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ABSTRACT

Baby boomers, Generation X and Generation Y arekiwgrtogether in today’s organizations. The studasw
undertaken to determine the specific charactesisétid motivation of each generation, compare their@ss
Administration, major in Human Resources Managenigetelopment (BSBA-HRDM) Curriculum with the CHED
Policy Standards in terms of its subject contemtd # identify its responsiveness to the employmeeeds of its
graduates. To do so, quantitative, descriptive @rehomenology research designs were used. Finflimgsthe validated
guestionnaires revealed that only one from thee3pandents was from the Baby Boomer generation,ofitbe three
managers were from Generation X, nine from theui®srisors were Generation Y, and 17 from the Zi8e&taff were

also Generation Y.

The lone Baby Boomer and the Generation X were seelme highly confident, however, in terms of goal
orientation and technology enthusiasm, the Gemaratigot a higher computed weighted mean than tli&eKeration but
both groups have the same level of self-esteemValivaof 4.333. Both X and Y agreed that benefitsluding salary,
growth opportunities and work schedule highly mat&d them, however, they differ in their secondaotivating factors,

work atmosphere and autonomy for Generation X asgdansibility and respect for the Generation Y.

In conclusion, a few Baby Boomers were still emplbyGeneration X were managers while Generationeew
mostly supervisors and office staff but seek m@ponsibilities and aspire for respect. The BSBARNRcurriculum
prepares graduates to handle diverse workforde.rkcommended that an in-depth studies on the gesmant aspect of

the three generations be made in the future.
KEYWORDS: Education, Generations, Confidence, Responsilsijiti@plication, Curriculum
INTRODUCTION

Andres et al. (1989) stated that Education canmotdivorced from the economic realities of the count
Graduates of the different levels of the schootesysbecome either the human capital or the prosidéthe capital for
the industry. Therefore, industry needs must be fibeal point in designing a curriculum. Though, Laoh
(www.unisaac.za) defined curriculum as a body of knowledg# ts to be transmitted, curriculum in this papfers to
the subjects a student has to pass in order tofferced with the degree, Bachelor of Science isiBess Administration,
major in Human resources Development ManagemerBABISRDM). In the same paper, he quoted Dewey, ai@uium

Theorist, saying that a responsive curriculum ibeosziewed from what the child must learn. On theggion of what is to

| Impact Factor(JCC): 1.7539 - This article can be denloaded from www.impactjournals.us




| 10 Gloria S. Santos |

be learned b, again the recipient (the industrythefproducts of the school (the graduates) musbbsidered or else the
mismatch between the supply and demand for labbroentinue to occur, over supply and under supmiyspecific
competences, unemployment or under employmentpsélail. In the Philippines alone, in the PresseSitent of the
Department of Labor Secretary Rosalinda Dimapide®z posted April 22, 2015 in the official webs@tEDOLE, she
said that youth unemployment accounts for half ke total unemployed Filipinos, though, she furtheported that
unemployment among the 15-24 years olds has gowa fflom 17.3 per cent to 15 percent in January 20¥5at could
have gone wrong, were these youth not approprigtedgared for the labor market? Precisely, thet@ohnic University
of the Philippines, a state funded university wondd produce graduates not aligned with labor mankeds. It is in this
context that the bottom-up approach in analyziegraiculum was deemed necessary by the reseaichitie Philippines,
the Bottom Up Budgeting(BUB) is becoming populdrisl a budgeting process where the grassrootscdhamunity
people are consulted. As Omg(gw.rappler.com wrote in his article, “the BUB approach is guidbyg 3 principles:
convergence, participation, and empowerment. Itsaimachieve community empowerment by encouragitizens to
take active roles in the community by articulatitiggir needs to the government and determining vgnagects are

responsive to their needs.”

On the other hand, American Psychological Assam@fPA), Center for Organizational
Excellencéwww.apaexcellence.org) definednother model of the Bottom-Up approach which isplied in
communication. The article explicitly explained titais a type of communication which begins witihhgoyees and ends
with the management, this the article further statell provide information about employee needslues, perceptions
and opinions, that will enable the organizationsetect and tailor their programs and policieh®dpecific needs of their

employees.

The bottom-up approach in analyzing a curriculursimilar to the two models cited earlier, in comneation,
the data/ideas come from the employees which @iV fupward to their managers, in budgeting, the momity tells their
needs to the government agency so that they mayder@rojects directly responsive to their needsthis paper, the
bottom-up approach in analyzing a curriculum reegiithe workplace to be visited, to analyze the [gsbpharacteristics
in order to identify whether what is taught to theiture managers or supervisors are applicablbeiv peculiarities. It is a
matter of making a strong connection between ttastry and the university so that necessary impnere can be done if
necessary. The bottom-up approach applied in adarc evaluation is anchored on the theory of Schard Phenix, the
Conceptual Reorganization Theory (Paraskeva, 2@high states that the social, human and persordlitigs provide a

wider vista for curriculum decisions.

To establish a grouping among the human resourcéiresearch locale, who are expected to be radnayg
BSBA-HRDM graduates, common to them was made tlsésptneir generations. Three groups emerged, thbsse age
was over 51 belonged to the Baby Boomers Generatitmaccording to Miller(http//:www.hermanmilleriz) were born
between 1946 — early 1960s, a name ascribed to lleeause they were born during the time when birttabies boomed
in America, the second group are those born betwE@s? and 1977(Miller) or 1960-1981(Goldbeck), wehe
Generation X, a name derived from Coupland’s noBelneration X: Tales of an Accelerated Culture #edthird group,

Generation Y, 1982-2001 (Goldbeck)or the Millenmiamed after their association with the New Milliemmn.

Index Copernicus Value: 3.0 - Articles can be serb editor@impactjournals.us




Highly Confident Generation X, Responsibility Seekig Generation Y, and a Few Baby 11
Boomers in a Manufacturing Firm and the Undergraduge Business Management Curriculum

RESEARCH OBJECTIVES

This study was conducted ultimately to determirgpoasiveness of the BSBA-HRDM curriculum to thedseef
its graduates. Specifically, it aimed to: 1.) detiere the profile, characteristics and motivationtleé three generational
workforce; 2.)compare the BSBA-HRDM curriculum witie Commission on Higher Education (CHED) Politgrfard;

and 3.)the identify responsiveness of the currituta the needs of graduates as perceived by theessel

METHODS

To attain the research objectives, the researched the Quantitative, Descriptive Research desigh the
infusion of phenomenology in gathering the datdipalarly about the perception of the graduateshenresponsiveness of

the BSBA-HRDM curriculum to their needs as supeass

There were two sources of data, the validated mmesires and the documents from the archive. R®mptofile,
characteristics and motivation of the diverse worgé in the research locale which was a manufagufirm, the
guestionnaire served its purpose. This companyseéscted because it is one of the oldest existomgpany inside the

Freeport Area of Bataan, the former Bataan Econdioie, and another questionnaire for the graduates.

The universe was used with the respondents fronmdneufacturing firm since there were only 39 ofnthie the
office but for the graduates, the snowball samplaahnique was used. Statistically, data weredrkasing the frequency

counts, percentage and the weighted mean formula.

RESULT AND DISCUSSIONS
Profile

Based on the gathered data from the questionritia@peared that there was only one from the Babgnier
group who was still employed in the company he @& 51 years old, 41.025 per cent clustered iratieerange, 30-35
considered to be in the Generation X group, the bigiger group, 28.205 per cent were from the Gatimr Y whose age

range from 24-29 years old.

The data was not surprising, it could be attributethe estimated population in 2014 released byPthilippines
Statistics Authority that from the almost 107 nailli Filipinos in that year, 5.8 per cent were frdma ge ranging from 55
-64 years old and 37 per cent were aging 25-54syadr

Table 1: Age Distribution of Respondents

Age Range | Frequency | Percent Generation
18-23 1 2.561 Y
24-29 11 28.205 Y
30-35 16 41.025 Y
36-40 4 10.256 X
41-45 5 12.82 X
46-50 2.561 X

Above 51 1 2.561 Baby Boome
Total 39 100.00
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Similarly, D'Netto from a Catholic University in Astralia found out in his study that Baby Boomersave

beginning to retire rendering them fewer in theamigation.

Corollary to the age of respondents, Table 2 shothatl the older the respondents, the longer theye feeen

employed in the company. However, there were two Wave serving the firm for more than 21 years ifmglied that
after graduation from college they were employethanfirm.

Table 2: Distribution of Respondents According to length of Service in the Company

Length of Service Bab Generation : Per

gin Years Boom)érs X e e Cent
More than 21 yearg 1 3 2 6 15.38
16-20 years 0 4 3 7 17.95
11-15 0 2 5 7 17.95
6-10 0 2 8 10 25.64
1-5 0 0 9 9 23.08
Total 1 11 27 39 100.00

Data on the next table showed the strict adherehdtiee firm to their recruitment qualification, baging from

the Office Staff positions up to managerial rardgplicants must be graduates of related courses.

Table 3.Distribution of Respondents According to Edcational Attainment

Level Bgs:)nye . Gen(;ratlon Gen(:(ratlon Total | Per Cent
College Degree 1 11 26 38 97.43
Vocational Course 0 0 1 1 2.56
Total 1 11 27 39 100.00

In the study made by Meier and Crocker as citediNetto, in Australia, Generation Y are the mostieated
group, correspondingly, CHED reported that highduwaation graduates in all disciplines in the Phpilies increased by
3.44 per cent from 481,862 in AY 2009-2010 to 498,4n AY 2010-2011 which proves that an increadiegd in the

number of college graduates is registered and tipeskiates belonged to the Generation Y.

Table 4: Positions in the Company

Position Baby Generation Generation Total Per
Boomer X Y Cent
Department 1 5 0 3 7 69
Manager
Supervisor 0 4 9 13 33.33
Office Staff 0 6 17 23 58.97
Total 1 11 27 39 100.00

The study included only office personnel sinces itvith this group where a difference in attitude ba observed.
In the Philippine setting, production workers axpexrted to perform in similar manner because dgislare influenced by
a target quantifiable output per hour, not onlyt #dbproduction processes are interconnected,ymod more than what is
required means a financial incentives.

The data above is a manifestation of the occurrefd@Netto’s and Acar’s findings in the Philippifmisiness
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organizations that Generation X were moving in ngemaent positions with Generation Y increasing imbar.

CHARACTERISTICS

On the next page is Figure 1 which shows how theetlgeneration differ from one another in termshefmatic
characteristics.

The Baby Boomer had registered the highest WeigMedn in reliability, self-esteem, level of confide.
However, in terms of technology enthusiasm, itr@1f the Baby Boomer were the lowest weighted Meas wmecorded
with Generation Y to lead in this category followsglthe Generation X.

Miller in his compilation of interviews with Amerns generational employees reported that 2/3 ofyBab
Boomers considered laptop usage in meetings toidteacting, while in terms of confidence, he wrtbat those born
under this generation stated that they can do argith

Their Filipino counterparts were no different frather nationals, Baby Boomers, particularly thosenkin the

early part of the covered years still prefer thevemtional way of taking down notes during meetings

6
5
4 4 W Level of confidence
3 m Goal orientation
m Technology enthusiasm

2 B Reliability
1 W Self esteem
0 .

Baby Boomers Generation X Generation Y

Figure 1: Characteristics of the Respondents by Gemation

MOTIVATING FACTORS

Table 5: Distribution of Respondents According to lheir Primary Motivating Factors

Company Reputation 6.83 5 6.89 6
Company Location 6.58 7 7.11 4
Company CSR 5.83 9 6.37 8
Diversity of co-employees 6.68 6 6.15 9
Growth Opportunities 7.92 2 8.07 2
In-house training 6.42 8 6.48 7
Job Title 7.08 4 7.04 5

Salary 9.08 1 8.30 1

Work Schedule 7.42 3 7.22 3
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Table 5 above displays that rank 1 and 2 for batheBations were Salary and Growth Opportunitielsetaheir
motivation. As observed only Generation X and Y evéncluded, not only that there was only one BatlmomBer-
respondent, according to Harber late Boomers Xshef early Generation. This findings is synonymoduth wvhat
Srinivasan, Fernandes et al.,(2009) revealed,ted by Acar that growth opportunities is what Getien X and Y look
for in a perfect environment, it is where they ¢t@ern marketable skills and gather experienceshfair successful future.
On the other hand, Goldbeck’s study showed thatBfaby Boomers and Generation X, money is a rewad fdr
Generation Y, it is not a stand-alone motivation.

Shown above motivation can also be traced from Iy, Two-Factor Theory as cited by Salvador et al.
(2008)which include among others, possibility obwth and responsibility, implying that Filipino efogees have the
same motivational factors similar to others in tieer parts of the world implying that Human Resesrmanagers have

the idea on how to partner with them for the beradfthe organization.

Kian and Yus off (2014), also established in trstirdy the relationship of the work condition whican be

related to growth opportunities to be a motivafiagtor when they had their studies in Malaysia.
Next are the secondary motivating factors, considiéo be within the proximal environment of thep@sdents.

Table 6: Distribution of Respondents According to heir Secondary Motivating Factors

Factors Generation X Generation Y
Weighted Mean | Rank HEGEE Rank
Mean
Work Atmosphere 8.32 2 8.15 4
Autonomy 8.83 1 7.92 5
Communication 6.20 8 6.25 8
Leadership 7.92 4 8.32 3
Mobility 6.85 6 6.82 6
Respect 8.23 3 8.71 2
Responsibilities 7.89 5 8.92 1
Stability 6.70 7 6.75 7

Filippeti as cited by Miller, the first batch ofustents who were told to sit still in class were Generation X.
Bergquist, cited by Miller the Generation Y expétdback and direction in classroom but they soogleh, dependable
work communities and Cone in the same article amitby Miller disclosed that the Generation Y betiéthat they have

good work ethics but were not given credit, imptythat they were seeking respect.

Table 6 above clearly displayed that Rank 1 amoege@ation X was autonomy, and second was the work
atmosphere, a manifestation of the earlier citadifigs that they were trained in classroom to nfogely, on the other
hand Generation Y ranked responsibility and respedte their secondary motivating factors. It cameesurprise in as
much as Generation Y Americans were also feedback direction seeking students (Miller). In the bigt of the
evolution of Philippine Education System, the Theites became the early teachers during the fingtgfahe 19s, and

their students were the teachers of the generatvbose tradition in teaching was handed down tanthe generations.
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Comparison between the BSBA-HRDM Curriculum and CHED Policy Standard (CMO No. 39, S. 2006)

Table 7: CHED Business Education Core (21 Units) ahBSBA-HRDM Curriculum

CMO No. 39, s. 2006 Units BSBA-HRDM Curriculum Units
Basic Microeconomics 3 Basic Economics with Taxation] 3
(Economics) Microeconomics 3

. Accounting P-1 3
Accounting I 3 Accounting P-2 3
Obligation and Contract 3 Obligation and Contract 3
Income Taxation 3 Income Taxation 3
Total Quality Management 3 Total Quality Management 3
Human Resources Management 3 Human Resources Maeage 3
Social Responsibility and Good 3 Corporate social Responsibility 3
Governance and Good Governance
Total 21 | Total 27

As shown in Table 7, the Curriculum offers morentiehat the CHED requires, the Memorandum stipuléted
offering of at least 21 units of Core subjects urtie nomenclature Business Education, actuallgrgas shown above, is

27 units, implying that the university complied owd above the standard, this is to ensure thdeats in its different

courses are comprehensively trained for futureinugieeir specific fields of specialization.

Table 8: CHED (24 Units) and the BSBA Professionalourses

CMO No. 39, s. 2006 Units BSBA-HRDM Curriculum Units
Administration and Office 3 Administration and Office 3
Management Management
Labor Laws and Legislation 3 Labor Laws and Legjisia 3
Recruitment and Selection 3 Labor Laws and Leddsiat 3
Training and Development 3 Training and Development 3
Com_pe_znsat_lon 3 Compensation Administration 3
Administration
Labor.Rglanon and 3 Labor Relation and Negotiation 3
Negotiation
Strategic Human Relation 3 Strategic Human Relation 3
Management Management
Organizational Developmerijt 3 Organizational Develept 3
Total 24 24

As can be gleaned in Table 8, subject offering urnie Professional Course category is exactly whatCMO
requires, it can inferred that the University i9Jfer cent compliant with the standards set fosthHe Commission on

Higher Education. This further implies that as darsubjects taken, graduates of this program aparawith graduates

from other colleges and universities, making theéghly competitive the labor market.

Table 9: CHED Required Electives (15units) and BSBAIRDM Elective Offerings

CMO No. 39, 2006 Units BSBA-HRDM Subject Offerings Units

. Principles of Marketing 3
Marketing Management 3 Marketing Management 3
Special Topics in HR Seminar Workshop In HR Management,

3 3

Management Trends and Issues
Production/Operation 3 Production/Operation Management 3
Management
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Table 9: Contd.,

Managerial Accounting 3 Business Management Acéognt 3

Entrepreneurial 3 Entrepreneurial Management 3

Management

Logistics Management 3 Logistics Management 3

Environmental 3 Ecology 3

Management

Feasibility Studies 3 Feasibility Studies 3

Global/International Trade 3 International Managatne 3

Required 15 Offered 30 units
only

Table 9 exposed that the university doubled thaiired elective subjects, CMO no. 39, 2006, requifes
minimum of 15 units, the BSBA-HRDM offered 30 unif&his is a manifestation of the quality of educatthe students

are getting from program.

Table 10: CHED Required Practicum Units and the BSB-HRDM Offered Practicum Units

CMO No. 39, S. 2006| Units e Units
Curriculum
Practlcu_m/ Work 3 Practicum 1 3
Integration
- Practicum 2 3
Total 3 6

Similar to the required Elective subjects, the Bcam unit requirement of CHED is only 3 units véhithe
University offers 6 units which implies that stutkenvere given more exposure in the actual workplager to their
graduation. This implicitly illustrates that the B&-HRDM curriculum was designed to be responsivéhm needs of its

graduates.

To substantiate the claim of the researchers t@aBSBA-HRDM was responsive to the needs of itslgaes,
their lived experiences were taken so that thegndedves will attest to the extent of how the sutgjéloey have taken have

helped them perform their duties and responsieditis supervisors in different companies they wemgloyed.
Responsiveness of the Curriculum as Perceived By &duates

Table 11: Perception of Graduates on the Responsivess of the Curriculum to their Current Position

Program/Course Degree of Relevance
5 4 | 3| 2| 1| wwm|VeRa
Interpretation
Bachelor in Business 8 6 3 > ol 205 Relevant

Administration-HRDM
Bachelor in Information

2 6 4 0 0
Technology
Bachelor in Entrepreneurial 5 0 0 > 0
Management

Above is a portion of a table which presents eu#naof the graduates on the relevance of theirsesiwith

their current position during the study. As obsedivenly the BSBA-HRDM was given verbal interpretatibecause other
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courses are not part of this study. As mentioneteuthe Methods section, the snowball techniqugeitting respondents
was used in this particular aspect. Graduates wére &lready in the Supervisory position were idetito share their
experiences regarding the responsiveness of thgr&m As shown, the computed Weighted Mean (WM) tfoe

responses of the respondents from the BSBA-HRDM 45 interpreted as Relevant which implies thatghbjects they

have taken from the curriculum were applied ingffecient performance of their official functions aupervisors.
The next table will show which of the subjects takeere perceived to be most useful to the respdaden

Table 12: Subjects in the BSBA-HRDM Course Found byhe Graduates Useful in their Current Position

Course Rank Subjects
Bachelor of Science in Business 1 English Communication and
Administration-HRDM Report Writing
2 Practicum

Bachelor in Information

Technology (BSIT) 1 Computer Programming

English communication and

2 Report Writing
Bachelor of Science in 1 English Communication and
Entrepreneurial Management Report Writing

2 Marketing Management

The table above presents courses other than thecsudf study. This is for the purpose of determinithe
reliability of the shared experiences of the resigas. Table 12 displays subjects found useful taglyptes, from the
BSBA-HRDM, although ranked only"®was their 6-unit Practicum. This is not a surptiseause this is the subject where
these alumni have had the chances of being actergdgged in the world of work for a minimum of 3&@urs taken for
two summers. They have gained first hand expergemdgch now that they were already in their curngositions, they
were in familiar situations. Lessons they learneanftheir Practicum days were applied. Notable thassubject English
Communication and Report Writing, they ranked finshich also appeared in all courses. This agaimxgected,
supervisors serve as links between top managenmhtpaoduction work force, from time to time theyedeto
communicate with their managers, who happened ist ca@ses, are English speaking foreigners sincErgmport area of

Bataan is an export-oriented economic zone. Thoay,rteed to communicate with their own subordinates

In an article written by Cruz, Philippines Star [A2/2013), he mentioned that under the PrincipfeASEAN
2015, a good command of the English Language wiligpaduates in an advantageous position, thisdstly what these

graduates were experiencing in their workplace.

Ability to communicate is one of the best meansddressing diversity in the workplace as impliedthry rank
the course obtained from three groups of resposdertie English Communication subjects aimed to ldgvéhe
communicative competence of students, which acogrt Hedge (2000) communicative competence is tseelate to
the psychological, cultural and social rules whiltécipline the use of speech. In a much distantivgs, Hymes(1972)
explained that communicative competence impliedattiguisition of an ability and knowledge to useglaage. It can be
inferred from the ranking of this subject that mspents were able to develop their communicativepsience, thereby

enabling them to elucidate its significance.
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CONCLUSIONS

e Almost % of the respondents were from the Genaratipwith Generation X comprising % of them whilete
was only one from the Baby Boomers.

e Almost all were college graduates, less than ¥ teen working in the company for five (5) years dinel %
were in the firm for more than five(5) years to mthan 21 years of service. More than half weréc®fbtaff but

more than 1/3 were supervisors and less than teeipewere in Managerial Positions.

» ltis the Baby Boomer who had registered the higiiéd in self-confidence, goal orientation, reliatyiland self-
esteem. However, they were the lowest in technolgihusiasm, while the Generation Y led in thiseasp

followed by the Generation X, next to the Baby Baorim terms of reliability were the Xers.

e Both Xers and Millennial were motivated primarily balary, growth opportunities and work schedulewglver,
in the secondary motivating factors, Xers were wattid by autonomy and work atmosphere while Geiograt

by respect and Responsibilities.

 The BSBA-HRDM curriculum offers subjects more thtae number of units the CHED Policy Standard (CMO
No. 39, s. 2006) requires.

* The curriculum prepares its graduates to handlersigory positions in business organization andesub found

useful were English Communication and Report Wgitamd Practicum
RECOMMENDATIONS

e The identified characteristics of the three genenat provide the Human Resources Supervisor witid so

foundational bases for motivating these diverseleyegs

e Management Approaches in the workplace must benedigwith the types of employees found to be mostly
coming from the Generation Y.

» Company must be ready with retirement packagesdif) benefits and replacement of retirables.

* Company programs must include enhancing Baby Bosimeaptability to new technologies to make thenmemo

competitive with their counter parts along thiseare
« Job rotation in terms of stations may be adopteddgimize potentials of the three generations.

e Curriculum planners must periodically review cuatiam to enhance its relevance to the work-relatsebs of its
graduates.

REFERENCES
1. Andres, Tomas Q., Felizardo Y. Francisco. CurrinulDevelopment in the Philippine Setting.
2. National Book Store, 1989.

3. Crandell, Thomas L. et al. Human DevelopmelitEgition, McGraw-Hill Higher Education. NY

Index Copernicus Value: 3.0 - Articles can be serb editor@impactjournals.us




Highly Confident Generation X, Responsibility Seekig Generation Y, and a Few Baby 19
Boomers in a Manufacturing Firm and the Undergraduge Business Management Curriculum

4. 2009.

5. Myers, David C. Social Psycholog}.&dition. McGraw Hill, Higher Education, NY. 2005

6. Salvador, Samuel M. Ellinor F. Geronimo, Essentidlsluman Behavior in Organization. Adrian
7. Books Incorporated, Manila, Philippines 2008

8. Acar, Ash Beynan. Do Intrinsic Motivation Factor#fer for Generation X and Generation Y?

9. International Journal of Business and social S@sn¥ol. 5, No. 5, April 2014

10. Cruz, Isagani, The Principles of ASEAN 2015. wwwigthr.comeducation-and home/2013/11/07
11. CHED MEMO No.(CMO) 39, s. 2006 Policy Standard amsBess Managementww.CHED.gov.ph
12. Deng, Zongyi: The Why and what of Curriculum InquiSchwab’s the Practical Revisitdgiducation
13. Journal 2013. Vo. 41 nos. 1 na 2 pp 85-105, The&3a University of Hongkong, 2014.

14. D'Netto, Brian. Generation Y: Human Resources Mamagnt Implications. Australian Catholic

15. University, Australiawww.wbiconpro.com
16. Gender Factsheet. National Statistics Office — Gender and Development Committee (gcom)
17. April 2011 no. 11 — 03, www.nsa.gov.ph

18. Goldbeck Henry. Generational Motivation at Workplace. www.goldbeck.com

19. Harber, Jeffrey G. Generations in the Workplacalilarities and Differences. East Tennessee
20. State University Electronic Theses and Dissertaboretsu/edu
21. Hymes, D.H. On Communicative Competence. In Pdd®,; Holmes, J. Sociolinguistics: Selected

22. Readings.Harmondsworth:Penguin.pp.269-293ttp://en.wikipedia.org/wikiCommunicativecompetence, July
14, 2014)

23. Lumadi, Mutendwahothe Walter. Towards a ResporSiwveiculum Implementatiomww.unisa.ac.za

24. Miller, Herman. Generations at Woltkttp://www.hermanmiller.com/research/researchsunesar

25. ShienKian Tan, Wan Yusolf.Generation X and Y aneirttWork Motivation, University of TuHussein Onn,

Malaysia, 2014http://www.researchgate

26. http://scholarworks.sisu.edu/cgi/theses

27. http://www.lifebenefits.com

28. http://www.uschamberfoundation.org/report/milleirganeration-research review

Impact Factor(JCC): 1.7539 - This article can be denloaded from www.impactjournals.us







