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Abstract - A Generation is a group of people of similar age, 
sharing common beliefs, experiences and behaviour. Every 
new generation comes up with new attitudes, styles and 
expectations which differ from other generations resulting 
in generation gap. A new generation Gen Y, popularly 
known as millennials has entered the workplace with Gen 
X already been there creating generational differences at 
the workplace. Managers by understanding these 
generational differences can improve the employee 
productivity and their morale and motivation. 
Understanding of these two majority generations, Gen X 
and Gen Y, will help the organizations to enhance employee 
retention and engagement level thus making organization a 
better place to work. The paper presents the possible 
differences between generation X and generation Y on 
work related beliefs. The paper discusses various work-
related issues such as work commitment, career 
development, teamwork, work-life balance, leadership 
styles preferred by the generations.  
Keywords: Gen X, Gen Y, work engagement, work-life 
balance, career development. 
 

I. INTRODUCTION 
 

 The word generation is being defined in number of ways 
by different authors. According to Kupperschmidt,2000 
“generation is a group of people or cohorts who share birth 
years and experiences as they move through time together”. 
Gursoy et al. (2008, p. 450) stress that, “…members of 
generations who come of age in lean times or war years tend to 
think and act differently than those born in peace and 
abundance.” 
 The working environment is going through a major change 
particularly in terms of population in the workplace. Currently 
two generations are dominating the workforce are Gen X and 
Gen Y. Understanding generational differences will help the 
organization to build multigenerational workplace. Today’s 
generational differences is much beyond the clash of ideas and 
preferences. If the management does not respect or is not 
sensitive to the needs of the different groups, there will be 
inter-generational conflicts and tensions. Organizations 
appreciating the generational diversity are becoming more 
flexible and are recognising the skills and expectations that 
each generation is bringing. Multigenerational workforce 
brings innovation and creativity in the organization. 
 Gen Y entrance in the workplace has created a commotion 
as there are differences in the Gen X and Gen Y on work 
related issues. Gen X value work life balance more strongly as 
compared to Millennials desire a work/life balance which will 

allow them balance play with work. Gen Y prefer flexibility at 
workplace, fun working environment and seek guidance from 
managers regarding their performance.  
 The paper is divided into five sections for better 
understanding. Section I deals with brief introduction of the 
generations at the workplace and objective of the study. 
Section II gives the methods used in the paper to collect the 
data. Next section presents the review of literature, explaining 
the characteristics of the generations. Section IV gives the 
detailed analysis and interpretation of the topic. References 
form the last part.  
 
Objective of the study 
 The objective is to explore the difference between gen x 
and gen y on work related beliefs such as career development, 
teamwork, leadership style, work engagement, work-life 
balance and to understand workplace attitude of the 
generations. 
 

II. DATA AND METHODOLOGY 
  
 The data used in the paper is secondary in nature and is 
collected from various articles, journals, reports, thesis keeping 
the objectives of the study in consideration for greater 
accuracy. 
 

III. REVIEW OF LITERATURE 
 

 Gen X, popularly known as ‘latch kids’ ‘post boomers’ 
born between 1968-1979, focuses mainly on their career along 
with strong emphasis on family. They are tech savvy and does 
not resist changes as they came at the time of boom in the 
technology. There aspirations are more than any other 
generations for achieving balance between work and life and 
are more independent and self- reliant. The generation value 
contribution, reward, recognition, autonomy and involvement 
in the work. They are not overly loyal to their employers (Bova 
& Kroth, 2001; Karp et al, 2002; The National Oceanographic 
and Atmospheric Association Office of Diversity, 2006). 
 Gen Y, generally referred as millennials,born between 
1980-2000, are multi taskers and impatient. They are a diverse 
generation with an open mind. They give importance to self-
expression, self-marketing & branding, violence prone, life 
style enjoyment and senior most earn respect, prefer to 
communicate through e-mails, instant messaging, blogs and 
text messages, rather than over the phone or face to face. These 
Millennial are highly sought-after for their technological 
savvy, energetic work ethic, and young, hip attitude that can 
help companies connect with young consumers (Sujansky & 
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Ferri-Reed, 2009). Gen Y are independent, techno-savvy, 
entrepreneurial hard workers who thrive on flexibility (Martin 
& Tulgan, 2001). Gen Y is currently the largest and fastest 
growing segment of workforce market and is being described 
by big corporations such as Xerox, as the future of organization 
(Armour, 2005).  
 

IV. ANALYSIS AND INTERPRETATION OF RESULTS 
 
 The section presents the analysis and interpretation of 
objectives discussed above in the paper. 
Work related beliefs 
 In traditional work structures, interactions were possible 
through proper hierarchical lines whereas modern structure 
give more importance to the team based approach (Weston, 
2006). Team based approach allows the employees to interact 
as peers counterbalancing the traditional bureaucratic structure 
and thus involving them as equal members of the team. The 
work environment is changing and realizing the entry of the 
new generation i.e. generation Y in the workforce. Generation 
Y being the most tech-savvy generation, are experts at the 
critical skill making previous generations dependant on them 
for guidance and support in the areas like computer programs. 
So, the paper discusses whether Generation X and Generation 
Y have different work-related beliefs on work engagement, 
career development, work-life balance, teamwork, leadership 
style preferred. 
 
Work engagement 
 Work engagement may be defined as how much the 
employees are satisfied with their jobs, feel valued and 
experience association, teamwork and trust (Catteeuw, Flynn, 
&Vonderhost, 2007). Engagement in work not only refer to the 
organizational benefits but also to the personal benefits. 
Engaged employees thrive for work, find meaning in their 
work, are loyal to their employer and are motivated for the 
self-benefit as well as for the organization. Some studies have 
shown that many employees are not engaged at work. A study 
by Corporate Leadership Council (CLC), shows that only 15% 
of the employees are engaged in their work whereas 21% are 
not engaged in their work (Flade, 2003, as cited in Galpin et 
al., 2006; Towers Perrin, 2006). High level of employee 
engagement in the work can be perceived from improved 
customer satisfaction, less absenteeism, greater employee 
retention, enhanced productivity and with the higher business 
growth and success (Galpin et al.2006).  
 Generation Y employees seek for the work which is 
meaningful and are more dedicated towards the work which 
will allow them to make meaningful contribution. Millennials 
stay engaged at work where they can contribute valuable from 
the diverse and new information. They are motivated by the 
factors which are meaningful rather than the tangible rewards.  
 
Career Development 
 Career development is the process in which employees 
seeks support from the organization to develop their careers. 
Every organization looks for the experienced and skilled 

employees, so the organizations should support and provide the 
necessary resources to the employees for their career 
development. Managers should properly address the career 
growth and development of different generations. Generation 
X are pessimistic and believe that success is not easy 
guaranteed whereas generation Y are optimistic as they work 
with expectation of success. Generation X are not loyal to their 
job as they believe that no job is guaranteed and have 
experienced lack of promotional opportunities. The generation 
is more loyal towards the career they pursue, are 
hardworkingand maintain work life balance. On the other hand, 
generation Y are impatient as they hope for regular and 
immediate feedback from their employers. Gen Y are highly 
goal oriented and because of the higher level of education are 
ready to accept challenges. The generation is loyal to their 
employers till the promised desires are fulfilled. According to 
the findings by Deal (2007), loyalty perception may be more a 
matter of age or generation. Younger generation employees 
hold several jobs while still studying but with the time they 
become loyal or stabilize with one employer. 
 
Teamwork 
 Teamwork is the combined work of the group and is the 
most crucial part of an organization. Generation X and 
generation Y have different perceptions regarding this work 
attribute. Generation X like to work independently and are 
poor team players whereas generation Y work in cooperative 
and diverse teams. Working in a diverse team allow different 
generations to interact with each other and work together to 
enhance the organization’s value (Weston, 2006). Teamwork 
allows the members to work in an effective way and boost their 
morale and level of satisfaction. 
 
Work-Life Balance 
 According to Myers (2010), a recent Gallup poll found 
that Millennials desire a work/life balance that will allow them 
to balance play with work. Generation Y likes to work in 
flexible schedules which allow them to do the activities other 
than work. The generation also prefer working from home. 
According to the U.S. President’s Study of American Work-
Life Balance (March 2010), work-life balance programs can 
reduce turnover and improve recruitment, increasing the 
productivity of an employer’s workforce. Programs like 
employee wellness programs, job sharing, maternity leave, 
telecommuting can win the loyalty of the employees and thus 
creating the positive environment in the organizations.  
 
Leadership Preference 
 Another pervasive theme in the popular press generational 
literature is that generational differences in work values and 
attitudes should be reflected in preferences for different types 
of leaders and in different leadership behaviours (Arsenault, 
2004). Generations values and attitudes are affected and 
reflected by the leadership style they prefer. Generation X 
prefer relationship oriented leadership style, where they wish to 
be treated as partner rather than a worker whereas generation Y 
value leaders who are dedicated, hard-working, creative and 
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have rational thinking. Generally, generations give more 
importance to leadership attributes such as ambition, 
imagination and determination and attributes like loyalty, 
honesty, caring were given less importance (Arsenault 2004). 
With the succession of the generations, leaders are described as 
self-focused, energetic, goal-oriented, authoritative and 
impatient (Sessa et al 2007).Leadership characterized by inter-
personal dependability, support and trust (i.e., relationship 
focused) is preferable to successive generations, whereas 
personal credibility, competence and foresight (i.e., task 
focused) are less preferable. Generation Y seek leaders who 
provide environment which allow them to develop rather than 
those leaders who are task oriented. 
 
Workplace attitude 
 Different generation share different thoughts, values, ideas 
and behaviour based on the events experienced by them. There 
might be variations throughout an employee’s life cycle or 
career stage, ultimately employees may be “generic” 
(Jurkiewicz& Brown, 1998, p.29) in what they want from their 
jobs and trying to bifurcate employees by generations may be 
misguided (Jorgenson, 2003; Jurkiewicz& Brown, 1998; Yang 
& Guy, 2006).  Generation X regards work as the end and not 
the mean. They value information, prefer direction and focus 
on outcome at the workplace. On the other hand, generation Y 
treat work as a means and not an end. Millennials get 
emotionally engage with their working environment and see 
the workplace as an important factor.  
 
Generational difference chart 

 Generation X Generation Y 

Birth years 1968-1979 1980-2000 

Current age 38-49 17-37 

Popularly known as Gen X, post 
boomers, latch kids 

Gen Y, millennials, 
generation next 

Motivators Rather offering them 
a big salary they are 
motivated by 
advancement 
opportunities in their 
career 

Type of workplace, 
flexible working 
arrangements and 
monetary as well as 
non-monetary perks 
motivates them 

Work attitude Work is end, value 
information and want 
feedback, prefer 
direction, focus on 
outcome, 

Work is a means to 
an end, seek 
encouragement from 
supervisors, 

Individual 
characteristics 

Materialistic, tech- 
savvy and open to 
change, self-reliant, 
straightforward, 

Optimistic, tech-
savvy, hardworking, 
ambitious, 
independent, 
impatient 

Communicate 
through 

Phone or face to face e-mails, blogs, 
messaging 

Leadership style Relationship oriented Situational 

Career development Pessimistic, 
loyal to their 
profession and career 

Optimistic, 
Believe that no job is 
guaranteed and are 
less loyal to their 

employers, 
Willing to accept 
challenges 

Work engagement Enjoy work but are 
more concerned 
about work/life 
navigation 

More focused and 
engaged at work 

Teamwork Poor team players, 
prefer working 
independently 

Loves to work in 
team 

 
V. CONCLUSION 

 
 The study of the differences between the two generations 
i.e. generation X and generation Y on work related beliefs 
show that generation Yis more engaged at work when 
compared to generation X. Generation X are pessimistic 
whereas generation Y are optimistic when it comes to career 
development. Similarly, generations show differences on the 
leadership styles preferred and working in the teams. The study 
will help the managers and organizations in understanding how 
the generational workforce cohorts differ when it comes to 
work-related beliefs. Throwing light on generational 
differences will provide the knowledge to organizations to 
better understand their current workforce and make the 
workplace a more enjoyable place for all generations and 
productive for the organization. 
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