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Editorial

Dear readers,

You are holding in your hands the first issue of the journal Health & Humanity, created with
the ambition to bridge three fields that are closely and inseparably interconnected in today’s
world—healthcare, social sciences, and the humanities. Our aim is to provide a professional yet
open space for scholarly discussion, critical thinking, and interdisciplinary dialogue on topics
that shape the quality of human life in its biological, psychological, social, and cultural
dimensions.

Health can no longer be understood merely as the absence of disease. It is the result of a
complex interaction of medical knowledge, social determinants of health, psychological
factors, and cultural and societal values. Likewise, the social sciences and humanities play an
increasingly important role in understanding healthcare practice, contributing to a holistic view
of the patient as a unique individual rather than merely a bearer of a diagnosis.

The journal Health & Humanity aims to publish original scientific studies, review articles, case
reports, analytical contributions, and practice-based reflections that transcend disciplinary
boundaries. We believe that an interdisciplinary approach is a key tool for gaining a deeper
understanding of the complex challenges faced by contemporary society—from population
ageing and mental health, to social inequalities, and the ethical questions of modern medicine
and public policy.

The significance and contribution of the journal to science and practice lies primarily in its
ability to connect theoretical knowledge with its practical application. For the scientific
community, it provides a platform for presenting research findings that reflect real-world health
and social problems in their full complexity. At the same time, it fosters the development of
new interdisciplinary approaches and methodological frameworks that go beyond the
traditional boundaries of individual disciplines.

This first issue marks a symbolic beginning of this journey. It presents a diverse range of
perspectives from authors in both academic and practical settings and opens discussions that
are not only professionally relevant but also profoundly human.

We extend our sincere gratitude to all authors, reviewers, and collaborators who contributed to
the preparation of this issue. We also thank you, the readers, for joining this scholarly
conversation. We hope that Health & Humanity will become a stable platform connecting
science with practice, knowledge with humanity, and individual disciplines into a meaningful
whole.

The Editorial Board
Health & Humanity



The Impact of Gender on Mutual Work Expectations between Employees and
Employers in the IT Sector

Marek Hlasny, SK, ORCID: https://orcid.org/0009-0005-0856-7014

Comenius University in Bratislava

Faculty of Management, Department of Information Management and Business Systems
e-mail: marek.hlasny@uniba.sk

Abstract: In this study, we present the results of research on the mutual work expectations of
employees and employers in the IT sector across both segments: employees’ work expectations
of employers and employers’ work expectations of employees. In interpreting the findings, we
will take into account the demographics of the respondents as well as the context of the digital
age in which we are living.

Keywords: digital age, digitisation, workplace expectations, employees, employers, IT sector,
respondent group

Introduction

The concept of the digital age is defined with relative consistency across various authors in the
current academic literature, such as Xia, Chen, and Liu (2024), Alfityani et al. (2024), and
Aggarwal and Gupta (2024). These authors agree that the digital era represents a historical
period that emerged as a result of the massive spread of digital technologies and the internet,
which has fundamentally influenced the way individuals communicate, work, learn, and live.
Similar characteristics of this era can also be identified in the works of other authors, such as
Trel'ova and Hlasny (2023a, 2023b), Trelova et al. (2023), Hlasny (2022, 2023, 2024, 2025),
Horvath, Hlasny, and Krasny (2021), who emphasize the digitization of information as a key
aspect. The digital form of data enables more efficient processing, storage, and distribution.

A common thread in defining the digital era is also the emphasis on technological innovation,
as well as expanded connectivity and access to extensive information and service resources.
These factors also spur the emergence of new professional categories and significantly
influence the transformation of work processes, the education system (Stacho, 2024a, 2024b,
2024c, 2025), as well as consumer behavior, thereby fundamentally changing the functioning
of society and the economy. The IT sector is defined by various experts. For example, Law
Insider (2024) defines the IT sector as all hardware and software produced for IT. According
to CISA (2025), the information technology sector is a central element of national security, the
economy, public health, and safety, as businesses, governments, the academic community, and
private citizens are increasingly dependent on its functions. These virtual and distributed
functions produce and provide hardware, software, and information technology systems and
services — and, in collaboration with the communications sector, the internet. The sector’s
complex and dynamic environment makes it difficult to identify threats and assess
vulnerabilities, requiring these tasks to be addressed in a cooperative and creative manner. The
functions of the information technology sector are operated by a combination of entities — often
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owners and operators and their respective associations — that maintain and rebuild the network,
including the internet. Although information technology infrastructure has a certain level of
inherent resilience, its interconnected and interdependent structure presents both challenges and
opportunities for coordinating public and private sector preparedness and protection efforts.
This broad definition illustrates the wide range of respondents we engaged in our research.
According to Computerfutures (2025), the IT industry consists of four subsectors: IT services,
IT business process management, IT software products, and IT engineering research and
development. CompTIA (2025) divides the IT sector into the following four basic subsectors:
Devices (hardware). Software. Middleware. Data. A career in IT covers many different areas,
ranging from computer hardware and software development to networking, computer repair,
technical support, cybersecurity, cloud computing, artificial intelligence (for more details, see
e.g., Trgbski et al., 2024), data science, and many others.

As Hlasny (2024, 2025) notes, the expectations employers have of employees — and vice versa
— are also influenced by the digital era in which we currently live. In today’s competitive labor
market, companies face a disadvantage due to the limited number of qualified candidates. For
this reason, they are forced to offer higher compensation to attract new employees and retain
existing ones (Vallova, 2016). However, the return on this investment by employers is the
expectations placed on employees, particularly regarding reliability and a willingness to adapt
to new knowledge and skills, as discussed in the previous theoretical section.

Employers' Expectations of Employees and the Results of a Survey on Employers'
Expectations of Employees in the IT Sector, Broken Down by the Gender of Respondents

The most appropriate research method chosen seems to us to be the questionnaire aimed at
detecting employers' job expectations from employees in the IT sector in the digital era, it
consists of seven dimensions, the questionnaire is designed according to Slobodova and Sulik
(2017). Initially, each dimension was composed of 10 items, however, after statistical
evaluation of the validity and reliability of the questionnaire, the designated dimensions contain
the "strongest" items among them:

o Dimension 1 Business acumen and entrepreneurial mindset of managers in the IT sector
in the digital era (7 questionnaire items)

o Dimension 2 Strategic thinking of managers in the IT sector in the digital era (6
questionnaire items)

o Dimension 3 Ability of IT managers to communicate, represent and collaborate in the
digital era (9 questionnaire items)

o Dimension 4 Ability to deal with problems and new situations of IT managers in the
digital era (10 questionnaire items)

o Dimension 5 Self-control, self-motivation and intrinsic independence of managers in
the IT sector in the digital era (8 questionnaire items)

o Dimension 6 Managing change of managers in the IT sector in the digital era (9
questionnaire items)
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o Dimension 7 Leadership of managers in the IT sector in the digital era (9 questionnaire
items), more detail in the questionnaire.

The questionnaire was completed by willing respondents exactly as specified. The research
population consisted of a total of 301 respondents. We further characterize the research
population according to the gender of the respondents, the age of the respondents, the location
of the respondents' workplace, and the size of the enterprise in which the respondents work.
The research population can be divided by gender into 222 men and 79 women. Empirical
objective: research on employers' job expectations from employees in the IT sector in the digital
era was fulfilled through the research question and the set hypotheses H1 - H4, H1: We
hypothesize that there will be a statistically significant difference in employers' job expectations
of employees in the IT sector in the digital era for each dimension based on the respondents'
gender variable. We made statistical evaluation in SPSS, based on descriptive statistics. As
basic mathematical-statistical research tools we plan to use analysis of variance (ANOVA),
which is a statistical method used to compare means between two or more groups. In particular,
one-way ANOVA is a commonly used technique to analyse the variance of a single continuous
variable across two or more categorical groups. Another is the Independent Samples T Test,
which is used to compare two means of a research set from unrelated groups - the scores for
each group are provided by different people and the purpose of this test is to see if the research
set is different from each other. Next would be the Paired-Samples T Test, which compares the
means of two variables for a single group. The procedure calculates the differences between the
values of the two variables for each case and tests whether the mean is different from 0. The
procedure also automates the calculation of the effect size of the T-test.

Results of the research on employers' job expectations of employees in the IT sector in the
digital era in the respondent's gender variable

Table 1 Group Statistics by Gender of Respondents
Group Statistics

Std. Std. Error

Rod N Mean Deviation Mean
D1_Business_spirit Man 222 297 0.53 0.04
Woman 79 2.99 0.61 0.07
D2_Strategy Man 222 2.98 0.55 0.04
Woman 79 3.03 0.61 0.07
D3_Communication Man 222 2.99 0.54 0.04
Woman 79 2.98 0.45 0.05
D4_Problem_solving Man 222 2.99 0.48 0.03
Woman 79 3.01 0.48 0.05
D5_Motivation Man 222 3.03 0.50 0.03
Woman 79 3.00 0.55 0.06
D6_Management_changes Man 222 3.00 0.47 0.03
Woman 79 2.99 0.47 0.05
D7_Leadership Man 222 3.02 0.49 0.03
Woman 79 2.98 0.51 0.06

Source of Table 1: Own research
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Table 2. Independent Group Statistics Test by Gender of Respondents

) Group Statistics
Equal variances assumed

Std. Std. Error
N Mean Deviation Mean
Rod Rod Rod Rod
Ma | Woma | Ma | Woma | Ma | Woma | Ma | Woma
n n n n n n n n
D1_Business_spirit D1_Business_spirit 222 79| 2.9 299| 05 0.61| 0.0 0.07
7 3 4
D2_Strategy D2_Strategy 222 79| 2.9 3.03| 05 0.61| 0.0 0.07
8 5 4
D3_Communication D3_Communication 222 79| 2.9 298| 05 0.45| 0.0 0.05
9 4 4
D4_Problem_solving D4_Problem_solving 222 79| 2.9 3.01| 04 0.48| 0.0 0.05
9 8 3
D5_Motivation D5_Motivation 222 79| 3.0 3.00| 05 0.55| 0.0 0.06
3 0 3
D6_Management_chang | D6_Management_chang | 222 79| 3.0 299 04 0.47| 0.0 0.05
es es 0 7 3
D7_Leadership D7_Leadership 222 79| 3.0 298| 04 0.51| 0.0 0.06
2 9 3

Source of Table 2: Own research

Figure 1. Average Rating by Gender of Respondents

Rod
299 M Muz
Zena

D1_Z_Obchod_duch
D2_Z_Strateg
D3_Z_komunikacia

D4_Z_Riesenie_problemov

Y]
o
(=]

D5_Z_Motivacia

[3S]
w
(<]

D6_Z_Manazment_zmeny

D7_Z_Vodcovstvo

1,00 1,50 2,00 2,50 3,00

Mean

Source of Chart 1: Own research
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Table 3. Independent T test for each Dimension by Gender of Respondents

Independent Samples Test
95% Confidence
Interval of the
Sig. (2- Mean Std. Error Difference

T Df tailed) | Difference | Difference | Lower Upper
D2_Strategy -0.634 299 0.527 | -0.04709| 0.07429| -0.19329| 0.09911
D1_Business_spirit -0.326 | 122.165 0.745| -0.02506 | 0.07689| -0.17727| 0.12714
D4_Problem_solving -0.246 299 0.806 | -0.01545| 0.06291| -0.13925| 0.10835
D6_Management_changes 0.100 299 0.921 0.00613| 0.06143| -0.11476| 0.12701
D3_Communication 0.240| 164.598 0.811 0.01490| 0.06214| -0.10779| 0.13759
D5_Motivation 0.422 299 0.673| 0.02831 0.06710| -0.10373| 0.16036
D7_Leadership 0.608 299 0.544| 0.03950| 0.06497| -0.08837| 0.16736

Source of Table 3: Own research

The results by gender of respondents show that the expectations of employers in each
dimension by gender are not statistically distinguishable, thus the stated hypothesis 1 is
not confirmed, in our research set we did not find statistically significant difference in the job
expectations of employers from employees in the IT sector in the digital era for each dimension
based on the variable of gender of respondents. This means that in our research set, both women
and men in the position of employers in the IT sector do not have statistically distinguishable
job expectations.

Regarding the obtained results, it should be noted that the average rating of the questionnaire
dimensions according to the gender of the respondents showed really minimal differences,
which proves not only the relatively accurate formulation of the dimensions and their
components, but also the relatively uniform job expectations of employers in the IT sector from
employees in the context of the digital era.

Employees' Expectations of Employers and the Results of a Survey on Employees'
Expectations of Wmployers in the IT Sector, Broken Down by the Gender of Respondents

The most appropriate research method for this part of the study appeared to be a survey using
a specific research tool that had been validated in a pilot study (Hlasny, 2023). The
questionnaire is designed to assess employees’ work expectations of employers in the IT sector
in the context of the digital era. The questionnaire is adapted from Votroubkova (2018), consists
of four dimensions, and was completed online by willing respondents exactly as specified.
Originally, each dimension consisted of multiple items; however, following a statistical
evaluation of the questionnaire’s validity and reliability, the selected dimensions now contain
the most valid and reliable items from among them:

o Dimension 1 Work and Working Conditions (15 questionnaire items)
o Dimension 2 Supervisors (11 questionnaire items)
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o Dimension 3 Compensation (4 questionnaire items)
o Dimension 4 Employee Benefits (18 questionnaire items).

A study of employees’ expectations of employers in the IT sector in the context of the digital
era was conducted with a sample comprising a total of 301 respondents (in the study, we further
characterize the sample by the respondents’ gender, age, the location of the respondents’
workplace, and the size of the company in which the respondents work). The research sample
by gender consisted of 210 men and 91 women. The study provides an answer to the research
question and validates the established hypotheses H1 — H4, where in H1 we hypothesized that
there would be a statistically significant difference in the work expectations of employees
versus employers in the IT sector in the context of the digital era across individual dimensions
based on the variable of respondents’ gender.

We made statistical evaluation in SPSS, based on descriptive statistics. As basic mathematical-
statistical research tools we plan to use analysis of variance (ANOVA), which is a statistical
method used to compare means between two or more groups. In particular, one-way ANOVA
is a commonly used technique to analyse the variance of a single continuous variable across
two or more categorical groups. Another is the Independent Samples T Test, which is used to
compare two means of a research set from unrelated groups - the scores for each group are
provided by different people and the purpose of this test is to see if the research set is different
from each other. Next would be the Paired-Samples T Test, which compares the means of two
variables for a single group. The procedure calculates the differences between the values of the
two variables for each case and tests whether the mean is different from 0. The procedure also
automates the calculation of the effect size of the T-test.

Results of the research on employees' job expectations of employers in the IT sector in the
digital era in the respondent's gender variable.

Table 4. ANOVA analysis by gender of respondents

ANOVA Table

Between Groups (Combined)
Sum of Mean

Squares df Square F Sig.
D1_praca_podmienky * Rod 0.512 1 0.512 2.668 0.103
D2_nadriadeni * Rod 0.026 1 0.026 0.127 0.722
D3_odmenovanie * Rod 1.077 1 1.077 2.015 0.157
D4_benefity * Rod 0.134 1 0.134 1.064 0.303

Source of Table 4: Own research

36



Table 5. Independent Sample t-test by Gender of Respondents

Report
Mean Std. Error of Mean N Std. Deviation
Muz Zena Total Muz Zena Total Muz Zena Total Muz Zena Total
D1_praca_podmienky 323 332 3.26 0.03 0.05 0.03 210 91 301 0.40 0.51 0.44
D2_nadriadeni 3.02 3.04 3.02 0.03 0.05 0.03 210 91 301 0.42 0.51 0.45
D3_odmenovanie 2.90 3.03 294 0.05 0.08 0.04 210 91 301 0.72 0.75 0.73
D4_benefity 299 3.04 3.00 0.02 0.04 0.02 210 91 301 0.33 0.41 0.36

Source of Table 5: Own Research

Figure 1. Average Ratings of Dimensions by Gender

Rod
| Muz
Zena

D1_praca_podmienky
D2_nadriadeni

D3_odmenovanie

D4_benefity

1,00 150 200 250 3,00

Mean

Source of Figure 1.: Own research

Regarding the findings, it should be noted that the average ratings of the questionnaire
dimensions by respondent gender revealed only minimal differences, which demonstrates not
only the relatively precise formulation of the dimensions and their components, but also the
relatively uniform work expectations that employees have of employers in the IT sector in the
context of the digital era.

Conclusion

In our study of employers’ expectations of employees in the IT sector in terms of
respondents’ gender, we hypothesized in H1 that there would be a statistically significant
difference in employers’ expectations of employees in the IT sector in the digital age across
individual dimensions based on the variable of respondents’ gender; however, this was not
confirmed. If employers’ expectations in these dimensions are not statistically distinguishable
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by gender, this may, in our opinion, be due to several factors. The first reason is the absence of
gender differences in job requirements, which could reflect modern corporate cultures (see also
Malicka, 2024) that strive to eliminate gender stereotypes and create equal employment
opportunities and expectations for all employees, regardless of gender. Another reason may be
the existence and application of the same professional standards (see also Gabrhelova,
Ondrijova, and Scirankova, 2024), as gender is not a key variable, but rather professional skills
and competencies. Furthermore, the implemented gender equality policy may already be
evident in the IT sector, and businesses, companies, and organizations are able to avoid creating
gender-unbalanced expectations. It is therefore encouraging that both female and male
employers in the IT sector formulate work and professional expectations for employees in the
same way. Another possible explanation for the results obtained in this specific research sample
is the likely homogeneity of the work environment and a certain homogeneity in the required
work skills and competencies. We assume that in the IT sector, current business models
emphasize professionalism, which encompasses traits, skills, and competencies that are not
tied to gender but to the personal qualities and abilities of individuals; shared inclusive values
in the work environment are a given (for more details, see also Matul¢ikova, 2024a,b). We also
believe that employers’ expectations of employees (and not just in the IT sector) are influenced
by other factors that we did not examine, such as the employee’s job position, length of
professional experience, professional skills and education, and so on, and these may be
“stronger” than gender differences. In such a case, expectations of men and women may be
balanced, because these other factors have a more significant influence. And the final reason
why employers’ expectations of employees are not statistically distinguishable by gender may
be a combination of modern gender equality practices and policies, as well as methodological
factors. The establishment of equal job requirements, an emphasis on professional skills, a
performance-oriented corporate culture, and assessment technologies that do not take gender
into account can lead to the same expectations for men and women from both male and female
employers.

In our study of employees’ job expectations of employers in the IT sector, with regard to
the gender of respondents, we hypothesized in H1 that there would be a statistically significant
difference in employees’ job expectations of employers in the IT sector in the digital age across
individual dimensions based on the gender of respondents, however, this was not confirmed.
In our view, there may be several reasons for this. For example, the IT sector, as a highly
specialized and technical environment, may “level the playing field” between men and women.
Employee expectations are often shaped by corporate culture (which may be standardized),
shared work challenges (e.g., agile teams, remote work, continuous learning), or similar
motivational factors (flexibility, professional growth, technology, teamwork) (Gerec et al.,
2025). This may mean that women and men share very similar work experiences and,
consequently, expectations. Another reason, we believe, may be that in the digital age,
particularly in the IT sector, gender differences are often perceived less rigidly, expectations of
employers are shaped more by individuality and professional mindset than by gender, or it is
possible that employees demand the same ‘“digital” benefits from employers — such as
flexibility, the option to work remotely, work-life balance, opportunities for self-development,
etc. We can also assume that women in the IT sector often face selection filters upon entering

38



the sector; they may be in many ways “more similar” to men in this environment than women
in other industries (i.e., a certain self-selection bias) — it is clear that our results do not
objectively represent the entire population, as we worked with a specific target group of
respondentslt is also possible that, when it comes to IT job expectations, gender is simply not
a determining factor, unlike other variables such as age, tenure, job title or role, the size and
type of organization (corporate vs. startup), and so on. Another explanation may be that many
IT companies (especially international ones) offer standardized benefits and working conditions
— which creates expectations that are independent of gender. The absence of a statistically
significant difference in expectations between men and women may indicate that in the digital
era, and specifically in the IT sector, work expectations are becoming more gender-neutral. This
may be a positive indicator of progress toward equality and the professionalization of an
environment where expertise and performance are increasingly valued over traditional social
roles.

The results of our research suggest that, in terms of respondents’ gender, there are no
statistically significant differences in work expectations between employers and employees in
the IT sector in the digital age. Both hypotheses (H1) regarding the existence of gender-based
differences were not confirmed, which we can interpret as a sign of the professionalization of
the work environment in the IT sector, where the key factors shaping work expectations are not
gender but technical skills, professional competencies, the nature of the job, length of
experience, and organizational culture. We believe that current business models in the IT sector
emphasize a gender-neutral and inclusive environment, where expectations are not formulated
based on traditional gender stereotypes. This trend is also supported by modern personnel
policies and standardized HR processes aimed at the targeted elimination of gender differences
in the perception of job roles. Furthermore, we assume that the homogeneity of professional
requirements within the sector, as well as the existence of the same professional standards
regardless of gender, contributes to the unification of expectations.

Methodological factors, such as the specificity of the research sample, which may naturally
exhibit a higher degree of professionalization and adaptation to uniform expectations,
regardless of gender identity, must also be taken into account. In light of these findings, it can
be concluded that job expectations in the IT sector may increasingly be characterized by gender
neutrality even outside our research sample, which can be seen as a positive trend toward equal
opportunity and a focus on professional competence.

The study is being published as part of an international project IGA002DTIMA/2024
Current topics in economics and management in the current and future labor market
environment
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