience and career stage are strong predictors of engage-
ment. It supports the view that Al can enhance productivity and satisfaction when its benefits are
recognized, as noted by Soulami et al. (2024) and Rozman et al. (2022). Organizations must provide
targeted support to their younger, early-career staffto ensure they develop a positive relationship
with technology and prevent alienation.

This study significantly advances the academic literature by empirically investigating the inter-
section of Al adoption, work engagement, and generational differences among Slovenian women.
This unique focus provides valuable data for subsequent cross-cultural research. While limited
by its cross-sectional design and a convenience sample restricted to women, the study establishes
a crucial foundation for more comprehensive future investigation. Longitudinal designs, broader
demographic inclusion, and more detailed measures of Al usage will be essential for deepening
our understanding of the evolving relationship between technology and the workforce.
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