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Introduction

The construction industry of India is
an important indicator of the develop-
ment as it creates investment opportuni-
ties across various related sectors. The
industry has contributed a share of
around 9% to the national GDP in re-
cent years. By 2030, it is posited to be
the third largest construction market with
its contribution to GDP increasing to
about USD 1 trillion1 accounting for
about 13%. It is estimated to be the larg-
est employer by 2022, with about USD
650 billion investments expected in the
next 20 years in only development of
urban infrastructure. The sector is labor-
intensive providing direct and indirect
employment to more than 30 million
people.2 Yet the sector is fragmented,
with a handful of major companies in-
volved in the construction activities
across all segments; medium-sized com-
panies specializing in niche activities; and
small and medium contractors who work
on a subcontractor basis and carry out
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A conceptual model was developed
by reviewing literature and then
validated for Indian Generation Y
employees within the age cohort of
20–30 years working in the Indian
construction sector. The model
empirically examined the influence
of work values (extrinsic, intrin-
sic, status-related, freedom-related,
and social-related) to perceived
organizational support (POS)
alongside its further influence on
job attitudes - affective commitment
(AC), felt obligation (FO), job sat-
isfaction (JS) and turnover inten-
tion (TI) from 320 valid responses.
The study establishes that this con-
nected, unconventional genera-
tion seeks to balance both extrin-
sic and intrinsic values. Being
transactional, they value organi-
zational support towards achiev-
ing individual goals but will not shy
away from taking up viable and
promising opportunities if it comes
their way.

1 https://www.investindia.gov.in/sector/construction

2 https://en.wikipedia.org/wiki/Construction_
industry_of_India
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the work in the field. The sector is a major
employment driver, being the second larg-
est employer in the country, next only to
agriculture.

This sector combining construction,
infrastructure and real estate is facing
major challenges with managing aspira-
tions and expectations of a diverse
workforce, specifically with the inclu-
sion of demanding and wired genera-
tional cohort (Gen Y). Most companies
in the Indian construction and infrastruc-
ture sector are unorganized with low
focus on setting up work processes that
create better clarity amongst employees
towards their job roles, responsibilities
and accountabilities hence continued is-
sues of poor leadership and poor team
management hamper projects. Being a
traditional brick and mortar industry with
a ‘conventional mindset’, employees in
this sector prefer to follow well estab-
lished methods of working with lack of
adoption of technology/new processes
or even changing the perspective of ex-
ploring new patterns of work. This is
jarring for the younger Gen Y employ-
ees who seek to collaborate and rapidly
exchange knowledge/information, net-
working for growth and development.
Questioning traditional practices cum
authority, displaying and openly voicing
their disagreements and opinions with-
out paying heed to set cultural norms and
organizational practices, this genera-
tional cohort has been shaking the foun-
dation of the conventional construction
sector.

This research work is an insight to
industry practitioners/human resource

managers and trainers in this sector to-
wards understanding the linkage of psy-
chological constructs like work values,
perceived organizational support and
employee attitudes for a demanding,
wired and virtually connected generation,
that believes in three major factors, ex-
pectations, expressions and acceptance.
This work addresses the research gap
related to understanding Gen Y job satis-
faction and intention to stay on or leave
their respective organizations based on
above constructs for construction sector
young employees wherein the lure of
projects/site based work is slowly wan-
ing off.

Generation Classification

Research work related to classifi-
cation of the Indian generational cohort
has generally been limited; with initial
focus being on generational research in
the context of cohorts defined by the
western world (Bijarpurkar, 2007;
Erickson, 2009; Ghosh and Chaudhari,
2009; Roongnerngsuke, 2010).  In re-
cent years some researchers have at-
tempted to outline generational cohorts
in the Indian context with specific ref-
erence to social, economic and political
changes that have happened in India
and their impact on the related genera-
tional cohorts. Srinivasan (2012) in her
research done with 1600 Indian employ-
ees classifies Indian employees as per
their professional work experiences into
Pre-liberalization (exp>21 years), Pre-
liberalization (exp 10-21 years), Rapid
growth (exp 5-10 years) and Plateaued
growth (exp 0-5 years) (SHRM Report,
2012). The research focused on under-
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standing rankings of instrumental and
terminal values by multi-generational
Indian employees.  Rajesh and
Ekambaram (2014) in their study on 250
corporate representative samples have
classified Indian generational cohorts
based on the birth years as Veterans
(1920-45), Free-Gens (1946-1960), Gen

X’s (1961-1970), E-Gen’s (1971-1980)
and Gen Y’s (1981-1990).

Review of Study Constructs

Outline of major research papers re-
viewed for study constructs are as given
in Table 1.

Table 1 Major Research Papers Reviewed for Study Constructs

Social Exchange Blau (1964) Expectations of the workforce related to organizational
Theory support and their perceptions of HR practices and work

outcomes are correlated
Organizational Eisenberger, Evolved the concept of Perceived Organizational Support
Support Huntington, (POS) based on the effect-outcome expectancy and the
Theory Hutchinson & aspect of affective attachment to one’s organization based

Sowa (1986) on exchange ideology. Employees are likely to develop
higher levels of POS when the organization cares about
their wellbeing and values their contributions

Effect of POS Eisenberger, Based on the norm of reciprocity in social exchange,
on work Fasolo & Davis- employees with higher levels of POS are more likely to
outcomes LaMastro, (1990); repay the organization with positive attitudes and

Eisenberger, favorable work behaviors. This attitude of the employees
Cummings, Armeli related to being obliged to give back to the organization in
& Lynch, (1997); exchange of the concern and support shown by the
Settoon et al. organization, has been theorized as ‘Felt Obligation’. Felt
(1996); Wayne, obligation is viewed as an outcome of POS and depends
Shore, & Liden, on the employee’s acceptance of the reciprocity norm as
(1997) applied to work.

Understanding Rokeach (1973) ; Deep beliefs held by human beings towards specific modes
Values Dose (1997) of conduct which are socially and morally preferable.

Values vary in terms of importance as guiding principles for
an individual’s life, about what is good, right and appropri-
ate in terms of leading one’s life. Work values are the evalu-
ative standards relating to work or the work environment
by which individuals discern what is ‘‘right’’ or assess the
importance of preferences.

Work Values and Elizur 1996; Moderate relationship existed between work values and the
Organizational Kildron (1978); aspect of organizational commitment. Intrinsic work values
Constructs like (Putti) et al relate more closely to organizational commitment than
Job Satisfaction (1989) extrinsic values. Intrinsic values are more related to selfac-
and tualization like interesting work, autonomy, growth and
Organizational creativity; extrinsic values tend to focus on basic human
Commitment needs of job security, pay enhancement or work environ-

ment cohesion.
Generational Parker and Their generational study on belief systems and value
differences and Cusmir (1990); scores, found Boomers to being more humanistic/moralistic
effect on Work Judge & Bertz while pre-boomers were more traditional and pragmatic.
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Values (1992); Jurkiewicz Further research related to impact on Organizational
& Brown (1998) culture, HRM practices and Ethical aspects outlines that
and Jurkiewicz generational differences in work values do tend to have an
(2000); Dose impact on organizational processes and its related
(1997) environmental factors.

Affective Meyer & Allen Classified organizational commitment into three categories:
Commitment (1991); Mowday affective commitment, continuance commitment and

et al. (1979); normative commitment. Employees with strong affective
Porter et al. (1974) commitment remain with the organization because they

want to, those with a strong continuance commitment
remain because they need to, and those with a strong nor-
mative commitment remain because they feel they ought to.
Affective commitment can be understood as a strong belief
in and acceptance of the goals and values of the organiza-
tion and readiness to exert considerable effort on behalf of
the organization, as well as strong desire to remain as a
member of the organization.

Job
Satisfaction Cohen & Bailey Researchers have found significant correlations of job satis-

(1997); Harley faction with pay, work organization and work conditions.
(1999); Maertz Research regarding relationship between job satisfaction
& Griffet (2004); and organizational commitment indicates a positive correla-
Taplin & tion between organizational commitment and job satisfac-
Winterton (2007); tion. It is understood that employees with higher levels of
Chen (2007) job satisfaction display higher levels of organizational

commitment.

Hypotheses

Given the changing preference of
work values in generational cohorts
(Smola & Sutton, 2002; McGuire et al.,
2007), and their expected impact on POS
and job attitudes as evidenced through
the review of literature; following hypoth-
eses were created for the study.

H
1
: Gen Y work values show direct, sig-

nificant and positive relationship to
POS.

H
2
: Gen Y work values mediated by POS

show indirect and positive relation-
ship to FO.

H
3
: Gen Y work values shows direct, signifi-

cant and positive relationship with affec-
tive organizational commitment (AC).

H
4
: Gen Y work values mediated by POS

show indirect positive relationship
with affective organizational commit-
ment (AC).

   H
5
: POS shows direct, significant and
positive relationship to AC and FO.

H
6
: POS mediated by FO shows indirect

and positive relationship with AC.

H
7
: Gen Y work values mediated by POS

and AC show indirect, significant,
positive relationship to job satisfac-
tion and negative relationship to turn-
over intention.

H
8
: Felt obligation (FO) mediated by AC

shows indirect, significant, positive
relationship to job satisfaction and
negative relationship to turnover in-
tention.
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Research Methodology

Generation Y working in various ar-
eas of the construction sector viz real
estate, projects and infrastructure within
the age group of 20-30 years in Pune
Municipality (Urban) and the twin town
of Pune-Chinchwad Municipality (Ur-
ban) were sample population for the
study.

The survey instrument was devel-
oped on an online platform of Google
docs, wherein the respondents were
mailed the link to the survey instrument
enabling them to respond to the survey
outside the organizational settings through
their personal internet connectivity. The
link was sent to the respondents only af-
ter verification of research criterion
fulfilment related to location, age catego-
rization and minimum work experience
level. A total of 337 respondents across
the construction/infrastructure sector
filled the survey instrument. After elimi-

nation of some half-filled survey forms,
the final respondent tally stood at 320
fully filled survey forms.

Fig 1: Conceptual Framework

Table 2 Gender Composition of Main Survey

Gender Number of Respondents

Male 251
Female 69

Table 3 Work Experience Composition of
Main Survey

Years of Work Number of Respondents
Experience

1 year – 2 years 136
2 years – 4 years 142
5 years – 8 years 34

Exploratory Factor Analysis (EFA)

EFA was conducted through princi-
pal component analysis method. The ro-
tation method adopted was Varimax ro-
tation with Kaiser normalization at Eigen
value 1. Kaiser-Meyer-Olkin measure of
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sampling adequacy test and Barlett’s test
of Sphericity were also conducted before
proceeding with EFA.

Measurement & Structural Models

The study adopted confirmatory mod-
eling strategy to evaluate the models and

assess their fit to the observed/collected
data through the use of IBM AMOS ver-
sion 18 software of Structural Equation
Modeling. In continuing with this exercise,
operationalization of variables within the
constructs was incited taking into consid-
eration both the theoretical assumptions
and factor loadings for each construct.

Table 5 Operationalization of Constructs

Construct Operationalized Variable

Work Values Intrinsic (G1)
Extrinsic (G6)
Freedom (G8)
Status (G11)
Social (G12)

Perceived Organizational Support (Contribution and Support) P8, P9 and P10
Affective Organizational Commitment (Commitment, A2, A3 and A4
Ownership and Partnership)
Felt Obligation (Obligation and Contribution) F2 and F3
Job Satisfaction (Satisfaction and Involvement) J1, J3 and J5
Turnover Intention (Withdrawal behaviour) T1 and T2

Table 4 Survey Constructs & Reliability Score

Survey Construct Variables Standardized Pre-Tested Version Reliability (Cronbach
Alpha scores)

Perceived Organizational Support Eisenberger et al., (1986) and Rhoades 0.84
and Eisenberger (2002)

Work Values Work Values Inventory by Super, D. 0.77
(1962, 1973) and Work Values Scale
by Lynos, S. (2003)

Affective Organizational OCQ by Mowday et al., (1979) 0.75
Commitment
Felt Obligation Eisenberger et al., (2001) 0.63
Job Satisfaction Warr et al., (1979) 0.85
Turnover Intention Warr et al., (1979) 0.73
Overall Instrument 0.91

Correlation matrix was created for
the selected construct  i tems and
multicollinearity was also checked to un-
derstand any issues with high correlation
that may affect  the results . The
operationalized variables show strong in-
ter-i tem correlat ions,  however,
multicollinearity issues are not present as

the diagnostics portrays all values with
VIF <10 and tolerance levels above 0.1.

Four proposed models were created
and confirmatory analysis was done by
creating measurement models and struc-
tural models for each model.
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Table 6 Collinearity Diagnostics for Operationalized Variables with VIF <10 and Tolerance
>0.1

Table 7 Correlation Matrix of Operationalized Variables

*Correlation is significant at the 0.05 level (2-tailed).
**Correlation is significant at the 0.01 level (2-tailed).

After analysis of Structural Model D,
we adopted the competing models strat-
egy and based on the final structural model
D created two competing hypothesized

structural models D1 and D2. These mod-
els were created to understand which model
(D1 or D2) best fitted the observed data
that linked to the proposed hypotheses.
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Table 8 Proposed Models

Models Number of Constructs Operationalized Constructs

Model A 3 constructs Work Values, Perceived Organization Support (POS) and
Felt Obligation (FO)

Model B 4 constructs Work Values, Perceived Organization Support (POS),
Felt Obligation (FO) and Affective Organizational
Commitment (AC)

Model C 5 constructs Work Values, Perceived Organization Support (POS),
Felt Obligation (FO), Affective Organizational
Commitment (AC) and Job Satisfaction (JS)

Model D 6 constructs Work Values, Perceived Organization Support (POS),
Felt Obligation (FO), Affective Organizational
Commitment (AC), Job Satisfaction (JS) and Turnover
Intention (TI)

Structural Model D1: Chi – square (²) = 238.74, Degree of Freedom (df) = 146 and p value = .000,
significant at p<0.01.

Table 9 FIT Indices of Structural Model D1

Item Value Target criteria

²/df 1.89 <3
RMSEA 0.05 <0.07
GFI 0.92 >0.90
CFI 0.94 >0.92
TLI 0.93 >0.90
NFI 0.88 >0.90
PNFI 0.73 >0.50
PCFI 0.77 >0.50

Structural Model D2: Chi – square (²) = 243.6,
Degree of Freedom (df) = 127 and p value =
.000, significant at p<0.01.

Table 10 FIT Indices of Structural Model D2

Item Value Target criteria

²/df 1.92 <3
RMSEA 0.05 <0.07
GFI 0.92 >0.90
CFI 0.94 >0.92
TLI 0.92 >0.90
NFI 0.88 >0.90
PNFI 0.72 >0.50
PCFI 0.76 >0.50

Findings & Discussion

Structural Model D2 was found to be
the best fit model. Hypotheses were
tested on this model and the findings are
summarized as in the following para-
graphs.

H
1
: Gen Y work values show di-

rect, significant and positive relation-
ship to POS: Structural model D2 de-
picts significant path co-efficient (-0.02,
p<0.01) in terms of total (direct) effect

by work values on POS. The hypothesis
is rejected as the relationship between
work values and POS is direct and sig-
nificant but negative or inversely propor-
tional instead of being positive. This re-
sult is interesting as it shows that the
work values of Indian Gen Y employees
have a strong inverse impact on their
perception of organizational support in-
dicating that employees who give more
importance to their work values (extrin-
sic – pay & rewards, Intrinsic: challeng-
ing and intellectually stimulating work,
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Fig 2: Structural Model D1
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Fig 3: Structural Model D2
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Table 11 Standardized Total Effects

Work Values POS FO AC TI JS

POS -0.02 0 0 0 0 0
FO -0.002 0.095 0 0 0 0
AC 0.036 0.635 0.284 0 0 0
TI 0.022 0.502 0.186 0.653 0 0
JS 0.029 0.565 0.232 0.818 0 0

Table 12 Standardized Direct Effects

Work Values POS FO AC TI JS

POS -0.02 0 0 0 0 0
FO 0 0.095 0 0 0 0
AC 0.049 0.608 0.284 0 0 0
TI 0 0.088 0 0.653 0 0
JS 0 0.046 0 0.818 0 0

Table 13 Standardized Indirect Effects

Work Values POS FO AC TI JS

POS 0 0 0 0 0 0
FO -0.002 0 0 0 0 0
AC -0.012 0.027 0 0 0 0
TI 0.022 0.414 0.186 0 0 0
JS 0.029 0.519 0.232 0 0 0

freedom, status and social values) feel
that there is a lack of support from their
organization in terms of upholding their
work values. In other words, they per-
ceive that there is a lack of understand-
ing in their organizations about individual
work values and how organizational poli-
cies need to be structured to support
employee work values.

H
2
: Gen Y work values mediated by

POS show indirect and positive relation-
ship to FO:

Structural model D2 depicts signifi-
cant path co-efficient (-0.002, p<0.01) in
terms of total effect of work values and

POS. When mediated by POS, work val-
ues depict an indirect effect, -0.002, on
FO. The hypothesis is rejected as the
relationship between work values and
FO, mediated by POS is indirect and sig-
nificant but negative or inversely propor-
tional and not positive. This implies that
Gen Y employees have strong views of
work values and lack of organizational
support in this context, according to their
understanding can lead to lower obliga-
tion towards the organization.

Gen Y employees have strong
views of work values and lack of
organizational support.
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H
3
: Gen Y Work Values shows di-

rect, significant and positive relation-
ship with Affective Organizational
Commitment (AC): Structural model D2
depicts significant path co-efficient (0.04,
p<0.01) in terms of direct effect of work
values and AC. The hypothesis is ac-
cepted as the relationship between work
values and AC is direct, significant and
positive.

Researchers have linked work val-
ues to fulfilment of the needs of human
beings (Hertzberg, 1951), indicating that
Gen Y employees view their commitment
towards their respective organizations on
the basis of fulfilment of their needs more
specifically their extrinsic needs as indi-
cated by the higher ratings on extrinsic
work values. Thus, it indicates that if an
organization fulfils extrinsic needs of pay,
rewards, growth and supervisory support
for an individual then the concerned in-
dividual would feel more committed to-
wards the organization.

H
4
: Gen Y Work Values mediated

by POS shows indirect positive rela-
tionship with Affective organizational
Commitment (AC): Structural model D2
depicts significant path co-efficient
(0.036, p<0.01) in terms of total effect
of work values on AC. When mediated
by POS, work values depict an indirect
effect, -0.012, on AC. The hypothesis is
rejected as the relationship between work
values and AC in terms of total effect is
positive but when mediated by POS, the
effect is indirect, significant and nega-
tive. The relationship between Gen Y
work values and affective organizational
commitment becomes negative or in-

versely proportional to the introduction of
the third mediator variable, perceived or-
ganizational support. This indicates that
Gen Y employees give high level of im-
portance to their work values and their
perception of organizational support is
strongly based on fulfilment of these val-
ues by their organizations; lack of
fulfilment leads to lower organizational
commitment as also lower feeling of ob-
ligation towards the concerned organiza-
tion.

H
5
: POS shows direct, significant

and positive relationship to AC and
FO: Structural model D2 depicts signifi-
cant path co-efficient (0.608, p<0.01) in
terms of total effect of POS on AC and
a significant path co-efficient (0.095,
p<0.01) in terms of total effect of POS
on FO. The hypothesis is accepted as the
relationship between POS and AC is di-
rect, significant and positive.

The relationship between POS and
AC is direct, significant and posi-
tive.

H
6
: POS mediated by FO shows

indirect  and posit ive relationship
with AC: Structural model D2 depicts
significant path co-efficient (0.635,
p<0.01) in terms of total effect of POS
on AC. When mediated by FO, POS
depicts an indirect effect, 0.027, on AC
(Table 11). The hypothesis is accepted
as the relationship between POS and
AC in terms of total effect is positive.
POS mediated by FO also shows an
indirect, significant and positive rela-
tionship with AC. This indicates that
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Gen Y employees’ perception of orga-
nizational support strongly impacts their
commitment towards their organizations
and also their feeling of obligation. If
the feeling of obligation is higher in the
reciprocal relationship based on per-
ception of organizational support, then
the affective commitment level also
increases amongst Indian Gen Y em-
ployees.

H
7
: Gen Y Work Values mediated

by POS and AC shows indirect, signifi-
cant, positive relationship to Job Sat-
isfaction and negative relationship to
Turnover Intention: Structural model D2
depicts significant path co-efficient,
0.029, p<0.01) in terms of total effect of
work values on JS and a significant path
co-efficient, (0.022, p<0.01) in terms of
total effect of work values on TI. When
mediated by POS and AC, work values
depict an indirect effect, 0.029 on JS, and
also an indirect effect, 0. 022, on TI. The
hypothesis is accepted as the relationship
between work values and job satisfac-
tion (JS), mediated by POS and AC is
indirect, significant and positive. This in-
dicates that if work values of Gen Y
employees are upheld by the concerned
organizations, then they would feel more
satisfied on the job and their intention
would be to stay for at least one year
with the organization instead of consid-
ering leaving the organization at the ear-
liest available opportunity.

If work values of Gen Y employ-
ees are upheld by the concerned
organizations, then they would feel
more satisfied on the job.

H
8
: Felt obligation (FO) mediated

by AC shows indirect, significant, posi-
tive relationship to job satisfaction
and negative relationship to turnover
intention: Structural model D2 depicts
significant path co-efficient (0.232,
p<0.01) in terms of total effect of FO on
JS and a significant path co-efficient
(0.186, p<0.01) in terms of total effect
of FO on TI.  When mediated by AC,
FO depicts an indirect effect, 0.232, on
JS and also an indirect effect, 0.186, on
TI. The hypothesis is accepted as the
relationship between felt obligation (FO)
and job satisfaction (JS), mediated by AC
is indirect, significant and positive. Inter-
estingly modification of the model by add-
ing a direct relationship between FO and
TI shows a negative relationship with a
significant path co-efficient, -0.09. The
relationship between felt obligation and
turnover intention when mediated through
affective organizational commitment was
not in line with previous research studies
but contrary to the aspect wherein in-
stead of being inversely proportional or
negative, the current study depicts the
relationship to be proportional or positive.
This challenges the prevalent notion of
fel t obligation as propounded by
Eisenberger et al. (2001) wherein in-
crease in felt obligation is understood to
have an inverse impact on turnover in-
tention. A point to note here would be:
the item questions that have been con-
sidered by the study for turnover inten-
tion’ relate to staying with the organiza-
tion for at least one year (T1= “I intend
to stay with this organization for at least
one year”) and to the consideration of
not leaving the organization (T2= “The
thought of leaving the company has not



What Does Indian Gen Y Construction Employees Seek from Their Organizations?

The Indian Journal of Industrial Relations, Vol. 57, No. 4, April 2022 625

occurred to me”). In this light and con-
sidering that the survey has been con-
ducted on Generation Y employees in the
age group of 20-30 years, the indirect and
positive relationship between felt obliga-
tion and turnover intention indicates that
this cohort does not seriously give con-
sideration to the aspect of either being
committed to the organization for more
than a year or have ever given a serious
thought to continuing with the organiza-
tion in the long term.

The result of Structural Model D2
showed that five hypotheses were ac-
cepted i.e. H

3, 
H

5,
 H

6,
 H

7,
 and H

8 
while

H
1,
 H

2 
and

 
H

4 
were rejected.

Conclusion

Research by (Smola & Sutton, 2002:
378) had outlined Gen X’s as being the
‘ME’ generation with strong emphasis on
individual aspects; ‘what’s in it for me?’
This was further evidenced by Chen and
Choi (2008), wherein they depicted Gen
Y employees to be ahead of their Gen X
counterparts. While Gen X employees
were concerned with ‘security’ and ‘in-
dependence’, Gen Y employees empha-
size more on ‘supervisory relationships’
and ‘economic returns.’ The evidences
based on responses of Gen Y cohort in
the U.S. is supported by the current study
on Indian Gen Y employees. The current
study found that Indian Gen Y employ-
ees in line with their counterparts world-
wide (specifically based on U.S. studies)
give more importance to extrinsic work
values that covered elements of economic
returns (pay & rewards), growth oppor-
tunities and supervisory relationships.

However, additionally, Indian Gen Y em-
ployees also give higher level of impor-
tance to intrinsic work values related to
challenging work and independence. This
implies that Indian Gen Y employees are
not only concerned with extrinsic values
but also seek to balance it with intrinsic
values that allow them to grow in a ho-
listic aspect.

Indian Gen Y employees are not
only concerned with extrinsic val-
ues but also seek to balance it with
intrinsic values that allow them to
grow in a holistic aspect.

Previous studies (Eisenberger et al.,
1986; 1997; 2001; 2002) done across
generational cohorts (general population
samples) in the western countries have
exhibited felt obligation and affective
commitment being positively impacted by
POS, thus further leading to lowering of
turnover intention. This study on the flip
side displays that for Indian Gen Y em-
ployees while organizational support does
bring in obligation and commitment to-
wards the organization, it doesn’t trans-
late into long term retention with the or-
ganization. Indian Gen Y employees are
quite comfortable in positively valuing
organization and feeling obliged and com-
mitted for it, but they would not hesitate
to take up a viable and promising oppor-
tunity if it comes their way. The indica-
tion through this survey analysis is; that
while Indian Gen Y employees may not
think of actively quitting their organiza-
tions before a year yet they are not
averse to checking out better opportuni-
ties hence, both felt obligation and affec-
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tive commitment show a positive relation-
ship with turnover intention than a nega-
tive or inversely proportional relationship.

The study displays an interesting and
differentiating aspect of this particular
generational cohort (Indian Gen Y);
while they value the organizational sup-
port (POS), have a sense of obligation
(FO) and, feel committed (affective com-
mitment) towards their respective orga-
nizations, it does not necessarily trans-
late into continuing with the organization
for a longer time period. Being a gen-

erational cohort that gives more value to
the present context than in the past, and
is impatient in its decision-making pro-
cess; what matters is the level of oppor-
tunity available and not necessarily the
aspect of organizational support, obliga-
tion or commitment that dictates whether
they intend to continue or not with the
same organization. This cohort is at peace
with taking sudden decisions wherein they
feel that the current opportunity is worth-
while and viable than the aspect of con-
tinuation with the same organization.

Table 14 Gen Y Comments (Verbatim) – Transcribed from qualitative interviews

‘Add value to the individual. Make the person feel that he/she is being considered as an asset. Give
constructive criticism. Help in the individuals’ career growth as well.’

‘Listening to the team members, having 2 way communication. Before formulating (and implement-
ing) any plan/strategy, discuss with team. Give employees some space & time to think innovative
and apply them. Break from clichéd and old rules & regulations. Super boss (boss’s boss) should
interact with the team, in the absence of boss & deliver fare judgment & understanding. Quarterly
appraisal review and not only at year end as some human being (known as bosses) suffer from
short term memory loss (especially during appraisals). Cross functional/team interactions, to have
internal transfers if employee is interested (& suitable) for a vertical shift.’

‘Companies should focus more on the point that in the initial stage of induction, job role should
match the qualification of employee.’

‘Be honest in all dealings with any employee. Show genuine interest in developing the weak points
of an employee. Take effective steps towards providing a complete work life balance and not steps
for the sake of it. Feedback should be continuous and genuine...preferably every month.’

Managerial Implications

Indian Generation Y employees are
clearly outlining that they would want
their respective organizations to under-
stand their capabilities and interests; al-
low them to voice their opinions; seek their
viewpoints on organizational practices;
develop their potential through career
development initiatives and finally evalu-
ate them justifiably for their worth. This
is construed by Indian Generation Y em-

ployees as an aspect of organizational
support which is identifiable as that ac-
corded to them by their supervisors/man-
agers (herein understood as the ‘humane’
face of the organization).

Some of the suggestions that arise
from this study would be:

 Be open and clear in communication
channels
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 Demonstrate support by mentoring

 Leaders/supervisors need to ‘walk
the talk’ or earn respect through merit
than power/seniority

 Provide clarity on their role and con-
tribution in the organization

 Help them visualize their growth op-
portunities in the larger organizational
hierarchy

 Adapt practical policies for work-life
balance initiatives

 Reduce hierarchy and adopt team-
based structures

 Allow free flow of information across
organizational levels and treat them
as stakeholders and contributors than
only employees

This generation survives on being
connected; hence it is imperative that
organizations realize the potential of this
medium and its efficacy thus utilizing its
power for creating an actively engaged
GEN Y workforce. The need is to have
processes that encourage creativity, in-
novation and openness through transpar-
ency and honesty, allowing this genera-
tion to collaborate, share, learn and grow.
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