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ABSTRACT

Workforce diversity in organizations is often beimighlighted in 21st century organization. Onetdf elements
about workforce diversity is the generational diffeces. Each generation has their own values,fdealied opinions in
daily life. Meanwhile, in a workplace, each genematprovides a different view to the work performekherefore,
the managers should aware of each generation’svisehaecause it can contribute to their job satisfm. This study
examines the difference relating to employee jotisfeation across Traditional, Baby Boomers, GetienaX and
Generation Y in the perception of payments, proamtisupervision, additional benefits, contingenwards, operating
conditions, coworkers, nature of work and commuinca 106 employees were drawn randomly from Ursitgr
Malaysia Sabah. They were selected because theggmthe information required by this study. Daéa analyzed using
SPSS (Statistical Package for Social Sciences).réfidts demonstrated that there is no differeetating to employee
job satisfaction across Traditional, Baby BoomédBgneration X and Generation Y in the perceptionpayments,
promotion, supervision, additional benefits, cogéint rewards, operating conditions, coworkers, neataf work and
communication. This paper provides an insight ihtmv the generational groups think about their &eti®n in

workplace. Thus, it will be able to form a team aeduce conflict within the organization.
KEYWORDS: Generation Diversity, Job Satisfaction

INTRODUCTION

Organizations in the 21st century are becoming nmmeplex as the diversity of sources inherent fhere
The diversity of resources consists of financiabrgces, human resources, technologies and etcakltesource is one of
the most important resources to the organizatiocalrge it is the driving force to the success ofoaganization.
Human resource consists of diversity of age, gerathrcation and generation. Therefore, organizatimve to emphasize
seriously on diversity in providing human resouneeds. Generation diversity has been discussedywit¢his century
(LEAD, 2011).Increasing on generation diversity dmg a focus in the organization because of thmasel for skills

and experience to fulfill specific positions andnease the average retirement age.

According to Lancaster and Stillman (2002), genenativersity is divided into Traditional, Baby Bmers,
Generation X and Generation Y. Generation diversityone of the challenges for human resource maneage
in addressing diversity issues in the workplaceorter to face these challenges, organizationaelesaneed to create an
effective human resource planning to balance tifferdnt needs among generations. In Malaysia, theeel2 million
labor force participations in 2011 filled by 34% Gkneration Y, 40% of generation X and 26 % of B&momers
generation (Lee and Angeline, 2012). Workforce diitg based on Traditional, Baby Boomers, Genenatio and

Generation Y can also be seen in the public, prieatd non-governmental organizations (NGOSs).
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Every generation has its own advantages in termsatfe system (Kupperschmidt, 2000, Zemkee, Raines
& Filiczak, 2000) and work behavior. Their advargagare one of the internal strengths for the omgaioins
(Lancaster and Stillman, 2002). Therefore, the g diversity should be given a priority by tiianagement because
it can give a different job satisfaction among ¢femerations. Previously, most of the job satisfecurvey conducted is
only focusing on organizational factors. Emphasipadgeneration diversity also contributes to theettgpment of an
organization. Generation diversity specified clpagkplains that there are similarities and diffees between each

generation.

These similarities and differences should be exacdhioy the management because the level of jobfaten
has a relationship with the generation differerened similarities (SHRM, 2010). The management failim focusing on
the generation differences and similarities cane ghegative impact towards individuals, groups amgawizations
development. From the individual aspects, it camseastress, low job performance and morale. Indeshorganization,
management faced a conflict ( Hankin, 2004, Lamca%tStillman 2002, Siebert 2008) in managing gatien diversity.
In parallel, Lee and Angeline (2012) found that @#rcent of employers are facing problems in marmpagieneration.
Low productivity, employee absenteeism, turnovet b satisfaction will increase if the organizatis incompetence in
managing the generation. Consequently, organizatieed to provide high administrative costs to owprall the impacts.
Employers need to understand the generations’ rdiffees and similarities within the organizationarder to help
management planned more effectively. Therefors, shidy was to identify differences between theegations with nine
aspects of job satisfaction. This study is impdrtagcause it can provide a huge impact on the sacokindividuals,

groups and organizations in the future.

LITERATURE REVIEW

Generation

Generation is a group of people who live in mordess the same time and they are also more othessame
age or whole (Kamus Dewan Fourth Edition). Bubaks generation is a group of individuals who haiveilar attitudes
and beliefs through life experiences (Fogg, 20@8pfa, Schwartz, & Schwartz, 2007). The similasitie experience of
life they forge a unique features. Whereby, thespgs of time makes them grow and learn somethimg Rewever,
exposure to new things does not make their vievangé quickly. In the context of work force, theque characteristics
possessed by each generation also influence thieking and acting in terms of job expectationaderships and attitudes
in job (Deidre, 2008). The generation that will discussed in this study refers to four generatiarthe workplace that
has been introduced by Lancaster and Stillman (20DRe four generations consists of TraditionalbBd&oomers,

Generation X and Generation Y.
Traditional

Traditional generation born before the year 194&riy the year, various events have occurred dutieg
generation development. For example, the recegséoind, World War Il and the Korean War. The everdsise the
generation live in inadequate. Hardships had aoprad impact and influence their daily lives (Dries al., 2008).
In Malaysia, Traditional generation is exposedhe threat as well as the colonial era of the varignieat powers during

the period (Lee and Angeline, 2012). This genemai® also experiencing difficulties in navigatinifel at that time.
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However, there is an ambiguity about the eventsgepce with their daily life and working environnieexperience.
From those events, traditional generation has shépe nature of hard work, dedication, respectriigints and the law
within themselves (Mary, 2010). Nature or belidfattexist in this generation have an impact onatbking environment.
Traditional generation has a very high work etiaftin & Tulgan, 2002), disciplined, valuing andy&d employees tend
to serve longer. The nature of the traditional getien has influenced the structure of the orgaiumaat that time.
The organizational structures are more on workigfization, chain of command and formalization (Zenet al., 2000).
Each generation has differences and similaritiesl lef job satisfaction. The differences and sinitiles are influenced by
the environment and their experiences. Job satisfacan be seen in many aspects. Traditional g¢inardoes not put
their job satisfaction level on the payment thegereed with only 30% (Society for Human Resourcenkigement, 2010).
Instead, this generation has a greater job satisfaon payment when they are able to perform tjudis well (Lancaster
& Stillman, 2003). Similarly, with promotion aspe€@ecile (2011) found a mean value of 3.75 is fighdst achievement
by traditional generation compared with other gatiens on the promotion aspect. Consistent with diei
(2008) findings, Traditional generation has a Higtel of job satisfaction through promotion provddey the organization.

Supervision aspect also influences job satisfacioong traditional generation.

This generation will result in job satisfaction whthe supervisor help, implement the process oémiigion,
encouragement, inspiration and give feedback ontgsk (Deal, 2007). This generation has a high medme of 3.75
compared to other generation on supervision asfi&etile, 2011). Furthermore, Kogan (2001) stated thaditional
generation are satisfied with the supervision asipetheir organization. Next, in terms of job sé&iction with additional
benefit, this generation gave the highest percentdglO % compared to other generations and veigfied with all the
benefits provided (SHRM, 2010) and (Lancaster atitn&nn,2002). The contingent reward aspect gavdgh job
satisfaction when this generation can perform assigwork perfectly (Lancaster & Stillman, 2002) tiSfaction with
operating conditions used in the organization pitesia high job satisfaction for this generationigpg2008). Finally,

traditional generation has a high level of satiiecin coworkers, nature of work and communicatéspects.
Baby Boomers

Baby Boomers are the second generation of traditiganeration. This generation was born in the €46 to
1964. Among the events that happened in the yeartiea Cold War, the moon landing, Sex Revolutioietnam War,
Women's Rights and Freedom Demonstration and inttozh of the contraceptive pill. Of the events;iabenvironments
were changed on this year (Erickson, 2010). Whaakenvironments changed dramatically, it affectieel economic
development. Furthermore, the volatile economidrenment also occurred this year. The impact ofadand economic
instability has developed certain characteristio®ag Baby Boomers generation. Baby Boomers arenggiic, work in a
team (Zemke et al., 2000), self-development anidvazithy. Due to very high birth rates on this yeBaby Boomers are
the largest generation in the workforée. the number of generations is too many in theuization, they need to keep up
for getting chanceéElsdon & Lyer, 1999). This competition makes thappreciate themselves, be more creative, fulfill
their own needs. Not only has that, Baby Boometséahdesire to make themselves different from othdividual because
of too many competitors. In a working environmesatiieties of management styles were introducechduBiaby Boomers
generation. The management style being introduoedists of teamwork, participation in decision-nmakirestructuring,
merging and downsizing. The spirit of teamwork fasned a good communication skills, work ethics amanaging

emotions among Baby Boomers.
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Baby Boomers also have different levels of satigfacwith the previous generation. In terms of Hatition with
payment, this generation emphasizes on money and (taancaster and Stillmaan, 2003, Deidre 2008)sequently,
the Baby Boomers are unhappy with the payment vede{Kyles, 2005). Supervision is also one of thpegts that can
contribute to job satisfaction. This generationl \géin satisfaction when recognition is given terth This generation
would be satisfied when a supervisor help, implemeb evaluation, encouragement and give feedbade&mneeded
(Deal, 2007). Overall, this generation has a higlh $atisfaction for supervision aspects (Deidré)80Next, is the
additional benefit, dund that 58% Baby Boomers are satisfied with amtthl benefitcompared to other generations
(SHRM, 2010). Nature of work (Deidre 2008) and cdwos’ aspect (Zemke et al., 1999) also contribwtekigh
satisfaction among Baby Boomers (Deidre, 2008 Mataysia, the event such as the Economic Recessidapendence,
and New Economy Policy occurred in this generatibaly, 2011). These events also had an impact andhdy lives.

Social and economic impact also has similaritiegeoeration in the West (Lee and Tay, 2012).
Generation X

1965 - 1980 is the year for generation X. Expemenby generation X includes the fall of the Sowiktion,
Freedom for Women, introduction to computers, titernet network, AIDS, global energy crisis and feddeof the Berlin
wall. In terms of family, many of this generatioave been brought up in divorced parents and rdigeal single parent
(Howe & Strauss, 2007). Due to divorce, a singléhmpgoes out to work to accommodate cost of liviFigus, generation
X is guarded by his or her relatives and familgrids when their parent goes out to work. Accorginggneration X tends
to be independent and act in diversity. During thar, exposure to mass media communication be§alsvision is the
most popular communication tool (Fredenburg, 208shwell as computer (Dries et.al, 2008). Throudavision and
computer, generation X have more access to inféomain current issues. The information they obtaiteesome extent
influence their behavior and thought towards sepaabnomic, political and technology. In a workglaGeneration X

is an employee who is very concerned about thenbalaf work and daily life (Glass, 2007).

Thus, generation X is more likely to be loyal tcetlorganization. Their loyalty portrays the genemati
commitment to work and colleagues. In addition, ithpact of the economic, social, technological aoditical has led
generation X to act alone, easy to adapt, creadive,technology savvy. Not only that, this generatilso willing to take
risks and prefers to work in an environment thandt stressful. There are also several negativieudds amongst
generation X that can be observed. Among the negaitititudes are impatients, low human skills, laflexperiences
(Zemke et al., 2000) and less motivated (Fredent2084). These negative attitudes arise from lddkust towards the
organization and not willing to sacrifice to acléesuccess. Generation X also has its own leveblfgatisfaction.
Payment does not provide a significant impact agirtfob satisfaction (Janiszewski, 2004). This gatien will feel
satisfied when they are given a freedom in perfogmheir job (Lancaster and Stillman, 2003). SHR¥10) found only

59 % feel satisfied with payment aspect.

Instead, Generation X has a high level of job &tt®on on the promotion aspect (Eaton’s, 2008)panallel,
generation X will strive for promotion and emphasiz on work (Smola, 2002). Deidre (2008) revealst tthere is a
satisfaction with supervision when their supensgsare helpful, implement the evaluation processperagement and
feedback (Deal, 2007). Meanwhile, (Martin & Lulg&d02) states that this generation does not gitfaetion through
supervision. Additional benefit also shows generatk does not have a satisfaction (Deidre, 200&)diRgs from

(SHRM, 2010) shows that only 62 % are satisfiechwite additional benefit. This generation emphasagpreciation
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upon completion a task (Janisweski, 2004). Apptexias able to induce or affect their achievemétdwever, operating
procedures, coworkers, nature of work and commtinits does not give a satisfaction to them (Deidt@(8).
In Malaysia, the events that they experience ary gémilar to the generation from the west. Amomgrh are the
introduction of computers, Internet network and thNew Economic Policy that occurred during the year

(Lee and Tay, 2012). Environment changes causex thdave a flexible nature.

Generation Y

Generation Y was born in the years 1981 to 200dhduhe technological developments was extremetyglent
in this year. Among the events is September 11,cénbartheid policy, the Oklahoma City bombinge tattack on the
World Trade Center (WTC), the war started in Iras] well as natural disasters such as tsunami andiddoe.
In this year, most generation Y parents’ have angfreconomic and education background. Thus, gtéoer# is more
vulnerable to technologies development and hasd @gvel of education. The explosion of technolbgg led Generation
Y to know things or news through television, weesi(Martin and Tulgan, 2001) and a movie. Not dhbt, Generation
Y acted as a reference for family members abouttébbnology. Besides that, their parents put a leiglareness in
education (Martin and Tulgan, 2001). There are atsme weaknesses from this generation as lazy gyuke to social

problems such as sexual promiscuity and drug atMagin and Tulgan, 2001).

However, they also have a positive characteristthsas confidence, achievement orientation (Hunt&pe),
diversity and optimism. In the organization, getieraY love to work as a team, work hard and miasking (Devon and
Diane, 2007). Generation Y requires supervision astiuctured chain of command. They Y also hagé kixpectations
on themselves and employer. Rewards granted byosemsl must necessarily in kind with the job theg earrying out.
While this generation will find a high level of jeatisfaction if the aspect of promotion emphasipetthem (Deidre, 2008
and Eaton’s, 2008). In addition, the aspects oksugion, (Deidre, 2008, Deal 2007), contingentaedv(Deidre, 2008,
operating conditions (Deidre, 2008) and coworkd¢sgan, 2001) provide a high level of job satisfasti However,

Generation Y feels less satisfied in payments,tamdil benefits and nature of work.
From the literature review, the hypotheses of shisly are:

H1: There is no difference relating to employee jatis§action across Traditional, Baby Boomers,

Generation X and Generation Y in the petioa of payment.

H2: There is no difference relating to employee job satistacacross Traditional, Baby Boomers,

Generation and Generation Y in the pefoapif promotion.

H3: There is no difference relating to employee job satistacacross Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiiosupervision.

H4: There is no difference relating to employee jatis§action across Traditional, Baby Boomers,

Generation X an@eneration Y in the perception of additional benefits.

H5: There is no difference relating to employee galisfaction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocanttingent rewards.
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H6: There is no difference relating to employee jatis§action across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptioaprating conditions.

H7: There is no difference relating to employee jatis§action across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocoforkers.

H8: There is no difference relating to employee jatis§action across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptionatfire of the work.

H9: There is no difference relating to employee jolis&attion across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocoshmunication.

H10: There is no difference relating to employee jolis&attion across Traditional, Baby Boomers,
Generation and Generation Y in the perception gfints, promotion, supervision, additional
benefits, contingent rewards, operating conditiaosyorkers, nature of work and

communication.
METHODOLOGY

A total of 106 academicians working at the Univiefdialaysia Sabah were chosen randomly. They whosen
because they possess the information required igystiidy. The instrument used in this survey waguastionnaire
developed by Spector’'s (1997) namely Job satigfacBcale (JSS). Data were collected and analyzed (8PSS
(Statistical Package for Social Sciences. For tiayais, ANOVA is an appropriate statistical test&use it can be used
for more than two groups (Bell, 2008). It can digtiish among four generations and thus can idetitdyacceptance or
rejection of the hypothesis that has been developed

FINDINGS

Demographic profile of Respondents

Table 1: Demographic Profile of Respondents

Frequency Percentage
Year of Birth
1946-1964 9 8.5
1965-1980 40 37.7
1981 or later 57 53.8
Service
Less than 1 yea 5 4.7
1-5 years 37 34.9
6-10 years 33 31.1
11-15 years 13 12.3
16-20 years 11 10.4
21-25 years 1 0.9
26-30 years 4 3.8
31-35 years 1 0.9
36 or more 1 0.9
Gender
Female 58 54.7
Male 48 45.3
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Table 1 represents the frequency and percentagindarespondents’ demographic profile. The totaha for
the survey is 106 respondents. The year of bistridution of the survey respondents is 8.5% himtth946-1964, 37.7%
in 1965-1980 and 53.8% in 1981 or later. The realsdldb revealed that the respondents prominentlicgearound 1-5
years, which 34.9% of the sample. For a gende7%4s female and 45.3% is male.

Difference Relating to Employee job Satisfaction Awss Traditional,
Baby Boomers, Generation X and Generation Y

H1: There is no difference relating to employee jolis&attion across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiopayfment.

Table 2: Analysis of Variance to Compare the Averag Job
Satisfaction- Payment Score among the Generations

Sum of Squares | df Mean Square F P-Value
Between Groups 1.314 2 0.657 0.637 0.531
Within Groups 107.353 104 1.032
Total 108.667 106

Based on the findings in Table 2, job satisfactidth payments between traditional, Baby Boomers)égation
X and Generation Y was not significantly differeRt( 2,104 ) = 0.637, p > 0.05. Hence, the hypathissaccepted and
concluded that there is no difference relatingrtp®yee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y in the perception of payment. Egateration have a similarities satisfaction thiropgyment because
Universiti Malaysia Sabah has a clear guidelinedcale of salaries. In addition, the managemens phg salaries of
workers timely. Perhaps each generation underdfzatdthe salary they received is accordance acadgualification,

experience and skill.

H2: There is no difference relating to employee jolis&attion across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptibpromotion.

Table 3: Analysis of Variance to Compare the Averag Job
Satisfaction- Promotion Score among the Generations

Sum of Squares | df | Mean Square | F P-Value
Between 1.236 2 0618 | 29| 0402
Groups 19
Within Groups 69.960 104 0.673
Total 71.196 106

Based on the findings in Table 3, job satisfactidth promotion between traditional, Baby Boomergn€ration
X and Generation Y was not significantly differeRt( 2,104 ) = 0.919, p > 0.05. Hence, the hypashissaccepted and
concluded that there is no difference relatingrtp®yee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y in the perception of promotiororRation is one of the elements to increase empymetivation.
Regarding promotion, the four generation in Uniitefdalaysia Sabah have been given an opportumtypfomotional
programs. Those who do well on the job are gettimgnce being promoted. Regarding career path, #hopéoyees have
very high room and opportunity for growth. Lasthromotion is not an issue for them because thepdlieve with their

abilities, skills; knowledge’s will increase theirsipof work for better performance.
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H3:

There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiosugfervision.

Table 4: Analysis of Variance to Compare the Averag Job
Satisfaction- Supervision Score among the Generatis

Aishalin Tamby Omar

Sum of Squares | df Mean Square F P-Value
Between Groups 3.639 2 1.819 1.481 0.232
Within Groups 127.755 104 1.228
Total 131.394 106

Based on the findings in Table 4, job satisfactigtih supervision between traditional, Baby Boom&snperation
X and Generation Y was not significantly differeRt( 2,104 ) = 1.481, p > 0.05. Hence, the hypathissaccepted and
concluded that there is no difference relatingrtplyee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y in the perception of supervisidre four generation shared a similar perspectiwatds leadership role
in this study. Leader plays an important role fihrganeration. Universiti Malaysia Sabah had coneddraining for all
leaders. They learned about communication, motwadind a few strategies for handling multiple gatiens. A result of
attending the course, most of the leaders treat &émployees like customers and learn more aboaitngeds of each

generation. Besides, the leaders appreciated eegsdyy involving all the generations in making eislen.

HA4: There is no difference relating to employee jdiisfzction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptioadtfitional benefits.

Table 5: Analysis of Variance to Compare the Averag Job
Satisfaction- Additional Benefits Score among the €nerations

Sum of Squares df Mean Square F P-Value
Between Groups 0.551 2 0.276 0.306 0.737
Within Groups 93.616 104 0.900
Total 94.167 106

Based on the findings in Table 5, job satisfactiath additional benefits between traditional, BaBgomers,
Generation X and Generation Y was not significauiifferent, F ( 2,104 ) = 0.306, p > 0.05. Hend& hypothesis is
accepted and concluded that there is no differegle¢ing to employee job satisfaction across Trawlitl, Baby Boomers,
Generation X and Generation Y in the perceptioadditional benefits. The four generation feel $igtiswith the benefits
offers without sacrificing family and personal irgst. Universiti Malaysia Sabah offers a benefitians to all their
employees such as retirement, health and wellrse$mlarship, insurance and more. Benefits provigied enjoyed by

employees from each generation. Inasmuch, theeisitean motivate employees to perform their jobs we

H5: There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocarttingent rewards.

Table 6: Analysis of Variance to Compare the Averag Job
Satisfaction- Contingent Rewards Score among the @erations

Based on the findings in Table 6, job satisfactitih contingent rewards between traditional, BatmoBers, Generation

Sum of Squares df Mean Square F P-Value
Between Groups 0.536 2 0.268 0.229 0.796
Within Groups 121.693 104 1.170
Total 122.229 106
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X and Generation Y was not significantly differeRt( 2,104 ) = 0.229, p > 0.05. Hence, the hypashissaccepted and
concluded that there is no difference relatingrtp®yee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y in the perception of contingewiarels. Universiti Malaysia Sabah has their owntiveavays to recruit
and retain talent. They find out what the employwast and respond at certain stages of life andkwxcellent Service

Award is one of motivational reward activity heldeey year to appreciate employee effort.

H6: There is no difference relating to employee jdiisfzction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptioapErating conditions.

Table 7: Analysis of Variance to Compare the Averag Job
Satisfaction- Operating Conditions Score among th&enerations

Sum of Squares | df Mean Square F P-Value
Between Groups 1.406 2 0.703 1.074 0.345
Within Groups 68.070 104 0.655
Total 69.475 106

Based on the findings in Table 7, job satisfactiagth operating conditions between traditional, Bdxyomers,
Generation X and Generation Y was not significauiifferent, F ( 2,104 ) = 1.074, p > 0.05. Hende hypothesis is
accepted and concluded that there is no differegle¢ing to employee job satisfaction across Trawiitl, Baby Boomers,
Generation X and Generation Y in the perceptionpdrating conditions. The four generation has siriiés perspective
through operating conditions. Many of Universiti lelgsia Sabah rules and procedures make doing a gioeéasy.
In addition, an efficient of organizational managemhas reducing a bureaucracy. Therefore, therggéme felt much
easier to perform a task. In terms of task, divissmd explanation of their roles has clearly statéldrity is able to

generate job satisfaction among this generation.

H7: There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocoaforkers.

Table 8: Analysis of Variance to Compare the Averag Job
Satisfaction- Coworkers Score among the Generations

Sum of Squares df Mean Square F P-Value
Between Groups 0.951 2 0.476 0.627 0.536
Within Groups 78.939 104 0.759
Total 79.890 106

Based on the findings in Table 8, job satisfactioth coworkers between traditional, Baby Boomersn&ation
X and Generation Y was not significantly differert( 2,104 ) = 0.627, p > 0.05. Hence, the hypashissaccepted and
concluded that there is no difference relatingrtp®yee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y in the perception of coworkerse Tdur generation satisfied with the co-worker asp@f their job.
They like the people who they work with. Newer eaygles and older were paring together as a team sreMbunger
employees benefit from the experience of older eyg#s while older employees can learn much innowabtols from
the younger. When they work in a team, lots of fienhgain such as diverse views and perspectivéskeBing and

fighting relatively less among the co-workers.

H8: There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,
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Generation X and Generation Y in the perceptionatfire of the work.

Table 9: Analysis of Variance to Compare the Averag Job
Satisfaction- Nature of the Work Score among the Geerations

Sum of Squares df Mean Square F P-Value
Between Groups 3.874 2 1.937 2.955 0.056
Within Groups 68.178 104 0.656
Total 72.051 106

Based on the findings in Table 9, job satisfactidth nature of the work between traditional, BabgoBers,
Generation X and Generation Y was not significauiifferent, F ( 2,104 ) = 2.955, p > 0.05. Hende hypothesis is
accepted and concluded that there is no differegle¢ing to employee job satisfaction across Trawitl, Baby Boomers,

Generation X and Generation Y in the perceptiomature of the work. Each generation values theirkvgmilarly.
They can adapt to a situation easily and look fibin a positive side. They also like doing thengs that they do at work

because of the flexibility. Flexibility means theable to set their own hours, as long as the worts gone.

Lastly, the generation really enjoys their job.

H9:

There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,

Generation X and Generation Y in the perceptiocoshmunication.

Table 10: Analysis of Variance to Compare the Averge Job
Satisfaction- Communication Score Among the Generains

Sum of Squares | df Mean Square F P-Value
Between Groups 0.093 2 0.046 0.048 0.953
Within Groups 100.408 104 0.965
Total 100.501 106

Based on the findings in Table 10, job satisfactwith communication between traditional, Baby Boosne
Generation X and Generation Y was not significauiifferent, F ( 2,104 ) = 0.048, p > 0.05. Hend& hypothesis is
accepted and concluded that there is no differegle¢ing to employee job satisfaction across Trawlill, Baby Boomers,

Generation X and Generation Y in the perceptios@fimunication. The most important to manage geioerakiversity

by using an effective communication tools. The fa@eneration in Universiti Malaysia Sabah satisfieidh the

communication within the organization. Multiple v&agf communications tools have been use to dissgeinformation.

Communication tools that have been use reach emerybop to down communication such as vision anssioin of the

organization are clearly communicated. In the dipant level, work assignments are fully explainethie employees.

H10:

There is no difference relating to employee jdiisfaction across Traditional, Baby Boomers,
Generation X and Generation Y in the perceptiopayfments, promotion, supervision, additional

benefits, contingent rewards, operating conditiaosyorkers, nature of work and

communication.
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Table 11: Analysis of Variance to Compare the Avenge
Job Satisfaction Score among the Generations

Sum of Squares | df Mean Square F P-Value
Between Groups 0.055 2 0.027 0.078 0.952
Within Groups 36.562 104 0.352
Total 36.617 106

Based on the findings in Table 11, job satisfactamong traditional, Baby Boomers, Generation X and
Generation Y was not significantly different, F (1@4 ) = 0.078, p > 0.05. Hence, the hypothesiacisepted and
concluded that there is no difference relatingrtpleyee job satisfaction across Traditional, BalmpBers, Generation X
and Generation Y. The four generation has simiégriperspectives in job satisfaction at Univeiditilaysia Sabah. They
feel satisfied through all the nine elements of gdtisfaction. The management has implemented teffowards

understanding the needs of generation diversitii@rorganization.
CONCLUSIONS

This study aims to identify the job satisfactioffetiences among generations. The results revehdgdhere is no
significant difference in job satisfaction in a eeption of payments, promotions, supervisions, tamdil benefits,
contingent rewards, operating conditions, coworkeeture of work and communications between Trawliti, Baby
Boomers, Generation X and Generation Y. From th&yeis, each generation has the same perceptifmb cfatisfaction
in Universiti Malaysia Sabah. In spite generatidffiedences are important, similarities in genenatare also important.
The leaders not only understand and identify tisasdarities but have to create the working envinemts that can value
them. From this study, the managers need to foteglaveral strategies to prevent conflicts amomegfdiir generations.
Some strategies that can be practiced are to fomorka culture that values employees. This cultueable of providing a
very high job satisfaction. In addition, a suppatiwork environment to the employees is needed.|&maps will feel
appreciated when they are given the opportunityddk together make a decision. From the aspectarhption, policies
should be improved from time to time. Finally, flebe working time highly recommended because engdsytoday are
able to manage their time well to complete thegasnent. So, generation diversity is a challengé itast be faced by
every manager in organization. ldentify the siniies and differences between generations can peduvaluable

workforce to organization.
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